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IETTER OF TRANSMI'ITAL

7 July 1972

Dear Mr. Secretary-General,

I have the honour to submit herewith, for transmission to the General
Assembly at its twenty-seventh session, the fL1al report of the Special Committee
for the Reviev! of the United Nations Salary System set up in accordance with
General Assembly resolution 271~3 (XXV) of 17 December 1970.

to

I would like to place on record the gratitude of all members of the Special
Committee for the dedicated and indefatigable service rendered by the secretariat
you have assigned to the Special Committee, as vrell as by the many staff me:rr..bers
who have in one way or another assisted it in carrying out its task.

Yours sincerely,

(Signed) S. K. Roy
Chai:cman,

Sllecial Committee for the Re"\iew of the
United Nations Salary System

Mr. Kurt Waldheim
Secretary-General
United Nations
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INTRODUCTION
I

-~

Esta~lishment of the Committee
. ,..-

1. It is .of significance to the' assessment 0f the mandate Idntrusted to us by the
General Assembly, in its resolution 2743 (XXV) of 17 December 1970, that our Committee
was established at the initiative of the Fifth Committee. In contrast, the previous
two salary ~eview committees, the first of 1949 and the second of 1956, came into being
as a result of proposals agreed upon by the Secretary-General and the Advisory Committee
on Administrative 2nd Budgetary Questions. Th~s diff'ere;o.ce in origin has influenced both
our conception of the review and its actual conduct.

3. On the basis· of the Fifth Committee's recommendatlon, the General Assembly
accordinglydeci~e~, by resolution 2742 (XXV) of 17 Deoember 1970~ .that the sal~Jr
scale for the professional and higher categories should be revised with effect from
1 July 1971 and that no 'further adjustment of' those scales should be made until such
time as the review called for in resolution 2743 (XXV) had. been comple.tedand its
results approved.

-fifth Session-,Anne:ltes,-,
No. 81l., document A!SOOS!Add.3.

11 Official Records of the General Assembl
agenda item 73, document A!C.5 1303, annex I.

y Ib.id. 2' Twenty-fifth' Session, :Supplement

2. The proposal to set up a committee of experts nominated by Governments to l;mdertake
the review grew out 0f the Fifth Committee's consideration of a recommendation 11 by the
International Civil ;.. ~r-vice Advisory Board (ICS.AJ3), endorsed by the SecretarJr-General,
for an S per cent increase in gross salaries for staff in the profes~ional and higher
categories, to take effect on 1 January- i971. In examining the recommenq.ation, the
Fifth Committee had bef'ore it a report of the Advisory Co~iteeonAdministrative
and Budgetary Questions (ACABQ), 2/ N'hich proposed that since the existing method of
setting salaries contained a number of 2.Ilomalies and imperfections, the United Nations
salary system should be the subject of an urgent review b~' the Board, and that the
salary increase should in the meantime be applied ivith effect from 1 July 1971, on the
understanding that' no further salary adjustment woUld be ma~e until the review had been
completed and its ..results approved b~r the General Assembly. The Fifth C01QlIlittee
concurredbotb. in the proposal that a thorough reviGw of the salary syst.em should be
undertaken, with the modification that it should be done by a special committee of'
experts designated jy Governments, and in tile proposal that the salary increase should
become effective on 1 July 1971.

-1-
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5· At the 1933rd plenary meeting, on 17 December 1970, the President of the General
Assembly announced that he had nominated the following Member States in purs~ceof
the above resolution: Argentine., France, India, Ja.pan, Niger, llfigeria!/ Peru, Poland,
Union of Soviet Socialist Republics, United Kingdom of Great Britain and Northern
Ireland and United States of America. The CeneraJ. Assembly confirmed these nominations.

e

ng
tee
both

t
j

t

4.

6.

In the latter resolution, the General Assembly decided:

lIto establish a Special Committee for the Review' of the United Nations SalarJT
System, consisting of goYernment experts froIu ele""(,'ln Aember States to be
nominated by the President of the General Assembly with due regar(i. to
geographical balance, it being understood that these States will nom~nate
individuals of reoogni:aed "standing and experience to serve on the Committee."

The eleven Governme~ts designated the following as members of the Committse:

.. .
'fI;1" ..

aka
the

.8

,en

.d

Mr. Zakari M. Bello (Nigeria)
Mr. JY1asao China (Japan)
Mr. Zbigniev Dembowski (Poland)
]~. Osca~ R. Faura (Peru)
~tt. A.H.M. Hillis (United Kingdom)
:Mr. Dayton i'1. Hull (United States of America)
Mr. K" A. IvIariko (Niger)
lY'Jr. Guillermo J. l1cGough (Argentina)
J.tt. P. Robert-Duvilliers (France)
J.tt. S.K. Ray (India)
Mr~ Aleksei V. Zaldlarov (USSR)

7· lY'.ir. Dembowski was sllbseq,uently replaced by lfr. Jan Chowaniec (from 5 July 1971),
llJr. "McGough by Miss Ruth Guevar'a Achaval (from 18 January to 7 April 1972),
l\'T..:r.Robert-Duvilliers first by rlJr. Michel Malar (from 15 July to 24 August 1971) and
then b;y Mr. Jules Milliez (from 16 February 1972), and l1r. Zakharov by
Mr. A.G. Koulazhenkov (from 18 January 1972).

Scope of the review'

8. Our terms·of reference, aB qet out in parag:r.'aph 2 of the resolution, call for
"athorQllgh review of the long-term principles and criteria which should govern the
whole United: Nations conmldn system of salaries, allowances, grants, superannuation and
other benefits '1

• Among the specific matters on which we are required to report our
conclusions and recommendations, the resolution lists the follo'Vring:

"'(a) the structure of categories and grades which will best enable the
international civil service to discharge its fu.."lctions with efficiency and
reasonable econo~;

(b) the base of the system;

(c) the principles which should govern the establishment of. the sal~
scales and other condit-ions 'of service for the various categories;

I'

1

~
I, ,
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I d)\ . The level of salaries and allowances, and the fringe benefits for the
various grades;

3ral
of'

la.,

1),

nd

and

Id

•

(e) Such o'bher matters concerning the system a~ it may deem relevant".

9. We have interpreted these terms of reference as covering the 'V,hole ra.nge of
conditions of service in tr.e common system. Some members, however, felt that W8

should concentrate initially at least, on the major area of what should be the
desirable l('<."el of emoluments. The decisive factor 1I1as the shortage of time. Early'
in our deliberations it becOllle clear to us that it was not going to be possible to
delve deeply into every s'tJ.bject irz. our terms of reference. Accordingly, while not
unde:r'V'aluing the importance of these other matters, 'VTe had in the end to devote most
of our'time to what tt!rIled out to be the stubborn problemG of basic professionc:,:i
remunera.tion.

10. Thus, while recogn.izing that the i.mm.ediate concern of the General Assembly was to
remove the serious anomalies which had been shown to arise in the a:pplicat~cin of the
system of establishing salaries for staff in the professional arid higher categories - a
matter falling within the competence of the General Assembly itself - we have included
in our review the working of the eXisting principle far setting the salaries of staff
in the General Service Category - a matter coming under the authority of the
Secretary-General, but also referred to in the preamble of the resolution.

11. Similarly~ we have inquired into certain aspects of the pension arrangements. Th;is
seeJIls to us to be in accord with the intent of.' +,he resolution even though the word used
in it is Ii superannuation'l whj ch is open to a different construction. In delimiting oux
study of pension matters, -we have taken into account the e:x:planatory statement given by
the sponsors of the proposal to establish our connnittee. That statement made it clear
that while the operation of the pension echeme :remained tlle responsi"bility of the
Joint Staff Pension Board, our Committee vTould.be free to deal 'tvith those pension
matters which directly affected conditicms of sex~~ce in the United Nations. We have
acctlrdine;ly concerned ourselves with the age of retirement, the level of pensionable
:P~' and two specific issues reln.ting to th'3 pension rights and social security bene.fit.s.
Some of us placed a broader interpretation on our mandate. Their position is indicated
in the body of the report.

12. Nost of the first two months of our work WC.s devoted to seeking information on the
structure of the secretariats, their recruitment standards e.nd methods, training and
career development prograrumes, policies in regard to permanent and fixed term
appointments, and the adequacy or otherwise of existing emoluments. We also sought
and obtained views on the size of the staff, their proper utilization anti. the system
of personnel reporting and promotion.

13. We have throughout been aware that salaries and. allowances alone, howevEir generous
they may be, will not attract talented people unless their selection and promotion
procedures are effectively organized on the most modern lines. We also recognize that
job satis.faction and the component of idealism and commitment to the purposes of the
United Nations are significant factors in obtaining the right applicants for service
with the United Nations. We are sorry to note that there were no proposals front the
executive heads before us on personnel matters. Shortage of time makes it impossible
to reflect fully our considered opinions. We have, however, put forward some
conclusions which emerged from the views of members as they developed during the
course of our long and deta~led discussion8 in the first session of our work.

-;-
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Conduct of the :review

14. We began ou:r wo:rk on 1 June 1971 at the Headqua:rte:rs of the United Nations inNew Yo:rk. We elected M:r. Roy as Chai:rman of the Committee, :Mr. Fau:ra as Vice-Chai:rman,and Mr. MaJ:;iko as Rappo:rteu:r. We held meetings i.n ;Ne~T Yo:rk until 1 July, then at theHeadquarte:rs of the Wo:rld Health O:rganization in Geneva f:rom 5 to 29 July and again inNew Yo:rk f:rom 9 to 24 August 1971.

15. In the absence of any proposals for changes in the salary system, we directed ou:rattention to the study of the system in its. cu:rrent application on the basis ofbackground papers p:r,epared by the S'1cretariats of the United Nations, the spec '3.1izedagencies and !AEA. We also held hearings for the purpo~e of obtaining the preliminaryviews of the executive heads of the organizations and of their senior officials, ofrepresentatives of indiVidual staff associations and of the Federation of InternationalCivil Servants I Assoaiations. In addition, we had extensive discussions with a memberof the Joint Inspection Unit who had prepa:t'ed 'a repo'rt on personnel problems in theUnited Nations. In all, 49 of the first 91 meetint5s 'lTere devoted to hearing73 representatives of organizations and staff associations.

16. Du:ring ou:r first session we initiated three special inquiries, two of which wereto be carried out by consultants. The first was designed to provide us a. comparisonof the United Nations salaries and allowances with those of the civil services of theseven countries in which are located the headquarters of the organizations (Austria,Canada, France, Italy, S"Titzerland, United Kingdom, and United states 'of America). The,seco:q.d concerned the concepts underlying the system of post adjustments applied tosalaries to cOEpensatefor cost of living v~riations and the methods used in conducting,comparative cost of living surveys. The third inquir'J was intended to obtaininformation on the salaries, allowances and benefits received by officials serving withdiplomatic missions 'in the seven headquarters countries and in three additionalcountries which are hosts to the regional economic commissions.

17. We concluded om:' first session by adopting an interim report 21 to theGeneral Assembly at its twenty-sixth session.

IS. ,On IS, January 1972 vTe resumed our work in New York where we met until 7 April,and again from 22 May to 1 June. The final part of our session took place at theHeadquarters of \IJRO in Geneva from 5 June to 7 July 1972. One hu..'1dred and twenty-sixmeetings were held during the second session.

19~ At th~ 1972 session, we had before us five substentive replies from governmentssetting out their vtews on the sala,r.y system, a collective submission by theexequtiveheads of the organizations as well as supplemeniary or ~eparate replies fromindividual executive heads, a paper submitted by FICSA, several papers from individualstaff associations, the two studies of the conSUltants, a compilation of the dataprovided in ~espqnse·to the que~tionnaire on salari~s, allowances and benefits receivedby officials in diplomatic missions and a series of papers containing statisticaland

J.!. Ibid., Twenty~'sixthSession,Suppleme:,t No. 28 (A/8428).
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other information prepared at our request by the Secretariat of the Committee. Much
of this documentation w'as available in the four working langu2.ges of the Committee when
we reconvened in January or soon thereafter, but an essential part of it was not available
until February-MIlrch. 'i'le thus were unable to reach conclusions on the various elements
making up the salarv $vstem bv the enq of the first part of ~he session. We proceeded to
work on this in May'and were unable to agree on conclusions and recommendations until the
end of June.
20. Throughout our proceedings we have striven to reach a consensus on the kind of
modifications that ,should be made in thG salary system to adapt it to the present
conditions. As agreed at the very outset of our review, this procedure was intended
to ensure that whatever proposals emerged at the end of our deliberations commanded
broad support mnong the members of the Committee. It was f'u:rther agreed that individual
members would still be free to e:x::Press their dissenting vie't~s and to have them included
in the body of the report should they feel strongly about 2XlY particular proposal. In
the event, it has proved difficult to achieve the desired consensus. Therefore, many
conclusions and recommend~tions reflected majority views. The reservations or
dissenting views of individual members are indicated both in the summa.ry and in the
body of the report. The full text of a dissenting statement by four members is given
in annex I. A s~parate opinion by one member is given in annex II.

21. In response to a request by the Secretary-General, we :provided the provisional
text of our conclusions and recommendations that we had agreed upon at our meeting
of 22 June to the executive heads of the organizations in the common system, the
Chairman of CCAQ and the President of FICSA. In transmitting this text, we indicated
that we would appreciate the opportunl1;y of meeting with them in order to benefit
from any comments they might wish to make on our conclusions and recommendations before
they were adopted in final form.

22. :By letter dated 30 June, the Secr~tary-General informed us that in view of the
late date on which the 'conclusions wer~ received and the many important and complex
matters involved, there "ras too little time for the executive heads 1;0 examine and
discuss such wide-ranging proposals and to reach a bal&lCed view on their merits and
possible long-range consequences. In the circumstances, he indicated that the executive
heads preferred to await our full report on the basis of which they would make their
view's available to the General Assembly.

23. We received a similar communication from thE' Chairman of CCAQ.

24. At our meetings on 30 June and :3 ,Tuly we heard comments on our conclusiona and
recommendations from the President of :nCSA who,dissatisfied with our replies. withdrew
from the second meeting.

25. Our conc~usions are critical of a good many aspects of the salary system as it now
operates. In bringing out these Cleficiencies, we hope to spur all concerned into
remedial action. The United Nations, the specialized agencies and !AEA are vital instru
ments of international co-operation. The ideals enshrined iu the Charter of international
peace and security, of economic 2~d social betterment for all peoples of the world,
require that these instruments remain responsive to the changing conditions. The fact

-5-

1

t

t
c

i
:P
r
w
s
a



.1l'lI.

that our Committee sprang out of a debe.te on a proposed salary increase is to us
clear evidence that many Member States entertain doubts whether this is the case.
T:Q.6 salary system now in force was set up when the United NationS! had less than half
its :rres®t membership. Member States wish to be reassured ~hat the resources
placed at the disposal of the internationC?~ organizations are used wisely. Our
review of the salary system, the ':"unclusions ,,,e have reached" and the recommendations
W~ make are intended to meet that wish and to provide compensation and oonditions of
service ~",hich are fair to the three parties concerned: the Member States, the
administrations and the staff.
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SUMMARY OF CONC.LUSIONS AND RElCOMMllNDATIONS

ConclusionJ;'

1. There is no ready alterna.tive to the present practice of' establishing the. salaries
f'or staff in the professional and higher categories by ref'erence to the highest
national salaries.

2. Present United Nations compensation for professional staff' is too high by any
national standard.

3. Present prof'essional staf'f's salar,r scales are set at a level which assumes that
members are subject to transf.er and are expatriate. Yet more than half' never .serve
at more than one dUty station and 10.4 per cent are serving in their home country.

4. Present United Nations net emoluments consisting of' basic salar,r less staff
assessment plus Net" York post adjustmen:1i and spouse allowance are f'rom 18.6 percent
to 35.2 per cent higher than the net UnitE,ld States Government salar,r for a married
man without childr.en working in Ne"T York.

5. United Nations basic salar,r scales for prof'essional staf'f range from twice as
high to three and four times higher than sa.:..ar.ies paid in nab.anal home civil serv-ice.s
in the· five European headquarters cities.

6. Grade P-4 comprises more than one quarter of' the United Nations staff. When
compared to United States pay scaJes using traditional matching points, the ratio
today to the United States Gov:ernment scale is 123.:1. This ratio "Tas 108.7 prior to
convening the 1956 Salary Review Committee. The 1956 Committee recommended rates that
increased the ratio to 115, the General Assembly in 1957 raised the ratio to 120, and
by 1971 actions of' the .General Assembly had raised the ratio of this grade to 130. 1l.
1972 United States Government salary increase has now reduced'the ratio to the present
123;1.

}j Mr. HilUs, Mr. Mariko., Mr. McGough and Mr. Milliez enter a reservation
on the following cunclusions: 1-8, 10-12, 16, 17, 19, 21, 22 and 23. In their
view these conclusions are sele_ctive in the use of facts, deficient in their'
assessment and, therefore, distort the situation.

7.
Go
an
di

8.
il ad
~~

t
f 9.

Ge
re
su
po

le

10
·th
U:
se
ra

13·
un

14.
ala
Uni
Com

:1n



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

7. With improved recruitment and career development plans a ratio to United States
Government pay 'scales or: approximately 115 in Ne'" York will be sufficient to attract
and retain United Na.tions staff of high competence and appropriate geographic
distribution; 2/
8. If the ratio of 115 is suf.ficient in New' York, the operation of the ,post
adjustment system wil: make the ,:Pay sufficient at all other locations. 2/'
9., Ca) The principle of establishing 'the salaries anCl:benefi ts of staff in the
General Service category by comparison to the conditions of employment in the locality
remain's valid. In applying this ,p:c'inci'pl~,:,hQ.w:§y;~r".,t,h.e organizations have produced
such disparities in the salary structures at the headquarters dUty stations as to
point to defects of method.

(b) These disparities have tended to produce in some cases higher than nec~ssary
levels of pay.

10. The age of mandatory retirement of United Nations personnel is the same or 10'lirer
-than in all headquarters countries, and the present pension provisioT,ls of the
U~ted Watio~s;systemare generous anq,compare favourably to provisions of the na~ional

services of all headquarter<:l countries. HOHever, some features of its financing have
raised question~ which require a more detailed study by a competent bo~y.

11 ~ The post adju13tment system automa~ically compensates United Nations profess~onal

staff for.,ej3.ch·5 index points rise.in cost ,of liVing ::;0 that occasional base pa;y
increases for professional staff need not be of tlie'magnitude characteristic of ~
systems ill na*ional services' or of the Gelleral Servic~ staff pay system which do not
have automatic post of living ad,iustments.

12. There are a number of flaws in the workings of the present post adjustment
system which provide apparently unjustified increases in emoluments. For example,
changes on .the basis of five index points instead of five percentage points, use of
stati~tical I:oJ?mulaethat provide. higher than necessary post adjustments, exclusion
of any portion of salary not affected by high loc'al costs., such as personal savings,
and other similar features.

13. One o:rgaIllzauon,. by not i3-pplying minus post .adjustments where they ::tre due,
undermines' the .concept of equa] PfLY under the common system.

14. .The. percentage of higher grade personnel in the United Nations has rJ.sen
alarmingly. Specifically, D-I.and D-2 positions now constitute 10.7 per cEmt of
United Wations staff,up from,~pproximately5 percent when the 1956 Sala.r.Y Review
Committee met.

ZI Mr. Chiba enters a reservation on this conclusion for the reasons ~iven
~n appendix C to chapter III.
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15. Although the concept, composition and structure of the international oivil
service make ita distinct service, much of \'1hat its memqers 'do is like the work done
by officials in national administrations. HO\'1ever, the'circumstanc-es fn"whichthey
carr,y out their dut_es; the standards of cc .duct they must ob~erve in relation to
Stat;es Members of the organization they serveiand.thef'p!'ivHeges··and 'immun:i:t~es that'
have been conferred upon them in the independent exercil:?e of their functions represent
features of a special nature.

16. The present grade structure "1hich groups the staff in two main categories,
General Service and professional, according to the nature of "IOrk they perf'orm, is sound.
We do not believe that any change in this stru.cture \'1Ou.ld better enable the
United Nations,'specialized agenciee and IAEA to meet their current and expected manpower
requirements.

17. Management tech:aiques have not kept pace with modern developments in such fields
as promotion policies~ planned career development, periodic efficienqy reports, job
classification, grading standards, staffing control, and other Rimilar matters
essential to ensure efficiency and. reasonable econonw.

18 • The United Nations common sYstem has over the years achieved a considerable degree
of uniformity of administrative practice. The procedures it applies in reaching
cc-ordination by consent among 12 constitutionally independent organizations are,
however, cumbersome and inefficient.

19. United Nations staff receive allowances and fringe benef'its 'amounting to
25 per cent of United Nations pay:col1. Hours of work are generally shorter and leave
y.ariois are longer than those provided by:highly industrialized nations.

20. The allm'1ances for dependents, for education of children, for assignments to new
duty stations, and the indemnities payable on termination of appointment need
adaptation to current conditions. OtheJ;' allo"1anc~s !'!,nd benefits appear to be generally
satisfactory. §/
21. '{hen effective recruitment methCQ8 a7e ~sed there seems at present to be no
Qifficulty in obtaining qualified candidates even from tho highest paying countries.

22. There \vas evidence that 'Lhe oJ.'ganizations are overstaffed, and that sometimes
posts are graded higher than justified by the responsibility involved.

23. T~3 age structure of the United Nations is unbalanced as only 4.6 per cent of
professional staff are under 30 anQ 71.6 per cent a.re over 40. The educati(;mal .
qualifications of the staff ar~ sometimes a.bove those required for the tasKs perf0rmea
but at United Nations Headquarters many lack even a first degree. Also not enough
personnel knm'1 more than 'one United Nations' official language, and discipline seems
below the re~uired standard.

6/ Mr. Koulazhenkov enters a reservation on this conclusion on the ground that
there is no justification in changing existing allowances.
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and functions of the(b) A ointment
civil service

(b) Structure. Pending a study of the nature of the posts used for the employmentof "lodal professionals" in certain programmes of the United Nations, to be carriedo~t by the proposed intergovernmental civil service commission, the practice ofrecruiting such staff for local service should be maintained, provided that all fu~ureappointments are granted on a fixen-term basis.

(H) The commission should consist of 13 members, ap'pointed by theGeneral Assembly, including a full-time chairmdn and one or two full-time members, ifthe General Assembly deems this additional membership necessar,y;

(iii) The members of the comndssion should be selected on the basis ofbro~d geographical representation, personal qualifications and experience in nationalor international administration;

Recommendationsll

24. (a) Priv~leges and immunities. Th~ application of article VII of the Conventionon the Privileg~s and Immunities of the United Nations concerning the use of theUnited Nations. laissez-passer for travel on offi.cial busine.ss should be examined bythe Secretary-General with a view to submitting to the General Assembly appropriateproposals for its consideration.

..10-

(i) The commission should be established by the GE1neral Aflsembly as anorgan entrusted with the regulation and co-ordination of the conditidns of service ofthe United Nations common sYstem;

11 Mr. Hillis, Mr. l1cGough and Mr. M:i.lliez diss~nt from recommendations 25 to 28,Mr. Mariko from recommendations 26 to 28. Their views on the salerysystem are set outin annex r.
§/ Mr. Hull joins Mr. HilUs, Mr. McGough and Mr. Milliez in dissenti:ng from themajority ::oecommendation on the appointment and composition of the commission •

r. The international civil service

n. The. common sYstem:

25. (a) Uniformity and fleribil.iJ¥. The staff regulations of the Uni ted Nations, tobe revised by the proposed intergovernmental civil service commission, should providea framework within which to define the essential elements of the common system ,,,hichsholhd be applied generally.

uti I •
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(iv) The commission should be responsible for the formulation of
reconunendations to the General Assembly on the salaries of staff members in the
proflil,ssional and higher -categories, on allowances and benefits and on the conditions
of entitlement the~eto. It should develop grading standards ror the United Nations
conunon system as a whole and supervise their application, establish standards of
recruitment and co-ordinate staff training and career development, and secure for
the prgaJ:iizations of the United Nations family star!, of the highest standards of
efficiency, oompetence and integrity, due regard being paid in the recruitment of the
staff to the principle of eqili table geographical distribution;

(v) The commission may invite the chief administrative officers of' the
organizations in the conunon system or' :l;heir representatives and representatives of
the staff associations to pr'esont 'their views 9nd assist it in its delib.erations;

(vi) The seat of the commission should be in ~neva. The commission, however,
may meet at another headquarters of an organization in the United Nations common
system whenever it consicers it desirable;

(vii) The commission should have an approl'riate staff assigned to i.t;

(viii) 'l.'he commission should submit to 'the General Assembly an .annual report
on its work.

(ix) The Commission would replace such existing inter-agency organs for
co-ordination as International Civil Service Advisoxy ~o.~rd (ICSAB) and Consultative
Committee on Administrative Questions (CCAQ). As for the Expert Committee on Post
Adjustment (ECPA), it should become a subsidiaxy organ of the Intergovernme'ntal Civil
Service Commission.

Ill. The salary grstem for staff in the prOfessional and higher categories

26. The guiding principle

(a) In accordance with the concept of ,a unified civil ~ervice embodied in the
Charter, the staIf recruited for international .service should be subJect to a single
scale applied universally;

I
I:
:1

11

!
j
i

.(b)
national
periodic

The single salary scale should be established on the basis of relevant
practice S0 as to ensure that an outside point of reference is used for
pay adjustments;

..
(c) B,y reason of its job-oriented nature, extensive cla~sification system and

long relationship with the United Nations salary system, the federal civil service of
the United States provides at present the only acceptable point of reference for
United Nations salaxy determinations;



(d) The United Nations basic remuneration must be suf£icient to recruit andretain staf£ £rom all countries, including sta££ £rom countries having the 'highestsalC'J,ries. 3ince the overwhelming majority o£ the staff so recruited ,serve away fromtheir own country, their bas±c remuneration w~st be- established at a level somewhatabove that of the United States federal' civil service for comparable work. Tbe basicremuneration in ;NeYl York 'Should continue to be comprised of base salary,postadjustment and spouse C}J.loll"ance, but the three compcnentstaken together ,should not ,bemore than 15 per cent ab~ve ,United States federal pay and the base salary i t.self -shou;tdbe within the range of 75 to 85 per cent of United States £ederal pay, all componentsof the 'remuneration being expressed in ne~ terms. 2! '
27. The base o£ the system. The base of the trnited 'Nations salary system, thC\.t isthe city (a) where the basic remUneration is established at a level deemed sufficientto attract and retain staf£ f:rom all countries and (b) that is used as a point ofre*'erence for dete):'lllining post adjustments at the various duty stations to compensatefor cost-o.f-living differences, should be New York, instead o.f Geneva.

28. Basic remuneration

(a) Salar,v scales

(i) The salary scales approved by General Assembly resolution ~742 (XXV) of17 December 1970 .for application with effect £rom 1 July 1971 should remain unchangeduntil the ratio of United Nations basic remuneration in New York atP-4, ~tep V, toUn; tedStates salary in New York, at' GS-14, step 1, now at 123.1, has dropped beloW'115 ~ or until 1 January 1975, whichever is earlier; "J:Q/
(H) For the purpose of the initial dete:rniination of the Unite4,Nations/Ud.ted States ratio, United Nations basic remuneration, i.e. net salary, post adjustmentar.d spouse allowailCe,' should be 'compared with.the.Unit.13d 'Rtates net salary for: a marriedof.ficial with no children; , ,

(iii) Subrequent determinations: of the United Nations/Unitedsta~esratio ,should be made by using the United Nations ,basic remuneration as defined in paragraph 26(d)above and by linking such grades in the United Nations and United States salarystructures as may be found equivalent by the proposed intergovernmental civil servicecommission;

(iv) liith effect from 1 January 1975, or such earlier date as th~Genera1Assembly may decide, the net salary scales £or sta.ff in the pro.fessional.and highercatego:des should be revised in accordance with the indices shown in appendix D tochapter Ill.

2/; Mr. Chiba dissents .from the majority recommendation for the reasons state'd inappendix C to chapter Ill.

±Q/ Mr. Koulazhenkov considers that the most effective means of achieving thatrat:,o 'would be to freeze both the base salaries a..'1d 'the post adjustment.

-12-
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(b) Post adjustment.!!!

(i) The -present postadjust~ent System should be continued for the time

being in the absenc,e of an agreed upon altbrIlative ;

(ii) The principle of' 'uniform application of the rules governing the post

adjustment requi~es that when minus post adjustments are established because of

unusually low cost-of-living conditiono, they must be ap~lied without exceptions;

(iii) A change in the classification of a duty station 'in the schedule of

post adjustments should take place when the cost~of-livinghas moved by 5 per cent in

relation to the precelling class, rather than inl'elation to the base 100,

i.e., 5 percentage points and not 5 index points as at present;

(iv) The post adjustment system. i tsel! lIIUSt be t,horoughly re-examined. 'We

suggest that· the General Assemblycommisilion an immediate study by experts of the

concepts basic to the system with particular attention to

(1) the fea~ibility of instituting a system without automatic increases at

the base and compensating for changes in the cost-of-living at all other

,duty stations only in 'relation to changes at the base;

(2) the appropriateness of the present statistical formulae that are being

used and th~t ;ma,y unjustifiably be providing higher po.st adj}lStments

than necessaw;

(3) the methods of'conduct;ing comparative cost-of-living surveys in relation

to the base;

(4) the points listed in subparagraphs 179 (d), (e) and ~f).

IV• ~ ~alary sy~tem for staff in the' General Service' category

29. (a) The guiding princiJ:21.!. The rerr:uneration and. conditions of Rervice of-locally

recruited staff in the Gene:;'al Service category should compare favourabl;y with those of

outsi'de lOcal. staff' employed in broadly comparable work.

(b) Salary scal~. Each organization should re-examine its ,existing pay structure

with a \dew to applying t1+e following criteria in the establishment of General Service

salary scales:

W Mr. Hi.ill, while accepting the view of the majority that thebasi'c concepts of

the post 'adjustment system needed re-examination, nevertheless feels that' the Committee

should have endorsed several· of the specific proposals put forward in the Frochaux

report, as set out in paragraph. 181.



r

n

(i) .There shou~d be a spread within each grade of about ~O to 40 per 9e.nt,so that those remaining in a single grade can have a modest ad~a.nceineht oV"Efr'a periodof yea.rs;

(ii) Step increments should be from 2 to 4 per cent, with the largerpercentage of' iriorement in ·the lower gradl?s;

(.iii) There should be lindted overlap between gradefl., -step 5 or 6 ina :J;Q..ste.;pscale usuaJ.I;y-overlapping with step 1 in the next higher grade.

(c) Surveys. At duty stations where reliable statistical dat~ on outsideemployment are not available, the' existing .practie of surveying: .outside employmentshould be continued. ~eys should· normally involve 25 to 30,local employers(including the local national service). Rates paid for 10 to 15 jobs bro~d1y comparableto those of" the 'General Service category should be assembled and .the 75th percentilerates for each job::should be used.

(d) Interim adjustments. :Between surveys one interim salary adJustment might 'beJl!B,d,e on the" bas:is ofapot checks in rates'of pay for key jobs, since oqst-:C?f-livingor "rage indicators are often inappropriate ,fox such .adjustments. The post adjustment. index should not be' used for this purpose.'

(e) . Grade and :ea.y sE:Jlcture. Th~ 'proposed: iht:r~overnmental.civil servicecommission should be elltrlsted with the task of eXam2~ thagtadingand salary scales in each of the headquarters locations with regard tolevels of responsibility, Within-grade advancement and career·progression.

V. ·Allowances and benefits

30. (a) Dependency allowances.!Y' The following changes snould be put into effectfrom the date of application of the n~"r salary system for staff in the professionaland higher categories.

,."

",,'.

(ii) Allowance for ...econdar,y dependant$ The allowance of $200 per a.nn~.J whichis paid for only one secondary dependant where no allowance is paid for adependent s,pouse, arid has also remained unchanged since 1 January 1957,should be adjusted :in·,the same manner as for cJ:1i1dren I s allo~lances.

,y
If

11'e

(i) Childrenla' allowancE'. The allowance of .$300 p~r,apnum, l'/hichha:s been ineffect since 1 Janua~~'1957 and-is paid, to. staff ~~ tpe proress~onal aridhigher categories for each dependent child at all duty stations' irrespectiveof cost':'of-living differences, should beadjuste!i by 10 per cent differentialsfor each 2 Classes of poat adjustment. No CAfferential.shoul·(i-·::be applied tothe allowance at those duty stations where the salaries are subject to ~deduction of post adjustment. . .

ae

lJiJ Mr. :Bello, Mr. Chiba, :f.Tr. Chowaniec and Mr. Koulazhenkov consider that allfamily allowances should oontinue to be applied on a flat rate basis as at present.

-14-
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(b) No change should be made in the method of establishing the rate of depende,ncy

allow~ces for staff of the General Service category on the 'basis oflClcal pr-actici:l.

(c) Th\::l exis1iing limitation, under whi0h an allowance for a secondary dependant

is paid to a ataff member only if he is not paid a' spouse allowance, should be observed

by all organizations.

31. Education;grant

s

le

"

( ,) !!!E..unt of the grant. The amount of the grant should be 75 per cent of costs

of attendance at a school or university up to a maximum 9f ~~,5QO a y'ear per child,

... instead of the present $1,000. !)/ "i:!!l

(b) 'l,.lhere the grant is payable for more than o~e chi;Ld. of a staff membeJ:', the

costs of attendance may be lumped together for the purpose of applying the 75 ~er cent

reimbursement condition to the total costs of attendance.

(c) Conditions of entitlement. The grant should be payable in. respect. of

attendance at a school or university up to the e~d; ,of the fourth year of Um..vers~ty

education or until the award of the first recognized degree, if this is sooner. The

existing exclusion of university education in the country of the duty station from the

conditions of entitlement to the grant should accordingly be discontinued. 1:2/'

(d) Date of application. The revised conditions of the education grant should

be applied 'l,vith effect from 1 January 1973. !:§l

32. As§ignment allowance

(a) Purpose of the allOl.vance. The allowance should continue to be paid as

compensation for non-removal of household effects in cases 1vhere a staff member is

assigned to a duty station for a specified period, except that,

"!2/ Mr. Koulazhenkov notes that the expenditures incu..."'"Ted in 90 :fl~r cent •.pf the'

cases reported do not involve payment of the present maxinlum of $1,000 and, tnere,t"ox-e,

there ,,,as no ground for increasingj;he m?Jd,mq.m.

ill :Mr. Bello feels that the maximum grant should be increased to $1,200.

!!i/ (i) JYIr. Chiba and Mr. Koulazhenkov feel that the grant for attend,ance at a

university in the country of the duty station should be reduced by one half in view

of the principli:lS underlyi.ag the grant.

(H) l'1X. Koulazhenkov doel'! not favour changing the present age limit provisions

of the grant.

(iii) 11r. Hull believes that there should be some upper age limit and considers

that age 22 would be ~easonable•

. :!§;/ Mr. Bello, Mr. Chiba, Mr•. Chowaniec, Mr. Hull and Mr. Koulazhenkoir ta:.ke the

view that the effective date for the:·lmplememtation of all the recommendati0ItS. should

be the date on which" the new salary system for staff in the professional andhigJier

categories is introduced.

-15-
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(i) instead of being app~~ea a~ ~ne same rates at all duty stations, it 'shouldin future consist of two rates: a reduced rate for headquarters andcomparable duty etatitons as determined by the eXdcutive heads of theorgamzations and a higher rate fOl' all o~her duty stations;

(ii) at headquarters and comparable dUty s'cations, the allowance should be pa.:t.dfor assignments of less than two years; at all other duty statiotls itshould be paid for the duration of the assignment;

(b) nates of the allowance. W 'vith effect from 1 Ja.nuary 1973, ±§j the rates ofthe assignment' allollance should be revised as shown in~paragraph 331.

(c) Sfud,y of the conditions for the allowance. The criteria for thedifferentiation between duty stati6nsfor the purpose of applying the assignmentallowance should be studied by the proposed intergovernmental civil servi~e commission.
33. Termination' indemrdtyJ::2/

(a) 'Th~, eXisting scale 'of indemrdties pClJl"E,ble in cases of termina-tion of eJlappointm~nt, which has been in effect since 1946 and now results in inequities between

••

(

(i)

(ii)

(iii)

staff members whos~ permanent appointment ~s terminated al~er long serViceas compared to those with shorter service;

staff ,members of long service who hold fixed-tf rm appointments as comparedto those with permanent appointments; and

staff members "Those appointment' is tei'minatedthrough no fauJ:t of their ownas compared to those whose appointment is terminated for unsatisfac" c-:yservice or misconduct,

purpo
Ciuty
for :P
shoul
Speci
aJ.low
of th
and (

should be rev~sed as set out in paragraph 340.

34. Other allowances

Ca) Language a~lo~lance for General' Service staff

(i) T1J.e, allowance should b.e paid oniy l'or kn.o~Tledge of a second. or tm.rd'official ,languagl; of the j;rgariization concerned.

(ii) The amount of' the allowance:; which is ilol"i·set at a level ,representing5 per cen1i of step I of ,the net· .sna] e for a bilingual secretary at 'the dutystation, shoul,d be revised when the salary scale MS increased by IQ per cent.

'm Mr'.iU.llie enters a reservatiOn on the proposed rates of the assignmentallowance.

!§/',Seefoot-~ote1;Ol)p~CeC11ng,page. .'.
W'Mr. :ChlfbajT~~€lnow8niec,Mr~ltUl.l,. Mr. KQu,'J:azhen,kov end ~,' 'R~y disecnt fromtheproposa1,to increase, the, maximum indemnity to 18 months pay. They provideel.ternativl; scale in, paragraph 343.

. -16-
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(b) Language incentives for staff in the professional and higher categories

When the General Assembly, at its twenty-eighth session, con~iders the report of

the Secretary-General on tp,e application uf the language incelltives for staff i"n the

professional and higher categories, established under resolution 2480 B (XXIII) of

2J. December 1968, it may wish to take into account the following conclusions ''le "have

reached in the course of our review of the salary system:

(i) In view of the importance of salary scales to' the operation of the common

system and bearing in mind the inhibiting effect that the use of shorter

incremental periods i~l the United Nations has on staff mobility; it would be

better to institute a language bonus in place of the existing arrangements.

(ii) In granting a:n:y benefit to staff members who have demonstrated knowledge of

a second official language, the mother tongue of the staff member should in

no case be counted as one of the two official languages.

(iii) 'Whatever incentive is ultimately decided upon should be appli8d throughout

the common syst~m.

(c) Non-resident's allowance. The amount of the allowance in relation to the

purpose for which it was established, Le. to provide a supplement to salary at a given

duty station sufficient to recruit staf1 from outside the cbuntry of the duty s'tation

for posts in the General Service category which cannot be filled by local recruitment,

should be studied by the proposed intGlrgovermnental civil service commissioJ.i.

Specifically, the study should cover (i) the marke.d variations in the amount of the

allowance between "the headquarters dUty stations; (ii) the persistently high level

of the allowance at some duty stations despite the rise in salaries in recent years~

and (iii) the definition of "non-resident" for the purpose of the allowance.

e
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(d) Home leave

(i) The two-year home leave cycle sheuld be applied to u.ll staff irrespective

of the nature of the conditions prevai)..ing at the various: duty stations•..

The practice followed by.one organization of granting such leave at the end

of eighteen months in lldifficult ll duty stations should therefore be

discontinued. .

(ii) Th,e time allowed for official travel on home leave,whether by air or by

su;rface means of transportation, sho:t.ld be determined on the basis of ifhe

air travel time required to go from ihe 'duty station to the I3taffmemb'er" s

home country.. The practice of granting up to 30 days' travel time, which

is still allowed in one organization, should accordingly be discontinued.

(iii) Notwithc+'anding the definition of a dependent sIlouse for other purposes,

a s~atf member entitled to home leave should be granted travel expenses in

respe.:ct 'o:(his or. hE;!;r spouse in the same manner as is now done when he·~r she

tra;vels ·on appointment, transfer or l:!epara"tion.

e
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r
a
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r
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(iv) Early retirement shoUld be encouraged and, ,in cases where a staff member is
no longer capable of 'productive~Tork, should be made mandatory, prOVided that the
steff.'member has attained. age 55 arid has had 25 years of service.

VI. Retirement. pensions and the United !rations Joint Staff Pension Fund

35. (a). Age of retiremenJQ!

(i) The retirement age of 60 years should be maintained for all organizations •
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(f) Mode and standard of travel

(i) Travel by ail ~ The standard of accommodat~on1'01' tray,"·..... by air on official
business should be economy class. The executive head vf cin·ci:tganization and
~uoh senior officials accompanying him as he may'desigriate shoUld be provided
with first class accommodation.

.(ii) Yearly extensions beyond the age of sixty, at the op~ion of the staff
member, riJ.~y be granted in ca~es ",here the,',value of the' staff membert:s services has
been clearly established. but not beyond two.

(iii) Extensions beyond age 62 should require the personal approval of the
executive head.

gQj Mr. Hillis, Mr. Hull, Mr. Mariko, MJ:<. McGough and Mr. Milliez dissent frotn this
recommendation. They are prepared to agree that the reti rement age should remRin at he
although there are valid considerations for some modification in practice. Thev believe the
remainder of the recommendation is lU1duly restrictive of the discretionar,y powers of
the executive heads and runs counter to the policy implicit in General Assembly
resolution 2887 (XXVI).

(ii) While the normal mode of official travel should be by air, the executive
head of an organization may authorize travel by sea ori appointment, transfer,
home leave and separation, provided that the allowable travel time is
limited to the time required for travel by air.

(g) Repatriation grant. The grant, which is payable to a .staff member who is
entitled to be repatriated at the' expense of the organization.when he 'separates from
the service, and the rat'es"of which, vary according to the' staff member's" dependency
status and length of serVice, should. be reviewed by the pr6pos'ed intergoverim'1ental
civil service commission.

(e) ':tnstallationgrant:.. The. grant, 'ihich is.. deSigned ,to.. compensate for the
extra costs of temporary lodgings and related expenditures incurred by a staff member
duri;ng his initial pe:~iod after arrival at the duty st.atiorl, and w.hich at 1--'- 'ant is
baseid on a .distinctionbet,~een duty stations I:..:lcordin-g:to the ease: ordi::fficulty of
finding permanent living accommodation, shoul'd; be reviewed by the proposed
intergovernmental civil service commission. ' '



I IIlIlR ~~--nrEnn~-II-l"] -..~ •

(b) Pensionable pad

(i) The United Nations gross salary should be such as to represent an adequate
basis for computing pension benefits for al:L staff irrespective of their country of
origin or retirement.

r:
I,

I"~

Ii •

I ..

..

(ii) In the periods between revisions of the salary scales th~ existing method
of increasing pensionable remuneraiiion by 5 per cent whenever the weighted average of
post adjustments varies by that amount from the previous date should be maintained~

(c) Pensions-~and social security coverage

(i) Member Governments should consider the advisability of concluding agreements
with the United Nations under article 13 of the regulations of the United. Nations Joint
Staff Pension Fund, with a view' to securing continuity of pension rights for government
employees transferring to a member organization of the Fund.

(ii) Member Governments should initiate steps towards the integration of staff
members in their national social security systems.

(iii) The proposed intergovernmental civil serdce commission should study the
issues arising out, of the interlocking of United Nations pension arrangements and
national social security provision.

El! Mr. :Bello, Mr. Chowaniec, Mr. qhiba, Mr. Hull and Mr. Koulazhenkovconsider
that in view of the fast growth of the Pension Fund the General Assembly should request
the Pension :Board to, submit an actuarial estimate of a levelling-off date and to
prOVide justification - in view o~ a projected actuarial surplus - for the continued
payments from the budgets of the organizations into the Fund amounting to 14 per cent
of gross salary, and justification for the retention in the Fund of 7 per cent of the
14 per cent contributed b;y an' organization, in the case of staff members who lea'lethe 
organization after less than 5 years service.
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"The paramou.nt·coII.l?ideJ;'atiqn. :i,;nthe ·.eJ,np19~eIlt. :0£ ~he. sta)';f an.d' :in the .
"determina:\iioIl.:o! thE) c6nditiQp.5' q.f. :the service :shal,l be th~ n.eoessi;ty of'
securing'ilia highest stana.~ds q£ ei'r±9iency" compete~Qe an.~ il~t~g:r;i;ty.,
Due ~egard shalll1Je ,ps.;d,: to the .jJnportariQ~of,re9ruii;ing, 1;he :.!!itaff Io~" ~~

w;de ·a ~ep~apb.iQa~ba.siEl",~~pd$sibfei.fI
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Concept

1. Tne 'concept ef ~he international civil 'sbrvice is set out in Articles 100 and 101
of the Oha:t'ter of the United Na,tions and in t~(e': corresponding lprOvisions of the
constitUtions' of the agencies. ' ,

3. Irr:l:mpiementatiqn O!'these pr;t:p,<iiples" tJie General Assembly has e,l:1 t abl:,i.shed,
regul::i.ti.ons foX' the adp1<inisi;r.a.tion:ef theSecretari~t,::a~t'icle:I ,.of,which specifie~ that
:s,ta:ffmem'bers :are_s~bje:ct. to th~, a.uthor~ty p:f the$ecretary-G~neral. :S41d.: to assignment by
h±ni, to· ~::().f ;tne .:a,ctivit,ies 'Qr ,o.ffices of "ihe ..UnitedNatipn.:;u 'ijlat they are responsible
to:.hiriuip t:nt;ile~e~isEi of.':.their" functions;: t1}.at: althougp.!they ~re n9texpecte~ to give
up 'thQir national se~timents 61' ,1;heir political 'arid'religiou$. convictions~ they m~st
bear in mind the reserve aIid tact inc1,IlIlbent' upon them ,by ~eal;lqn of thei+, status; and
that they may not accept any gift or remurieration from any GovernmenJG~'

4. Arti61e·:J.0l; paragraph 3, of the Charter pre~ci'~besth~ princ:i,ples' 'of cqmp~,t~nce.
and o!:,geo~.raphical·q.istribution;IIt ,reacrs as fqllows:

2,. Article lQO lays down the principles of int~rnational responsiaility, independ'ance
and impartiality. It provides' that, iiithe pe:r:f.'ormance of th~ir duties, members of 'the
Secretariat are responsible 'only to the Organization. It require's them ~ot ,to s~ek Qr
receive instruction.s from any Government or from anY other 'authority external to the
O~ganization anq. tb!r~frain·:trom: :a:riy aciiion which might. :adversely reflect on t4eir
s'tatUs as international civil 'servants. Under the . same .Article each Member state-

,·undertakes to respect· the'excfusively'irit~rnational,character :of the responsibilities of
the'meinbers of the Secretariat and 'no..t' to seek to influ.ence them ·:.athe discharge of
their responsibilities.

4
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5. These two principles together are tundamental to the establishment of a salaryslstem for the United Nations. The Preparatory Commission of the United Nations, whichin 1945 worked out the broad outlines of the administration of the Secretariat, notedthe firm link between the two requirements. From the olntset, the General Assembly hastaken the view that thay' are mutually complementar,r: H' the Secretaria.t is to meet thetest of competence in its internation&l. context, it must :retlect, and profit mm, theassets of all cultures of the world. In practice this means that the staff mustultimately be drawn from all countries and, consequently, that its conditions of semcemust be such as to attract and retain persons from every country.

6. The secretariats ot the United Nations, the specialized agencies and theInternational Atomic Enel'"gy' Agency have thus been conceived as a corps of officialsimbued with the spirit of international co-operation and responsive to the needs of thec01lll1UDitl of nations as defined bl the delib;lrative organs of the various organizations,who are appointed by, and responsible to, the chief administra.tive officer of theirrespoctive organization. Although much of what they do is not \iDlike the tasks assignedto officials of national administrations, the circumstances in which thel work and themanner in which they must carry out their duties set them apart to a certain extent Ssa distinct service.

7. There is constant reference to "the international civil service" yet it is reallydoubtful if such a service h~s in fact emerged as a functional reality. The staff aremultinational but the over-all predominance of personnel, particularly at the higherlevels, continues toretlect the world situation at the time the United Nations wasestablished, when more than half its present Members were not independent. The basicconcepts ot global mobility and inter-organizational interchangeability, so essentiallypart of the concept of an international civil service, exist largely only in theory.
8. The position is much as it was in 1956 when the Salar,y Ren,ew Committee stated"So tar as the Committee is aware, the term 'unified international civil service' hasnever been defined. In the sense that the officials of international organizations areinternational civil servants, an international civil service m~ be ~aid to existwhether the conditions of service are 'common I or not. Equally, ht>.. ~ver, the existenceof common conditions would not of itself produce a unified civil se'mce analogous toa national administration, fully integrated and centrally administered with appropriatedelegation of authority to the constituent departments." ggj
9. The common system now incorporates greater administrative conformity but astatement of the organizations to the 1956 Committee in response to a question on theadvantages W1d disadvantages ot an international civil service still stands: "Thesubject might be more' precisely worded ~ the advantages and disadvantages of a commonslstem ot employment for the several branches comprising the interna.tional civilservice". 23/ We can also readily agree with that CoDllllittee's view that:"There is arso room and need for more transfer or temporar;y' secondments betweenorganizations: this would not only assist in keeping staft keen but should, over aperiod ot ;real's, help to produce effective co-ordination among the organizations.Second!Dent ot staff to outside organizations or Governments shoul.d be favourablyregarded, though never likely to be extensive. Leave of absenca for refresher coursescUi also assist and j particularly in technical fields of work, can benefit theorganization as much as the staff." 24/

ggj Official Records of the General Assembly, Eleventh Session, document A/3209, para. 23.
~ Ibid., para. 24.
g!y !!!!!., para. 43.
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10. Clearly, a muoh more thorough examination is required and it beoomes essential to
define precisely what we mean by an international civil servioe. Despite the excellent
work done by many distinguished and denicated men and women within the common, system
this recent period of unparalleled growth :i.1 the tasks and personnel of the United
Nationl:l fa1!!i~y, !Il~y basic organ-t,zational w.1d strudural defects ;hl:\ove developed. This
is substantially because the o~iginal concepts formulated when the League of Nations
was founded and the United Nat.:i.ons established have changed very little. There is,
therefore, a critical need for the ~posed intergovernmental civil service commission
to re-examine.some of the basic idea& in relation to 'the changed tasks and personnel
requirements of the organizations and to adapt them to the dramatioally different e..nd
constantly changing times in l'1hich the world organization.s now have to operate.
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12•. For the purpose of our review of the salary system, it .if:.suffipient to note the
following salient points.

11. The extensive statis'hiqa+ in-f'o:rma:tion tha-l; has been prepared for our inquirj" by
the organizations illustra:f;es·ilhe. specific features of the inter'national civil service.
The information," part of l'1hich is''-P-l'6"sented in the form of tables and diagrams in annex V
of this report, has been compiled as of 31 August 1971. It provides the most
comprehensive analysis of the service to have been undertaken since it came into
existence.

I;. As 'of that tlate, there were 34',432 members in the service holding an appointment of
one year or more. Of that total,. 14,877 , or 4;.2 per cent~ l'1ere staff members of· the
United Nations and of the five ,drgams' established by ,it for particular purposes. The
latter, organswhally or.largelYI ,financed from voluntar~' contributions or operat;ing
under temporary. mandates: 'are UNDP, mmCR, UNICEF, UNITAR and mTRWAo There were
19,555 staff members, or 56.8 per oent, in the specialized agencies (Im, FAO, unSCO,
ICAO! WHO, UPU, lTU, V}MO and' !MOO), illA and GATT.. The/:le'figures sho,'1 that' since 1962
the number of staff has approximately doubled.

15. The Professional aild'higher...level staff, nUmbering l5~8q3 fn all, had come from
131' countries, 43 of l'1hich are in Africa, 19'inAsia and ,the Far East 1 9 in Eastern
Europe, 20 in Western Europe, ·20 ·'inLatin ..America, 14 in the:Middle East and 6' in ~Torth

America. and the Oaribbean. Staff' members engaged in projects ,of ~bechnical co-opera.tion,
numbering 7,007, had come from 107 countries, indicat.ing the extent to which the
Programmes of economic and social development carried out by the international civil
s9rvice draw upon the skills and experience ')£ nationals of all parts of the .. world.

14. Staff members were, serving in 137 countries, and 'territories around the globe. By
regio,U', 22.•7 per cent of the' staff were assigned. to AfJ:'ica., .11.7 per cent' to Asia and
the Far East, 0.6 per cent to Eas,tern Europe, '32.2 per cent to ·Western Europet
9.6 per cent to Latin America, 7.0 per cent to the Middle East, 15.5 per cent to North
Ame:ri~aa.Il.d the Oaribbean, and 0.7 per cent occupied posts of interregional or
indeterminate'status. ' '

j UI illl ' r r&tl In

i
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16. In terms of geographical distribution, the Professional and higher-levelstaff represented the following regional breakdown:
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Region

Africa
Asia ~nd the Far East
Europe, Eastern
Europe, Western
Latin America
Middle East
North America and Caribbean
Other

Total

868
2,032
1,289
7~407
1,252

581
2,24;

28

15,700'§J

Percentage

5.5
12.9
8.2

47.2
8.0
3.7

14.3
0.2

100.0

I
I,

17. Most members were concerned about the continued over-representation ofnationals of certain countries among the Professional'staff in the common system.We therefore recommend that the General Assembly renew more forcibly theirrequirement that most urgent steps be taken to eradicate this continuing imbalance,and ensure that posts at higher levels are also filled in accordance with thiscentral concept.

18. The overwhelming majority of the Professional and higher-level staff members,89.6 per cent, were serving away from their home country. Even if account istaken only of those who were assigned to established offices, rather than toprojects of technical co-operation, the proportion of expatriates was stillvery high, representing 87.4 per cent. In other words, a little over ten per centof the staff members recruited for international se~ice were assigned to officeslocated in their home countries.

19. The over-all proportion of regular staff in Professional and higher-levelposts holding career appointments was 57.5 per cent. In individual organizations,that proportion ranged from 89.3 per cent in UFU to 21.1 per cent in IAEA,reflecting the varying policies established by each organization to meet itsparticular needs. In the United Nations and its related programmes, thecorresponding proportion was 61.4 per cent, and in the United :NationsSecretarietalone it was 66.2 per cent.

'§j' This total does not include 103 staff members for 'vhom no nationalitybreakdown was given.
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20. A relatively low percentage of the Professional and higher-level staff members were
under the age of ;0 years. In all organizations., the J;lrOportion.af staff falling within
the age group of 20-29 was 406 per cent. By comparison, the proportion of such staff in
the ,national civil services of the host countries on which we obtained infomation for
our review was between 15.7 to 2;.0 per cent. Similarly, only 2.9 per cent of the
Professional and higher-level staff remained in the service at age 60 and above, whereas
in the'national civil services of the host countries the corresponding figures ranged
from 6.5 to 18.; per cent.

21. Finally, as of the date of the statistical analysis, 45.2 per cent of those
Professional and higher-level staff members had been in the service no more than five
years. In part, this rather high proportion of staff with limited seniority is due to
the nature of the work bcring done,by the organizations. In the main, however, it is
explainable by their recruitmentl;lolicies: 82.3 per cent of all regular Professional
and higher-level staff who joined the service in the years 1967-1970 did so on'a

.' fixed-tem appointment of from one' to ,five years. Thus, the internati.onal civil service
today also differs from national civil services' in respect of cumulative experience and
continuity. '.

22. ,1-1r.Chowaniec and Mr.' Koulazherikov made the'£ollowing additional 9bservations:

(a) In the recruitment of staff, the principle' of equitable geographical
distri~ution is not always taken into account, in spite of the fact that a number of
States M9mbersof the United Nations ,ae, under-re.presented...m:.:,:the secretariats;

(b) Up to now, there has been, an' Unjustifiably' high percentag"~ of permanent
contrac,ts; and, as a,result of', this, 'theseoretariats are fa'iling to keep pace with the
increasing demands made of iilternational' oi-ganizations in the modern world;

(0) Insufficient attention is being given to rotat~on contracts, the extensive
use of: which would, ensu;i:;e that the organizations in the United Nations systein could
retain the most highly skilled staff; (the subject of :rotation contracts is covered in
greater detail in the appendix to this chapter.)

(d) The siz~ of the staff is being inflated. Over the past decade, the number of
staff niembers' in the organizations ef the United Nations system has doubl·ed.;

(e) In the organizations of, the United Nations system, there is an unjustifiably
large number of posts at the Director level - about 10' 'per oent of all posts ;

(r) A'censiderable peroentage of staff ~embers in the Pror~ssional category do
not have any uniirersity education; and only slightly more thana quarter of 'the staff
members have a knowledge of two or more official 'langUages o~ the United Nati6ne.

2;. In the view of these members, elim~natiol:l of these shortcomings w~uld help ~o increase
the efficiency of the secretariats, and to enhance their prestige'~n 'the eyes ,of States
Members of the United Nations.
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24. :Manj~ exchanges of views on recruitment 9 training and ca:raer development ''lere held
with rohe Exepucive Heads of the Secxetariais and the Directors of Personnel of the
cor:llllon s,ystem. On the subject of the United Nations Secretariat in particular, we had
sevE1ral p::oductive meetings with those in charge of the staff and studied the views
eXl):t'esced. by Mr. Maurice Bertrand, a member of tre Joint Inspection Unit, in a rel'0rt on
personnel problems :i,n the United Nations (A!8454). In addition written information on
recruitme~t policy and personnel managemen~ was sent to us by all organizations members
of the common system.

ase

25. This report related to the study of only the United Nations and therefore it may
have limited application to the other organizations in tl:'~e common system. l-Tost of us
wars impres$ed With the detailed and thorough examination reflected in the data
provided in the report. We also, without exception, admired the initiative of those
concerned with encouraging and developing this study. It reflected a readiness to
recognize the need for re-assessment and introduce changes based on wh~t emerged.
Regrettably, time did not permit a detailed examination of all the points raised. The
Unite.d Nations and Hs organs faced what. the report rightl~r described as "a crisis of
modernization l : in the field of personnel management. This would seem to apply in
cUffering degrees to all organizations.

26. standards and methods of recruitment. The Special Committee I s investigations
::evaal-that the standards for and methods of recruitment to the United Nations
Secretariat are not very satisfactory. In particular there is not enough active
p~oepacting for candidates, the informa~ion-gatheringprocedure is lengthY, and job
~eac~iptiona are ill suited to the Secretariat's real needs on the one ~d and t~ the
young' candidate I s qualifications on the other.

2rr0 1'hese difficulties, which w'ere mentioned in severai reports, are also experienced
i:)jr t~3 specialized agencies in recrui.ting specialists.

23. Irhe study of toLle United Nations referr-3d to above revealed that in most cases
positiQ~1s were filled on the basi.s of only one candidate,that in 9- large number of
oJGher cases there were ~ro candidates, and sometimes t:hree ,but seldom more than ;four
canc.idates.InfoJ:'!llaUon on posts is circulated to all governments, put the complicated
and.volum.tnous job descriptions plus the inev;J.table time take~ for the infomation to
~0ach possible recruitment sources, generally resulted in the recruitment of ~
individualb~fore all :potential applicants have been able to submit their papers. We
we~e given to Ul1derstand that irt many cases·the specifications for the jobs.were far
beyond therequil~ement. \ve were also told that the recruitment rosters., though
contai:ning thousands of names, were generallyrio.t up to date. and in any .caae .
non-operative. The position seemed very little better with regard to recruitment
IJJ'.'ocec11;l;ces. for experts; on average four candidates are consi.dered, somet~es lesfl' and.
o.cc&l':iiona;lly only one.

29. The number of candidates considered for any particular vacancy is se limited as to
ini.olve veryliJlitle real competitive selection. Failures in this most important fi\!ld
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must beilirectly linked with any estimate of the adequacy of United Nations emoluments,
and .are partly responsible for mixed quality and age structure of Secretariat.

30. Exchanges o,f national and international officials. The crisis ,of modernization
~hroug1:J.Which the United, Nations Secretariat is 'passing has also overtaken the
specialized agencies.

31. ![!he United Nations, like the specialized agencies, ought to be able to help its
Member States, and especially the developing countries among them, to train their young
university and equivalent graduates in the disciplines on which management and economic
and social de~elopment depend.

32. Such assistance, independen1;ly of the traditional provision of fello.wships'''and
advanced ,tra.ini.ng facilities, might take the form of exchanges of national and.
international officials for periods of not more than three to five years.. Such
exohanges should not be confused with normal technical assistance in the matter of
highly-qualified personnel ~ :Many of the executivs., heads' and. their collelagUes..consulted
by us seemed in favour of such exchanges •

33. The system is' essentially an extension of the concept of "fixed-:term" appointments.
We found that opinions varied on'the central question of the relationship bet:ween the
ratio between peimanent staff· to those on fixed-term contracts. We did not' have ~nough

time to consider the question in sufficient detail to arrive at a firm vi-ew on what the
ratio should be.

34.La.ck of any firm decision 'on this .naturally reflected on discussions about the
concept 'of interchangeability between national and intema.tional staff. Most, members
thought the idea of such interchange of personnel would make a healthy contribution
towards helping United Nations personnel to keep in touch with changing attitudes ana

'policies in the mainstream of 'hhe activities of Member States. It 'oJOul,d also contribute
towards a 'better understanding in 'the Member States of 'the ~olicy,;"approaches'and
attitudp-s of the United Nations.' ,

35; The report. on personnel' problems in the United Nations suggested such eXchanges
as 'a posaibil,ity under the heading of ·'co..operation with national civil services".
The,mem'bers of theCcmmittee recognize that 'there are bOUnd,to be administra~ive
difficulties in arranging such eXchanges, .'but they are confident that, given 'good will
onthepart'of Member States alid on that of the organiza.tions of',thecommon s~stem~

it· ,will be possible 'to find a solution. This is the ·type of problem which the
intergover.nmentalcivil service. commission might be 'asked to study.

~36.Train.ing and study leave. Most of us consider tha.t pre-recruitment tridning,
:althottgh'desirable,presertts'difficu.ltieswith regard to' the budget·and to the' short...
term, medium-term 'and 'long-term planning'of United,Na~ions'teq'llir~ents,for YOtiM'
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university gr~duates. Nevertheless, an attempt should be made to institute such
progra!llIlles 't'lith due regard: to the principle of eC1uitabh geographical distribution,
taking particularlJ into consideration ca:r.lidates from count', 'ies which are under
represented. '

37. In-service training seems en obvious need at a time \'1henhuman and organizational
efficiency depends on the capacity to adjust to changing conditions. Without
necessarily associating ourselves with the recommendations made in the various reports
of the United Nations and specialized agencies, we recognize that such training is
urgently needed.

38. The need for arrangements for study leave is beyond dispute inasmuch as it
enables staff members to add to their skills and to update their knowledge in
speCialized fields. We have not made a detailed study of the conditions for the
granting of such leave or the methods of arranging it, and therefore make no
recommendations on this matter.

39. Promotions. ,and career planni!l£. Many of the senior executives who appeared 'before..
us were emphatic that th~ system of reporting and promotion is unsatisfactory. l'le
\'1ere told that the procedures \Vere cumbersome and \vastefulboth of time and money in
that there ",as too much consultation at .many levels and far too much paperwork was
involved, that there \'las not enough effeetive selection at the uorking level, that the
promotions boards \-lere not really able to ensure equity. We \fere not in a 'position to
verify any of this information in detail but the impression we gained was that many
improvements in the procedure are urgently necessary.

40. There uas no evidence a.t all of any career planning in the modern sense: no
planned development of the capacity of individual staff members thrbughselective
assignments, Or through plmllling in advance for vacancies and gearing recruitment
policies to 81.1.011 planning.

41. Staffing pol:~cies. A number of seni'r executives quite unequiVocally stated tha.t
the Secretariat \vas over-staffed. Estimates of the extent to' "lhich red'uctionscould'
be achieved varied very substmltially, ranging from 20 per cent to ,even 50 per cent.
Soine of us ''1anted to examine this more closely,but the generalvie'\>T seemed to be ,that
the CoIilmittee, "las not to be expected',to make amanagement study in, the 1imii;edtime
available~ Most of us, hOvlever, "rould have liked to have seen at least one copy of the
report of the Administrative l1allagement Service vdth notes on the exten't to which its
recommendations had been implemented. Repeated requests at all levels for the document
"rere rejected by the executiv'e office of the Secretary-General. In the circumstances',
it is impossible to do more than reflect what '\'las said before the Committee.

42. There ,vere suggestions that the size and quality ofth~, stp.ffsom.e:ti~es1eft.m.u,ch
to be desired. Some senior ex~cutives indicated that 'qUal'ityw'asindeeda major problem,
and that one good man c,luld definitely do ,more "effective \vork than two or more
indifferently Gapable people. In this context, a su.ggest:j.on \vas made that the
Administrative Management Seryice needed to be strengthened. Some of us feel that
United Nations offices seem to have many perl30nnel \'1it..~out enough to 0,0 ,and that
disciplinary standards le~ve much to be desired.
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45. In so fa:r as the specialized work is cpncerned, it differs litUe from what it is
in a nationaJ.setting. It involves identifying the -issues, assessing the needs and
indicatiI1ghow they might be met. But given the complexity of the subject matter and
the divergency of positions taken by Governments on them, 'bhe task of effectively
serving the causeoi' 'interna.tional accommodation implies a good deal more the.,n
techni,calcompetence.

46.. The 'ex'pansionand diver-sification of the vTOrk of the international organizations
in the ,field of economic .and social development have brought in their train a change in
thd occupat~onalcompositionof the staff. In addition to the specialists engaged for
~~i.i:l:g out· :projects of technical· co-opera.tion, ,there are nO"T on theregu.lar staff of
t}.i.$'iprganizations manY highly trained and uniquely equipped oi'ficials working for the
variQusorga.trs 'est'ablished to :promote economic and social advancement in the ,vorld.

44. The tasks on which international civil servants are currently engaged cover a vast
ar~a of activity,some of which is ,veIl established, some more recent. The la'bter
include~ such fields ofworlc as industrialization, e:lCploitation of natural resources,
regulation of thel.1;Se oi'the ocean and outer space and protection of the human environ
ment, aJ,l involving-an interlocking array of political? legal, economic, scientific and
technical issues.

43. The world in which the international organizations nO'tv opere" ' has greatly changed
in 't.lli: 11 yea:rs' since the United Nations salary system ,vas last revievTed by an
intergovernmental committee. The attainment o£ independence by many peoples has extended
immeasurably the area of active concern with matters of peace and security, trade and
development, .:progress and ,veIl-being. As a resuIt, the business of international
co-operation has become wider in scope and more varied in nature. Much of it, of
necessity, is thrust upon the international organizations, because problems affecting all
of manldnd are not susceptible of national solutions. The extent to which such business
is entrl'tsted to the i:::rl;eroational organizations at anyone period is ultimately
determined by national priorities. Even so, the direction of international co-operation
is unmistakable. And the i~formatiunwe received amply illustrates this conclusion.

47.. By.occupat:i.on, ,the largest group of the regular Professional and higher-level staff
co~s;is,!,e_d (It' adniiniE.trative officers.' E;x:cluding'the most senior officials next below
theexeCu~:i.vehea.dsof the organi.zations, 2,403 members of the service, or 28.4 per cent
ofthe"total,'"rere engagedih the planning and management of human resources, finances,
buil.dingsand,supplies•. The second largestoccnpat:LqnaJ. grou:p consisted of language
'9ffi;cer.~';'interprE:t:~rs,•. tra: latoX's., editors and verbatim ~'eporters (1,173 or 13.9 per
qentJ" follo",edoy econvmists·(663~or7.8per cent), scientists (584, or 6.9 per centL
.i.nf.ldrinatipn;officers (404, or 4. 8 per cent) ,accountants and auditors (213, or 3.2 per
cen~)"medica1specialist$,(258,or 3.0 per cent), educationalists ,<242 or 2.8 per cent)
an~"sta~isticia.I),s(215,or2.5per cent).
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48. Members of the international civil service enjoy certain priVileges and immunities
that havebeenconfc:red upon them in the in erest of the inde~3ndent exercise of the; ..
functions. These p'~ivileges a,nd imml"mities, ,.,hich refled the s~pecial' status of
international civil servants in'relation to the host State, the State of their nationality
an~ in relation to8J.l other States, £I.re se'~ out in the Convention on the Privileges
and Immunities of the United ~ations,g§/ adopted by the Gdneral Assembly in
resolution 22 ,A (r) of 13 Febluary 1946, in the Convention on the Privileges and
Immunities of the Special.ized Agencies, ?:1J and in special agreements "rith host States
to the United Nations, its.organs or the specialized agencies. As of 25 May 1972, the
number of States that had acceded to the 'Convention of the United Nations stood at 106,
and the number of Statespa.rties to the Convention concerning' the speciplized agencd.es
was 73.

49. Uithin the context of our :r6vis," of the salary system vIe ,.,erechiefly concerned
with t1l10 provisions of the Conventions and related: agreements by reason of their effect
on the ,conditions ,If service of the staff. at the. various duty stations and, more

, pp,rticula.:dy, at the h(;ladquarters of the organizations. These p'l~ovisions are:

(a) Exemption from taxation on the salaries and emohune:n.ts paid by the
organizations to their staff';

(b) Exemption from customs duties.

50. II). Nev' Y-ork, all stafLmembers, other than United 'States nationals and aliens
admitted to the United States for perm~1ent residence, enjoy the priVileges and
immunities enumerated in sec'hion 18 of the Convention. This Bection prOVides, aIhong
other things, that staff members shall be exempt from taxation on their sala~"Y and
emoluments from the. United Nations and !'have the right to import. free of' duty their
furni tu,re and effectl,3 at the time o,f first taking. up their :post in the country in
questio!1"' Under the InternationaL Organizations ,Immunii,;y Act staff members who are not
Unitep., S;t;ates naH.onals or permanent resider';s are exempt from customs 01'1 their personal
effects imported in con.;,'lexion ",ith any arrival on official bus~ness. In addition,under
section 19 of the Convention, theSecretary-G';.neral, theUnder-Secretaries-GeneraJ. and
the Assistant Secretaries-General are accorded, in respect ofthemsel\res, their spouses'
and minor c.h~ldren, the full range· of JJ£ivi1eges and i~~unities, exemptions and
facHitie.s ~4a;t are. acco:rded to diplomatic envoys•. The. Secretary-General and the top
ranking officials ment;toned above may therefore. import,at any time, effects for
personal use Og:' Qonsump'Gion "lithout payingeus.toms .duties, a.l~e exempted from sales tax
and, pro;:ided.tb,e i temi~ purchased d,irectl;yfr l m the manufacturer, aree:xeinp'~ from
feq.er~ excise·s. 'Staff members \'lho a..re''Q'nited States nationals or permanent residents
are not exempt from taxatio:n, ina.ccordance·'With the reservation mtil.de by tb,e

g§j United Nations Tre~Jy Series, vol. 1, p.15.

51/. United Nations Treaty Series, vol. 33, p.261.
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53- In Ivlontrea.l, at the headquarters of ICAO, the President of: the Council and the
Secretary-General and tJleir s.pouses and minor children enjoy the same privileges.md
immunities as are accorded the diplomatic envoys. Othe:l.' off:icials are granted
privileges and immunHies that correspond closely to those mentioned in section 19 of
,the Conven-cion. In addition, 110n-Canadien officials of grades P-4 and above may import
articleR for :personal or family use free of duties and taxes and may blaimexemption
from indirec'c taxes on certain specified articles' purchased from licensed manufaoturers.
The exemption.fromta~~tion and customs does not apply to Canadien natione~s or residents.

52. In London, at the headquart'ers of 11100, the Secretary-General, tp.e Deputy-Secre'bary
General and the Secretary of the Maritime Safety Committee ~e accordcQ all the
privileges and imnalnities of diplomatic envoys. Other officials of the Professional
and higher categories enjoy th~ same privileges as are accorded to cli:ploma'bic agents in
the United Kingdom un,der the Vie:rma Conven·tion on Diplomatic Rela'bions. All officials
are exempt from income tax and surtax on their sal~,ries and emo1'l.ullents, and also from
purche~e tax on specified articles and from duties, charges or levies imposed on
articles imported for personal use. For staff meniliers not in. the senior official
category the latter pl'ivile'ges are limited in time to the period of their first arrival.

United States of America ,·,hen .it acceded to the Conve-ntion. '1lhe taxes they pay on
their United Natipns income to the United States are refLtnded to them·by the
United l~ations and charged to the United Stat£~s acco'l.mt in the Tax Equalization Fund
established under Genera.:lAssembly resolution 973 (X) ·of 15. December 1955.

51. In Geneva, at the seat of the United Nations °fice in Europe and the
headquarters of the 1L0, V.!HO, ITU, 'ir-iO and GATT, and in Berne, at the headquarters of
UPU, staff members of grade P-5 and above enjoy a ·sta.tus similar to that of diplomats
and, accordingly, are exempt from customs duties. All staff members are exempt from
taxes on their salaries, and non-S\'Tiss staff members from t~es on income from shares,
bonds or deposits in savings banks; taxes on estates of non-S'-1iss officials are also
"raj.ved. Staff members who are Sviss nationals are exempt f ...'om taxation on the salaries
they receive from the organizations but not from other t~~es; nor do they enjoy customs
privileges.

54. In Paris, at the headquarters of UlffiSOO, offioials of ·the organizations with a
raru~ eqUiValent to, or higher than, P-5, enjoy the privileges, in~tUlities and facilities
accorded 'lio diJ>lomats. French nationals are limited to officials of a lOl'ler rank than
P-'1andall privileges 'bhat are enumet'ated 'l.tnder section 19 of ·the Convention. There is
no general exem.ption from indirect ·caxes , but officials of grade P-4 and above may' import
free ofduJay .specified erhcles of consUlnp'bion. iron-French officials of grade P-5 and
above are exempt from the contributj..9!L.!!lobiliere .that is levied on the occupancy of
a house or a:partmen·li.

I:
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55. In Rome, at the headquarters 61' FAO, all officials of grade p...5 and above enjoy
the privileges and immurrl:bies acoorded to members 01' the diplomatic corps under the
Vienna Convention on Diplomatic Relations. The Director...Qeneral1 the Deputy Director..
General and the As:istant Director...QeneraJ. have the privileges rold irnmunities of
diplomatic envo~s. .All Professional and higher-level staff are exempt fl~om the
registration tax on leases and may import certain articles for personal use or consump
tion. Professional st/aff may also import duty free an automobile eve17 four years as
replacement for one previously imported and are granted a duty-free l'atiol1 of petrol
and lubrica.ting oil. Staff members who ere Italian nationals are sUbject to limitations
on the privileges and :tmmunities accorded by the FAO headquarters Agreement, notably
'With respect to exemption from di-rect taxation on income derived from sources outside
Italy and to the freedom to maintain in Italy foreign securities, foreign currency
aocounts and other propeX"by. They may, hOvlever, purohase oertain imported goods free
of duty at the FAO commiss~~Ye

56. In Vienna, at the headquarters of IAm:A and UNlOO, the privIleges, immuniti:es,
exemptions and facilities accorded 'co ambassadors who areheaaa of missions are also
extended to the Director Genel'al of lAEA and to the Executive Director of UNII:O. Official~

of grade P-5 and above loJ'ho are not Austrial1 nationals enjoy the same privileges and
immunities as are accorded to the staff of diplomatic missions having comparable rank.
These offioials are also exempt from oust/oms, turnover tax and othE!r levies on goods
imported for private use or consumption. Exemption from customs duties on motor
vehicles is granted to officials of grade P-5 and above in respect of two automobiles
every t"lo years and to non-Austrian officials of grade p...4 and belolv for one automobile
every four years. .All ot..lter non-Austrian officials are exempt from taxation on income
derived from sources o1.1.tside Austria, are free to acquire or maintain foreign securitie13,
foreign currency acoounts and o'bher propel'ty and ma;y import free of duties oertain
speoified articles for personal use or consumption through the lAEA-and UNlDO conmds
saries. Officials who are Austri~'l nationals or residents may purchase from the
commissary limited quantities of specified items of oonsumption.

57. From this review it is evident that the position of staff members of the
organizations in r~gard to the privileges rond immunities that have been accorded
to them of' t.heir functions varies in several respects from one duty station to another ..
Speoifically, the provision on the exemption from income tax is applied 'With r,espect
to nationals only in five of the headquarters locations, the exceptions being New York
and Montreal, where nationals of' the host State are required to pay such tax on the
sali':U'ies and emol'qm.ents they rece:i.ve from the United Nations and-lOAO respectively•
Second, in five of the seven host. Sta,tes, staff .members of gradeP..' and above are
assimilated in status and benefits to diplomats acoredited to the State eoncerned. In
New York 6uchstatus is accorded only to the Secretary-General aX~dbo the officials of
the two highest levels. Hith some variations from plaoe to plaf}e~oertainprivileges
representing economic benefits including, in some instances, commissary facilities~
B..'I';'e also available .. to ei'l:.her all or a group of of.fioials in additi.onto'bhoseofgrade
P-5 and above. Third, the most comprehensive pl~ivileges, immunities and facilities
appear to be in .ef'fectat Vienna.

58. Some members consider that lember States sk·1.d grant-international officials
with executive functions the same privileges and immunities as are accorded to diplomats
of the countries With which the State maintains diplomatic relations •
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59. It was brought to our a'btention thatsectioll 24 of the Convention, iihioh providesthat the United Na:~:i.on,s laissez-passer issued to o:t:fioials ,shall be recognized andaccepted as valid. travel documents by the au:thorities of Member states, is not beingapplied uniformly. Some Governments ha.ve· 8:l\:~ended to the hold-.Jrs of' the United Nationslaissez-passer special courtesies by waiv:il:~ visa requirements and thus facilitatingtheir travel on official business; others, however, follow the practice of requiringa nat:lonal passport in addH.ion to the laissez-passer. Moreover, at United NationsHeadquarters the host country presently issues more restrictive visas on the laissezpasseI' than it does on many national pa.ssports tI The latter practice seems to us toraise important questions as to lvhether the la.:tssez-passer fulfils the purpose ~or whichi't :was :iAtroduced. We understand that the Secret.ary-General has taken up with theUlUtea ...:bates the question of the restrictive visas. As to the requirement of a nationalpassport, while we were not in a position to consider the ootter in grea.ter detail" lvebelieve that the matter deserves to be studied more closely. We, therefore, reoommendthat the Secretary..Generalbe requested to exam;ine the issues. involved .in the applicationof' article VII of the Convention,,,uith a' view-to submitting to the General Asse.~blyappropriate proposals for its consideration.

~tructure

60. The sti~f of the organizc,l.tions in the United Nations oommon system is grouped intwo broad categories:

(a) the ]?·rofessional category and above;

(b) the General Service' cat~gory

61. The Professional 'and 'higher categories comprise posts of policy-making, manageria1and speciaJ.:;.zed functions (D-l and D-2) and posts of administrative, economic, intor...ma:bion, legal, liriguistic~ politioal'and scien'cific functions normally requiring 'un:i,.versity'training (p..1. to P-5;. The General Service category, on the other hand, consistsof posts of' ol-erical, custodial, secretarial, semi-professional and certain administrativefunctions.

62. Within this basic stru.cture~ individual organizations maintain 8.!l.J:QcatE1goriesdesigne:d to meet sp~c:ral situations. The United Nations administers"s~aratesafaryscales for (a) 'Manual W6rkersEl.'t'its offices in New York, ,Geneva anp. V~nna; (b) SecuritySei:'vi:ne personnel in NeioJ' York; and (c) Fi€lld Service personnel at many Q,uty stations I'iaway from Headquarters. Field Service personnel includes administrative and financeof£icers~lcommunica:tionspertsonnel, vehic
a1
1e m;l~ll~t'csM' guat'al'd~ a;:d m~e ;;~cretariyeSt·' hIAEA si:nu. arly appliesseparae salary se es J.or ~ s anu IVor.ll.ers ~n v~enna.. eanother subcategory, i-lhich is used by UNICEF in certain field duty stations, consists of ('pSL'sons possessing professional qualifications lvho are recruited for service in theiro'WIlcountry and are paid ill accordance with the highest prevailing local rat~s,.. They Hare referred to as "Local Professionals". Finally, UNRWA employs more than 10,000 !

I,

:::::,,:, persons in a variety of functions, r~ging from manual tOtProfess~T'honal, lvhlO are recruited 1"'I,J

1

'1:"

locally and are paid in accordance 'WJ.th governmental prac ices. ese emp oyees are •n01'lIlally not included in the statistics for the international ciyil service.

I ~~ iI -~ jt '~ _ •••••••••••••I.ru.p.,.1J.[IIlIIllJt.?.--~.' - ••·1
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63. In view of the nature of the two categories, the Charter principle of recruiting
the staff on as uide a geographical bas,is'as possible and of determining their .condition~

of service accordingly has been limited in its application to the Professional and higher
categories. Not subj eot. to the princip~e of geographical dist:L'ibution are those ....
Professional staff members \'1hose duties, 9W for special language skills or \-1ho wOrk in
programmes financed by voltUltary contributions.

• 64. Thus, the distinction be'uueen the categories as they nou exist relates to~

(a) The nature of the posts they contain;

I
J

• (b) The manner in \V'hich the posts are filled (international as against largely
local or regional recruitment);

(c) The method of determining the conditions of service for the staff so recruited.

65. Of the five Govermnents \'1hich gave theil' 'views on the salary system, four (Federal
Republic of Germa.l1y, France, Japan and United Kingdom) favoured retention of the present
structure on the gl'otU1d thmt it was important to draw a distinction between locally
recruited and international staff. The United States Govermnent proposed that the
General Service staff should be absorbed into a local service category comprising both
clerical and certain Professional staff to be recruited locally.

66. In the course of OtU' hearings, \'1e, \iere informed by the Director..Qfi}neral of FAO that
one of the most significant findings of a committee he han recently established to stu~

management..staff relations conc~ned the separation of the staff into Pl'ofessional and
General Service categories. It \-las the FAO coIllIllittee 1s conclusion that the existence of
the two categories represented. a divisive factol' \-lithin the. secretariat, created a feeling
of "class distinction" among General Service staff and ,led to a \-lide range' of administra
tive diff'iculties~ That coIllIllittee had accordingly proposed',' and the Directol';';'~eneral:had
'endorsed the proposal in principlE;, that the existi:tlg struetur,e should berepl~oe'a,"by a
"single ladder systeml1 • The Director..General subsequently reaffirmed, .in response~o an
invitation we had. addressed to him, that henaintaired his positioll on the subject' but
recognized that before it, could be considered a more specific proposal would ha.,ve to be
worked' out. Preference for a single category 'o1as also e:x;pressed during the h~~il'lgS by
the Acting Director General of IAE'Ji.. In a \'1I'i'JJ'ben submission the Director G'~neral of
the Agency later informed us that' -he \oJ'ould favour the establishment of S: s~pa.rate 10c81
service category.
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67. In. their collective response to our questions most executive headS came out in
favour of a modification in the struoture of categories. After an analysis of the
various ideas put £ot'Ward in the past, the:r concluded: "if th~ structure is to be
revised to meet prdsent conditions, the ,pl,)CeSS begun in 1949/50 might be carried
further".. In essence, what 'the Oommittee of Ex:perts of 1949 proposed was to define
restrictively the scope of application of the principle of international recruitment
ana. inteJ.'national conditions of service 'by identifying 'the kindS of jobs that should
bt;} done by staff dra'W1l from all over the 'WOrld. It introduced a distinction between
the categories accordingly. In line with that approach the executive headS suggested
that the jobs currently pel~fo:r.'med l;\y staff reoruited on an int"emational basis should
again be sorted out. The change they enVisaged was to maintain a struoture of tyro
categories but to dtstinguish between them not according to the type of work
perfor.med by the staff members but according to their liability to serve internationally
or locally. The two categories wol.lld thus be redefined as international service
category and local, or, as suggested by the Ad11rl.nistrator of UNDP, national service
category.

68. As regards the types of post that might be inpluded in the new looal service
category, to executive heads listed those which directly related to the Qperation of
the offioe, such as maintenance of buildings and equipment, transport and supply,
printing and document :reproduction. To meet the speoial needs of UN.DP and UNIOEF in
f'ield duty stations, they further suggested that additional groups of posts which
required knowledge of local oonditions and 1~ge8 might be included.

69. The Fedel'ation "of International Civil Servants' Assooiations (FIOSA)praposed
that all oategori~s of staff' should be consolidated into a single category. The
Federation made it clear that such a category wO,uld have to be "without prejudice
to the. present rul"es governing geographical distribution of posts". It further
pointee.out that a single category would involve replacing the existing dual system
of remUneration "by a single salary soale and that much preparatory work would be
required to determine whether such a change was feasible. The Federation accdrdingly
suggested that as long as the existing two-oategorysystem was in f'orce,some of its
more serious defects, e.g.;· promotion ba:rr:_ers," should bererloved.

70. Another change in the existing structure1-i'aS" "suggested by Mr. Georges-Palthey,
Assistant Director-General of the United Nations Office at Geneva. Under this
proposal, an elaboration of a personal view put before the Special Oommittee" in the
course of its hearings, a sp"ecial service category would be established in addition
to the existing two categol'ies. The ·new category would" contain posts of' a technical,
semi-professional and senior clel'ical nature which did not require university trained
personnel :for theperforma..--rce oftheiJ:' o.uties. The staff' would berecruited" f'rom. the
region of the duty station and paid on the basis of the best prevlailingrates in the
region. The number of grades comd vary according to the needs of the duty stations.

71. The establishment of an inter.mediate category between that of the General Service
~d Professional staff as a meEmS of reducing the number of the latter 'Was also
touched upon in the :report on personnel problems in the United ~ations ment;oned
above. The report gave reasons for creating a category which would contain those
staff melpbers, many of whom were now in the Professional category, who worked in
the. routine administration of the Secretariat. He thought,ho.rever, that such fl
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reform would require a comprehensive analysis of the structure and operation of all
units 'before it could be adopted •.

72. As to the str-ll.oture of grades, the Di.ceotor-General of GATT expressed the
view that there was a need for the introd1l!~t:j.pn of a new lev~l ~3. The di;fferenoe
in grading between D-l and D-2 level wa~~ in his judgement, toe;> narrow, bearing in
mind that headr:. of' operational departments 'holding D-2'pc;>sts had heavy responsibilities.
A private view in favour-of establishing a n-; level was also put forward by
Mr. C. V. Narasimhan, Chef ,de Cabinet of tb-e S~cretary-Genera.l, who based it on the
need for a betcter hierarchical structure in such areas as ESA, ~IOEF, UNIDO and
UNITAR. He cited the pressures for more Assistant Seoreta~-Gep.eralposts as
evidence that such a change in the structure was both necessary and desirable.

7';. The report on personnel problems in the United Nations discerned four leveJ,.s qf
qualifications in the existing Professional and higher categories and recommended two
grades for each level: basic university training - P~l and P-2; first~stag~

professional eX:Perience - P-; and p-4; greet professional experience - P-5 and p-6;
manage::ient - U';l and D-2 (AI8454, paragraphs 152 and 4;8).

Recent,aevelopment~

74. 'There have been a number of de'll"elopments in recent years \'Ihic.\.. have a direct
bearing-on the question of structure:

(a) The.original distinction between the categories on the basis of their job
content has been blurrede The United Ns.tions has resorted to the creatian of higher
gTades in the General Service category at certain duty stations in order to
accommodate local employees engaged to \york as information officers in its information
centres. The practice was established partly in response to local market~onditions

and partly out of budgetary consi,derations. Although it solved, the problem of setting
- en adequate pay level' by lopal standards, it could not satisfy the requirements of
status and rank.

(b) For similar reasops, UNTCEI!' has foun.d it necessary to create a new category
of' "Local Pro!essionals". In this case, too, questions of equity have become
una\'oida:ble. Doubts. have also b,een expressed as to the consistency of such a practice
1'rith the principle underlying the present structur~.

('c) An appreciable number of General Service posts have been ,recl~ssifiedGmd
t;neir incumbents promoted to the Professiona;!. category. In many cases this
a,dvencement represented a distinct change in the content of the- job,but ill.somej.t
merely trecorded greater 90mpetence and experience of the staff members ,rather than· a.
disce:rnJ.b-le differende in the nature of their wrk. The concept of .the Professionai:
ca.tego~ as a grouping of posts of the same disciplines or occupations bas thus been
diluted.

(d) The 'll"ery basiS for the separe,tionof the categtlries has given rise to
criticism. Staff a6spciationsincreasinglylook upon the division b~tween clerica+
1;lnd pr.o'fessional posts as a "class" distinction and consider that, e.Etmovement from
thedeneral Service to the Professional category is sometimes . complicated by , '
.o9Il,S3td,era~ions ·of geographic;a1 di~tribution, the existence of categories seems to
plau~ barriers in the way of a ,person's career' and thus prevents the fulle;st use' of
the talent already in the serVice. .
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75. As to the question of possible changes, we have examined. the following possible
modifioations:
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(a) Re-estab.Lishing a single grading structure;

(b) Reverting to the id.ea of a speoial servioe oategory;

(c) Dividing the present Professional oategory into two groups distinguished.
on the basis of liability to transfer;

(d) Creating a. separate language category;

(e) Introd.ucing regional servioe categories;

(f) Transforming the Professional and. General Servioe, oategories into
international servioe and. local servioe oategories.

Our conolusions

76. The conoepts of a speoial servioe category and. of a separate language category
seem to us to imply a distinction between staff based on ·the nature of the work they
d.o. This kind. of distinction has given rise to muoh of thecritioism of the present
structure. In ad.dition, the number of posts that could. be comprised. in a speoial
service category has been estimated. as relatively small. T.he concept of transfer
ability has proved. incapable of precise d.efinition. By oontrast, the criteria for
establishing local, regional and. international servic~ categories, namely, place
of service and. .source of reoruitment, oan be d.efined. in fairly preoise terms, at least as
regards local and international service. Such a change, however, seemed to most of us to
me~n ttat the scope of international recruitment and, consequently, of the application of
the prinoiple of equitable geographical distribution would have to be defined more
restriotively. In ad.dition to upsetting the eXisting balance between the national
and internatio~ inputs of international oo-operation, it might also lead. to
administrative diffi,oulties arising from the use of two different pay systems for
staff members at oomparable levels of work who would be distinguished only on the
basis of Whether they we~e recruited looally or internationally.

77. For the above rea~ons, mOl?t of us see 11~tle, advantt:ige in modifying the present
structure of categories. Nor do we find justification for the addition of a new grade in
the director catego:ry. 'lt1e reoognize, at the same time, the essential role that the
small number of local 1?rofessionals employed by UNICEF plays in implementing its
p·~ogrammes. In View' of the oontinuing need for suoh personnel and pending a closer
examination of the nature of the posts ihvolved. j to be carried out by the in'cer
governmental civil service commission 'Ive recommend elsevrhere in our report, we propose
that the praotice of recruiting such staff for local service should be maintained,
provided that allf'Llture appointments shou.ld be granted 011 a fixed term basis.~
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7. In re-engaging the' st~ff member the international organization would. be acquiring
an emplo;y-eewith five to seven years of prior experience in the system of United Nations
organizations and enriched-by his experience in his own. country. In this way ,the
rotation contract would ensure the recruitment by the. United Nations of experienced
experts fully familiar both 'with the United Nations system and with national service.
Such employees would be doubly valuable for the international secretariats' and for the
member states.

Appendix

VievTs of Mr. Chowaniec and :Mr. Koulazhenkov
on lithe rotat~on contract"

4. National services would also be able to benefit from the experience acquired by
the staff in the United Nations and they would acquire better understanding of the
problems of the United Nations and the specialized agencies. At the same time, by
working in his home' country the staff member would acquire a deeper insight ir..to the
attitudes of member States towards the international organizations and the specific
problems confronting them.

5. It should be possible for the international organizations to decide whether or
not to engage a staff member for a second 0::: third period of service on the basis of
an assessment of his previous work in the United Nations. It would no longer be
possible for incompetent workers to return to the United Nations.

-37-

6. The rotation contract would make it possible to place' recruitment of United Nations
staff on an organized basis in agreement with the Governments of M~mber States. The
international organizations are not ina position to ensure lifetime Oareersfor staff
members. The agreement of Governments to employ the staff member after he leaves the
United Nations would guarantee him. a place in national service; his periodic return to
his home country would strengthen his ties with his people and enable him to rene,.,
contacts with professional, scientific and other circles. in his·country.

2. The rotation contract would create conditions that would prevent international
civil servants from becoming a privileged caste cut off from reality and it would
effectively forestall the possibility of bureaucratization and the decline in staff
members' efficiency which is observed in the case of permanent contracts.

3. The system would ensure a constant flow. of new blood into the secretariats. By
working in his own country, the staff member would refresh his knowledge and enrich his
experience. In this way his further training would take place in his native counhry.
Only under these conditions would the United Nations be able to train staff on a truly,
international basis. The training of staff within the international organizations
cannot ensure such resulte • .

L The rotation contract, unlike the permanent contract, provides for the periodic
rotation of staff between the secretariats of international organizations and national
service. After working in the United Nations for 5 to 7 years the staff member would be
givan extended leave ,.,ithout pay and would return to his country to go on wi1.h his work
in one of the national services. Both the United Nations and the national services
would benefit from this interchangeability of staff•
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Chapter II

THE COMMON SYSTEM
Origin and machiner;y

'" •
78. Arti.dle 57 of the Charter provides that the special:tzed agencies "shall be brought \1

1
into relationship .with the United Nations in accordance with the provisions of AItticle63". The lat-ter specifies that such relationships may be established' by agreements withthe agencies to be entered into by the Economic and Social CoUlicll and SU.bj.9.~ to approvalby the. General ASsembly. The same Article further· provides that the :Econ,omic and SooialCouncU ''may co-ordinate the activities of the specialized agencies thi!O'Ughconsultationswith and reoommendati"ns to such agencies and th1'ough recommendations to the GeneralAssembly and to the Members of the ,U:n:ited Nations".

79. The co-ordination fUnction of the United Nations encompasses. not only the activitiesof the specialized agencies but also. their policies (Article 58) and administrativebudgets (Arttcle·l7).

80. Pursuant. to. these provisions, agreements have been entered into .betwe~n the UnitedNations, on the Olle hand, and the specialized agencies and lAEA, on the other, \7hichhave come into force after ~pproval by the General Assembly and the appropJ;",iate bodiesof jihe respective agencies as fOl1~gs: ILO. FAO and UNESCO (:1,4 December 1945), I"CAL.(13 May 1947h WHO (10 July 194i3},-:-! IBRD and IMF (15 November 1947). UPU (~ July 1948),ITU (lJanuary 1949), \vt.MO (20 December. 1951), IFe (20 February 1957), lAEA (14 November1957), IMOO (13 January 1959) and IDA (Zl March 1961).

81. All agreements provide for consultations between the United Nations and each agencyconcern;i.ng personnel and other administrative ma:tters of mutual interest, with a view tosecuring as much uniformity in these matters as they will find practicable and to assuringthelllOst efficient use of their service.s 6lld facilities. However,. only 10 of. ·the 14agreements contain specific arrangements for co-ordination of personnel policies, thekey.: provision -Pi' which typically stating "that ·the two organizati.ons "recognize that the ..eventuaJ., .tievelopment ora.single unif~ed international civil service is desirable fromtb,estandpointof effective administrativeco.;.ordination.,and, withtb.is end in view,

28'1 Approved by the General Assembly on 15 Nov.ember 1947.
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agree to develop common personnel standards, methods and arrangements designed to avoid

serious discrepancies in terms and conditions of employment, to avoi,d competition in

recruitment of personnel, and to facilitat~ interchang~ of personnel in order to obtain

the 'DlaXimum benef'it from. their services 11. 29/

82. Those.organizations that have agreed to cG-operate iio the fullest extent possible in

~ltters relating to the emplo;j1D.ent of: their staff constitute the United Nations cOIDUlon

system of salaries and allowances. They include the specialized agencies other than IBRD

and its affUiated agencies, IFC and IDA;" IMF; and IAEA. In addition, GATT, which .f'ollo~

the United Nations staff regulations and rules and is a member organization of the United

Nations Joint staff Pension Fund, is treated as if it were a specialized agency and is,

accordingly, a member o.f' the connnon system. ~

83. :ro ensur~ implementation of the agreements, the Economic and Social Counci.:\., by its

re;:J01ution 13 (IH) of' 2l September 1946, requested the Secretary-General "to establish

a standing committee of adminis.trative officers, consisting of himself as Chairznan ap.d

the corresponti:u.lg officers of' the specialized agencies brought into relat;i,.onshipw!.ththe

United Natio.ns, for the purpose of' taking aJJ,. ~ppropriaiie s-teps" to that encl. The

CemmitteE' was originally <;.alled the Co-ordination 90mmittee but. was sUbs~quently r.enamed

the .AClministra1;ive Committee on Co-ordination (ACO) .In 1948., Ace e\~tablished subsidi·B.1-'Y

organs to deal with the various fields of co-ordination, .. including .the Consultative

Committee on Administrative Questions (CCAQ), which wa~ empowered to study and worlt out

agreed proPQsals ,in regard to matters of personnel, budget and finance.

84. The goal of developing "a single unified international civil serv:t.ce1' , r~~rred. to

in the agreements between the United Nations and -the agencies" hM, since 1948,. been

advanced, by the International Civil'Service Advisory Board (ICSAB), a .boa.. ·.of i,nd.ependent

experts in public administration.. The terms of reference of the Board. were agreed upon

by ACC in implementation of General Assembly resolution 13 (I) of 1946, which. provit1ed

that an "Inter.national Oivil Service Commission shall be established by the Secretary

Gen~ral"?TheBoard advi'sesACC .on matters arising in.the administliationof the conun031

'system of salaries and allowances ,including.divergencies between organizations in· the

application of particular elements of the system.

85. Another independent body in the machinery of the..common system is the·~ert Co7pIDiiite~

on Post Aq,justments. It advises ACCon the administration of the salary d:i.i'ferentials

applied by the organizations in their various duty stations .on. tue bas:Lsof dif'feren~es

in costs and standards of living.

86. Finally,. the .eommo~ systelll111aintains a ,singleJ?ensionscheme,.theUnited"N~tJ.ons

Joint Starf Pension Fund, vthich p~ovides retirement, death. and. disabiJ4ty ~enef:tt,sror

all officials. ofthepartigipati,ng organizai(ions. The. Fund ismanag@dbya,Board,oD,

which are represented,ineg,ual numbers: (a) the General Assembly ari!d.the corresponClitrg

bodies of the agencies; . (b)tne Secretary~Ge;o-:,ra1.andchief adlninistrative of'ficersof

. the agencies; andlc) the participants•. Ther;;;gulations. Qf the Funda.r$ approved by the

General Assembly on the recommendation of the. Bo(.Xd.

gV. IIAgreemettts ..betweenthe United ·Nationl\l.and the .specialized.agenc';"'" ~dthe

Internationali\..tomic Energy Agency11 (SF£/SG!14),p .6.. .••. .....•.....
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87.. Thus, the United Nations common system consists of 12 sep~ate organizations, each
established .by intergovernmental agreement, committed to acm:evE.3 effective a&ninistrative
co-ordi~a.t;ionat both -t;he intergoverhmental and the intersecretariat leve1s. The central
function oi'..administl·ative co-ordination at '(jhe intergovernmentaI leveFis vested in the
General Ass'embly assisted by its Advisory Committee on Administrative and Budgetary
Questions (ACABQ), wIuch, under its terms of reference, is also required to examine on
behalf of tpe General Assembly the administrative budgets of specialized agencies and
proposals for financial ar:r:ang.€lments with them. At the intersecretariat level, it is
the responsibility of ACeto·co.:.ordinate the administrative policies and practices of
the system. In the discharge of this responsibility, ACe is assisted by its own subsidiary
body (CCAQ)and by two independent expert advisory bodies (ICSAB and ECPA). Except for
the Joint Staff Pension Fund, which is managed in accordance with procedures laid down
by the GeneraJ. Assembly on behalf of all the orgai1izations, the other conditions of
service of thecolDlTlon system are subject to co-ordina.tion by consent.

~orking of the system

88. The system. of voluntary co-ordination developed pragmatically. It took account of
the different dates and methods of negotiation of the post-war treaties which established
or confirmed the constitutions of agencies working in different specialized fields. vllien
co-ordination began, it was already a historical fact. that each agency had its own charter,
its own legislative organs and executive head,and that';each recruited and administered
its own stal.'f in op from its separate headquarters country~ In the light of this
autonomy, it is generally recognized that the system has' been effective, in the sense of
achieving through voiuntary action a high degree of uniformity both on broad administrative
policies and on a myriad of details in the conditions of international service.

89. The present working of the common system therefore has the great advantage of
reconciling the need for co-ordination with the facts of organizational·:i,ndependence.
It preserves for each organization the full extent .of juridical control by the
legislative organ, while still yielding practical legislative authority to the General
Assembly in such basic matters as the ultimate determination of Pro~essiona1 salaries
and allowanc.es. The, ACC machinery, in the .pro'cess of working out by common agreement
many details in the conditions of service, permits senior administrative officials to
cQme together periodically and to share their 'practical experience. It also enables
each organization to benefit from the special competence of other organizations or of
the 8="'PsrtS on their sta.ff. Thus, numerous administrative tasks of the common system
are shared.

90. Further, the present structure of the co-ordinating machinery permits a differen
tiation of function by levels: CCAQ works out agreed positions on common administrative
problems of great scope, variety and complexity; ACC gives executive approval or policy
direction, or takes the necessary decis~ons for submission to legislative organs; ICSAB
and EOPA apply independent e:x;pert judgement; the General Assembly, with the benefit of
its own machinery for administrative and budgetary review, legislates for the United
Nations; and, for the most part, the legislative bodies in the other organizatio'ns '7; in
the exercise of their 'own authority or by its delegation - accord to the General Ass~bly

decision a uniform application within their own agencies.

91. In this procedure the limitations on the role of ICSAB have acknowledged advantages.
Its advisory capacity eases the process of selection, as distinguished personages from
various regions and cultures can be chosen for their personal quali.fications without
entry into the considerations involved in political representation. The relative
brevity of the meeting time, with the norm of a single annual session" makes possible
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f'ull participation by high-level persons who might not otherwise be f'ree to ,lend their
authority to the work 01' t~e"Board.. At the same'time> 'its creation as a continuing
body~. meeting from year to year and building up experience and precedQ..'lt and acquiring
a ,direc;t "acq,l.\ain!3anae, with individ~al ~nteragency problems, affords a continuitey and
expertis,e, that an ,f&d llg,g, organ would f'ind. dif'ficult to duplicate.

92. There are two main ob~tacles ,t,o effective co-ol'dination in the present system: the
G~nsultative ch~aQter ol the basic a.t'rar:i~ements and the length and intricacy 'Of' the
legislative proce~s.

93. At the COAQ level, decisions I:lust, 'to l:l. large uegree, be reached by consensus,
even on minor questions. ,';I.'he immediate disadvantage of' this procedure has long been
obvious: in principle eac'h 'organization retains th(' right. to disagree and, not ca::rry
out a decision, even when endorsed by ACC. The extent to which decisions are weakened
by this constitutionel restriction is not to b'9 min:JJllized. For example, _the,represen
tat:l.ves of the ,Secre'lfary,-G~era.=!-.of'IOAO, for cQllstitutional reasons involVing the active
role' :01' the IeAD q~>un~il in ?-dJJ:i4U,strative matters, have commonlybeeli obli.ged to reserve
thepositi,on 91" tp.~t, organization. on matters discussed in COAQ (o:dginaJ.ly'Dy",express
reservation, :though now more ,commonly by general u:n.derstandirig)", "\rr<theother' organiza
tions have'disagreed with this prooecure, it has been mainly on the grounds that legall-y
they a.:t'e scarcely in a different position.. They hold 'that this need 'not preclude agree-
ment within CCAQ:.in the interest of' co-ordi.nation~ Still when CCAQ does, succeed in .
worki.ng out· a,gen~ra;L. understand.;i.ng, the statements of'agreementin its. reports may be
so quaJ.if.ied by, ·di.~sents Qr,', by 'e~ressiQns .,of' doubt on the part of' one ora.n,ot~er
organization that they sometimes have mo:rethe appearMlce of an. opinion' poll than of .an
agreed text..

94. Nevertheless, in practice, the we~c>;;ness of'.' the. system is not .attributabIe to any
1fery f'requent or outright ~x.~rcise of this privilege not to be bound•. The real weak
nsss lies rather in the 'conf1en~us-reachingprocedure itself. Disoussions are drawn
out, and an item 'mllortenbe continued f'ar a number of years. This is no't .surprising
when it 'is considered ,that,tth~ .su'i:>j ect-matter may be detailed or complex, t~t tne:t:>e
is 'of':t;enample room f'or,,,~~itiJn€!:te qif'ferences as. 'to polioyand that .'the various head
quarters locations or fiel.ds..o;fi, ,:t:>esponsibility may' already llaveled t6variant practices.
It lis'<not that there is a"AY w:U1"to ,Qbf1.tl'Uct; ..' it is just that OCAQ~ lacking ~y, central
guiding authority, is no't the kind of: body to iJiIpose a decision.. In the face, ~Qt·its
usually overloaded agenda, the easiest decision when consensus is not·reaclled,on an
iteIll.,'is:,to defer or t.o,request,are9r'ai't. . . .

95. . A less. wel1understood disadvantage. of' GCAQ lies in its hidden 008t.6.Asizable
body of· relatively iligh-sa.1aried., officials assemple periodically to di.scuss a:ldelaborate,
-but' :not,dmpose)' ~Q.r.);!l praCt;i.c~s 9n~ubj$cts,large or small., This ean bec.Qs~lY_;" in
termS :of documentatit.o~.?-Dd .t.rave;L,~~enses/b'llt espeoiallyin terms. of ma~hours •..' The
mor'e sessionsreqlrl.:t'~d 1:>efore,ap ;:~greenieht is reach(,d, o'bviously'the grea-t..er the -COFl-~
'par item oo-ordinated... This, is~an e~ense of' running the machine. There is also"
however, the oost of the'substarit1vedecision arrivecfat. This,too,may raise the
oost level. In order to reach ri" coinprorilise among organizationsf.~vouring, for. example,
ditf'erentf'orms or rat,~s.of entitle~ent and bargaining with each othe,r as toa cOI!llllGn
standard, it may be neQeRs!Jl.I'YtO· reacll a higher 'rather· than a lower. common denominator
of' costs.
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99•.. This example leads to the question of the e:x.-Gent to which weaknesses in the natureor .function of IGSAB ma..v add to .the disadvantages alrea.dy noted in the comon' SYSlieIn .asaw.hole..With a purely ~dvisory role,. the very nature of the Board, as being composedofperE!o!\s of high position or attainment, restricts its a1;lility to pay close and continuous attention to problems of current administration.within the organizations.Though serving in their personal capacity" mo,st of' the members have other and heavYresponsibilities that make them una.vailable for more· than brief periods at a time. Thishas confirmed tre. tradition. of an annual session, \vhich now usually lasts for not morethan two weeks Its programme, accordingly,. tends to be confied to a few key subjectsput to' it by .hCG or carried i'o!'\.;ard by the Board from its previous session. Yet thedevelvpment. and a.pplication of long-term progra.mmes of interagency co-ordination require

96. At the interagency level the relationship between management and starf is similarto that. between organizations. They hear eA.ch other, but they cannot be expected to'speak mth one voice orl! except rarely, to arrive at identical positions. Even wherethe two sides are heard by an independent body, like I08.m, the result must, at best"remain advisory: the Board cannot settle matters in the manner of a tribunal which canrender a jUdgement.

91. As a consequence; the complexi.ty of the decision-making strucf,ure has led tocriticism. by staff representatives. It has seemed to FICSA that the scope of thehearing accorded t~m i,9 in inverse proportion to t,he degree of final authoJ;'ity of thebody in question. They have ample, opportunity to voice their views in CCAQ, but theycontend that this is only a preparatory stage.. They are hea.i:'d in full at ICSAB sessions,and their positions are tested by the Board against those of 'the adIllinistrations: butWhatever emerges from ICSAB remains advisory.. ACO, ICSAB and ACABQ have all indicatedthat there are practical and procedural obstacles to staf'f participation at the legislativelevel. Nevertheless, not only staff spokesmen but ,admin:j.strators can feelfrustration at the length 'Of the ladder of' . consultation and advice to be climbed, in:matters of real consqquence, from the. original co-ordination study 'bY OGAQ or a workingparty, through an IOSAB session to ACC to ACABQ and, finallY, to the Fifth ComJhittee ofthe General Assembly ..

98. If' the remarkable degree of uniformity 1il:ttained by the common sys'Uem is eVidence ofthe vaJ.ue and viability of the system. as a whole, then it is equally fail' to concludethat areas of continued divergence are proof that co....ordination has been incomplete.. Amajo!' e~le of such an area is that of common grading standards.. This is a subjectto which ICSAB has given repeated attention.. In 1965, the Board observe~ that lIcontinueddivergencies in grading tend to distort, if not nullify, the otherir.i:.se' excellent record·of unification achieved in respeot of salary scales and allowances.. They hamper thedesirable q,evelopment of interagency and internal transfers: they create administrativedifficulties, notably in joint projects, and affect staff morale .. tl At that time, GCAQtook an important. step. towards common grading in providing for a full-time classification.expert· to survey the larger occupational groups that {U'e common to numerous organizations iand to assist indiVidl:1al agencies, at their request, :in the adaptation of their oWl'./.posts to prevailing standards • This development waS welcomed by the Board, but" threeyears later, it still found wide divergencies in policies as well as practice. Progressseemeq. to have resided more in the drafting of standards than in their application. TheBoard sha:r:ply questioned whether a common system of salaries could e:xist in the absenc.eof common cla.ssification processes. It was likewise obliged, 'to note t-r.i.th disquiet thatgrading controls had been inadequate, for it aeveloped e·i:Idence of a pronouncedtendency throughout the ·system to escsUate gradings ov~r. the previous decade.' The Boardconcluded that to supervise the development and iritrodu!::tion of common standards "a newkind of macJ:l.ineryll was required.



constant attention. 1O.though the Board has been able to take the initiative in laying
down programmes for review with ':'he agel.?-cies, even those items can be crOimeo. off' its
agenda by ~ergency ~ubjects put up by the organizations. In such circumstances, the
more general reviems (of' promotion policies and procedures, for exaltlple), cannot be
followed up promptly and i'lill tend 'to give'Vlay to more immediate and troubleso..'11.l!l pr~blems

like salary review. The situation is not conducive to the long-teI'lll deveJ,opment of a
unified internationel civil service.
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100. The three-iiier system of oo-ordinatioll also makes relatively remote and unf'unctionaJ.
the Board I s contact With the individual administrations. As an expert group of detached
advisers the Board can assert a more united attitude 't.o1.zard issues than CCAQ. But~ as
it must conduct its reviews by dis'cussion in cannnon withCCAQ, its effectivene',;s can
never exceed its persuasiveness. To that extent the defects of CCAQ, which is the main
channel for submission of views and materials to ICSAB are transmitted to the BOa1'd..

101. Nor does the Board's situation, as teclmicallyan organ of ACC,greatlJl'help it to
guide and review the implementation of its recommendations. As ACC is a committee of'
heavily burdened top executives, meeting only thrice a year for two days at a time and
then almost wholly preoccupied with the co-ordination of programmes, its members are
scarcely in a position to impose the Board I s views on their administrators. There isa
certain inconsistency in the Board's being'the servant of ACe '''hen it is to these same
executive heads that it must di11 ect what .pressures it can exert for reform. The Board
is left to resox·t to annual reminders to those administrative off'icdals w~o appear at
its regular sessions.

1!.niformity: and flexibility

102. In the course of our rene\-T, it has become apP81:ent that although the common system
works reasonably'well and has achieved a remarkable degree of uniformity in the conditions
ofservic.e, there remain significant variations ill it. That complete uniformity is
neither practicable nor qesirable has been recognized from the inception of the system.
The separate constitutional arrangements and different local conditions require a
measure of 1a+'itude .in making necessary adaptations. Nevertheless.,since many· officials
of the various organizations tTorlc togetner in the same duty atation, often in the same
premises or on the same project, it is unavoidable that discrepancies in terms of .
employment coming to ligrrtih any particular lot '3.tion should give rise to the l'eC1:;U'r(;}nt
question of how muc4 flexibility is. need~d. to enable organizations. to operate et'.ficiently
without impinging on the i..torlcing of t4e "co:pnntm.system.

103. As will be seen from the brief dC?scriptions of the essential features of the system
elsewhere in this report, 't.he basic structure of categories, the principle for determinin€
pay, -the salary scales for s-taf'f recruited internationally, the alloi-lallces and benefits,
all thel:?e are of general .applicab;i.li-ty. In individual. organizations there are, however,
special pro'rlsiClXls which do not form part of the system as a. whole.

104. Thus, although thsstaf'f of all Organizations is; grouped into ti'lobpoadcat.ego:qies"
the Professional. and higher-level category and the (yaneral Service category;· theUnitf}d
Nations, :0:.0 and IAEA have. a separate category of MAnual Uorkers~ or'maintenace,persol'lJ.'.l.el.
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The United Nat~ons also maintains a sepaxate category for Field Service personnel in
~lany duty stati~olls and a Security Service category in Neil York. UNICEF" as mentioned
J.~ cha~~er I, has a separate category of Local. Profession:a1 s·ta£f, and UNR\/A emploYs
e~gh1:. different cat( gories qf locally recru·ted staff in' aVaJ "Lety of' functions, ranging
fr.'om manual to pl'ofessional ~,30/

105. In terms ,of grades, although the genera;l struet"Ll!'e comprise..., seven grades in the
Profassional and higher categories, P-l to D-2" 110 bas only six grades, inasmuch as it
ad)oinisters grades P-2 and P·•.3as a single P-21P....3 grade. WHO uses a grade P-6, lath a
GG.l.ary :1.'E'J')gc ide:1tical to that of D-l for i"GS senior medical officers who have no
manageillBll"t. fUl1ctions., The grading stl"ucture of the General Service category vari.es from
or.c duty station to another accm.1cling to local needs and practice. ~Jithin a given duty
ctatioL1! however, allorga.nizations maintain a single s-~ructure.

106. The base saJ.ary scale for each grade in the Professional and higher categories is:
!lppl~_c':::', u-.l'liformly at ~ locations, as are the differentials, or post adjustments, 101hich
are added·to or deducted from base salary. to compensate for variations in cost of living,
excopt that WHO does not apply minus post. adjustments.

107. Salary scales for General Service staff are established on the basis of a single
principle ,applied by all organizations.' There are, hm'lever, marked differences of
method in .applying the principl~, a's Hill" be eXplained in. ch!ipter IV. These differences
are due to the verying practices that have developed in response to conditions prevailing
in the local labottr market, to the existence or lack of reliable nRta on outside pay
rates or to the difficulty of quantifying :t:C1nge. benefits. At any given duty statiorl
however, identicaJ. scales are applied by all Ol"ganizations.

108. The award of salary increments is subject to the completion of satisfactory service
of a. specified duration. In most gl'ades the qualifying period is one year. At the
higher steps of D-l 8...11d at ]),,2 the qualifying period is tuo years. In the United Nations,
thes.:l periods have been reduced, 1:T:i.th effec·t from 1 Januaxy 1972, to 10 and 2D months,
respectively, for Professional and higher-level staff members in posts subject to geo
grap~u.cal distribution '\;1ho have demonstratLl knoilledge 01' a s'3cond offici81 language.
n.o grants t"lO increments every five years to deserving staff, and ICAO and WHO apply
special increments for long service.

109. As regards alloHances, ra-bes are uniform for staff in the Professional and highel'
cat~gories but vary for General Service in application of the principle governing the
c
1 C"f;crIJ1inQtj on of their pay on the basis of -the best prevaiJ.ing local conditions of'
employment. This is true of dependency alloH'allCeS, of language allot.ance and of non
resident's allowance. The latter al10"lance, a pensionable supplement to salary paJrable
to staff normally recruited from outside the country of the drrcy station, ranges from
~i)ZJO a yaar in Nei'; York to (:il,079 in Vienna. In Geneva, the United Nations paJ"S a
nigl:.t differential at the rate of 10 per cent of basic remuneration, but the other
organizations in the same ~ity pay it at the rate of 25 per cent.

110. Variations are also to be found in the ter!TIS of entitlement to some of the
allm-!ances. . F02:' example , although all·organizations pay a dependency allot-lance for a
s8conaary dependent only if 'lihe staff member does not receive a spouse allowance, FAO
PB,;Y-D its General Service staff in Rome dependency allOl-lanCES for both primary and
secondary dependents concurrently. In Santiago, Chile, all organizations employing
staff there pay a dependency allo,\.ance for a child, not from the dat.e of birth, as is
the rule, but from the' date ~of conception, as is the local practice. The influence of
lecal laws is also ref'lected in the definition of' residency for the p~1pose of
estc..blishing ent.itlement, to a non-resident' s allouance.

30/ Not included in the statis-tical tables of this report.
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111. lmnual leave ac<?rues for aJ,1. staff at the rate of 30, working da;rs a year.. In ICAO,
General Se~vioe staff have a lower entitlement based on 'the praotioe of good outsid.e
employers i.,n Montreal.

112. Home leave is granted. to internationally rec~ted staff once in every two years
of E!ervice outside their home country. A proposal agreed upon by the organizations
in 1962 to, enable staff serving in diffic.'ll1t duty stations to take home leave after
18 months of service was not approved by the General Assembly, but befo;re the Assembly
acted, FAO had decJ.ded in favour of the proposal and has since been applying the
shorter home-leave cycle for some of i.ts staff serving in designated areas.

113. As compared to the oomplete unifo1'IIlity that has be~n achieved in respect of pension
right·s, through the operation of the Joint Staff Pension Fund, there is considerable
variation between the organizations in their arrangements for medical apd hospital
insurance, as is clear from the information we received on the subject. Some have their
own mutual insurance schemes, and others participate in outside plans. There are
differences in contributions paid and in benefits received.

114. A good deal of progress has been made in recent years in reduoing Oivergenoies of
practice conoerning travel and removal expenses. There remain c,,~rtain differences in
regard to standards of travel' ,and time allowed for travel. In the case of travel on
home leave, for example, no·allows travel time up to 30 days when a staff member gqes
by sea, whereas the general practice is to approve travel time on the basis of
transportation by air.

115. Finally, the statutory age of reJtirement is 60 years, subject to extension in
exceptional cases. In FAO it is 62.

116. The foregoing catalogue of divergencies indicates that, at least in so far. aB the
more significant Olies are concerned, they are the outcome of due deliberation on the
part of the appropriate intergovernmep.t·a.l, body. Inasmuch as the membership of the
orgailizations of the co~on system .it;4":wi.th two ~~Qeptions, largely the same,and
inasmuch as the function of cc:.-ordination ultimately falls to the intergovernmental
bodies, a greater degree uf co-ordination at the national level would be :req.uired to'
achieve more uniformity in the common system. Alternatively, as in ~iih$--<>~f

pensions, the General Assembly might -be aJ,lowed to act on behalf of aD ~'" ..~vel"l1JllentaJ.
bodies in approving the regulations f()r the administration of the staff d tha service
as a wb,,-~. However, the latter aitei'native wO-\+l.d involve, first, ~eement on the
soope 01 such action by .the. GeneraJ: Assembly and, second, agreement on the ·proced"U.1'6
for arriving at recommendations.

117 ·~he first conc).itioIycould, ill our view, be met by speci.fying what c~nstitu~~s. ~e
essential elements of the common system. _These wou1~r-be applied geiler~ly. ·T~e. other
elements would De allowed to vary according to the interna.l -needs of each orga;xU.zat±on.
We believe that. the staff regulations of the United Nations provid!3 a convenj.ent
framework within which to define the essential elemen;;s. For this' purpose; it would be
n~cessary to revise the regulations in order to ensure that they contai.n all the
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We need for So regulatory commission

lJ.9.The exe'cuti,ve heads of the organizations, in their jliint views on ihe salarysystem, the Secretary-General, in his supplementary replies to our quai;ltions, andFICSA; in its submission to u's, have all expressed themselvef1 in favoUJ.~ UJ. a change inthe existing machinery of co-ordination of ad.m;nistrative policy. Th~ executive. headsstated that "they have ,increasingly felt in recent ~a:rs that some central organ isnecessary to deal ",it;. JIld1l\Y' .of the common proble~s' with ':which they are fac~d ,inpersonnel' ana. salary administration". The former Secretary-General o:f the, UnitedNatlons tr Thant ,assessfld the existing procedUres'of determini.ngthe conditions ofs'a:t"'litie in'the common' system!'l-s falling "far too short 'of 'the standar~of efficienoyWillch must ,be met if the modes,t resources made available for international co-operationare to be used' t'o full advantage.". 'He accordingly suggested-that "se~ious conside,rationnow be given to, the' establishment of a regulatory oommission in the area of oonditionsof servioe generallY-as it already exists in the area of pensions". FICSA saw 'in' thec:reationofsUcha commissio~ a. solution to the problems arising at present frOmrepeated 'di'scussion of the same issues in various forums beforefinaJ. action by theGeneral Assembly.

f\md'amental conditionsof employment ,some of which are now set out in the staff rules:prOIl\'Ulga.t~d bT the Sacret~..:General. The task of ~vising the regulations should be.entrust~d. toa new regulator;y body to be establ.L.shed aiOIJg the lines we recommend inthis re:!Jort·.

L18. As regards the second condition, we believe that th~establishment of such aregulatory body wou1:d provide the appropriate proced',tre :rcir working out recommendationsto be submitted to the General Assembly.

120. Having considered the views Fllt before USf we haYe come to the conclusion thatthere is an urgent need :for a central regulator,y ~o~ ip the United Nations commonsystem and. that, the funotions set, out below should be assigned t9 it.

121. The'firsto! these would be the formi11ation of proposals oil sal;a.ries, allowaIJ,cesand benefits. This .would involve fact-gathering; evaluatfon of the data; and:recommendation of the appropriate international salary scales to be derived therefrom.Final legislative determi!.lation will rest with the General Assembly. Inasmuch .as thelegislative organs of ,the agencies curr~ntly apply thesoale§l' determined by theGeneraJ-· 'Assembly, theresholud be even less, problem ~henthe'basic recommendationsoriginate from a commissioh~hoseestablishmentthese organs ~ill have endorsed.
122. ICSAB-in 1969di:'ew attention to' the weaknesses in data ooliectioll and anCJlysi.s asanobstaole 'toef:fe·ctive salary reviews. It 'c¥led for the e!3tablishInentof' a cen1iralsalary'research unit toc6ndu6t~'ori a eont:i.nuing basis, an' expe'rt review ofimp!'rtantpay factors· a.s they deVeloped. AGe agreed; bilt:Board discussions in 1970 left in doubtwliethell ,·the .COAQ; secretaHatoon1d provide the independence j o:.r the. !CS.cl.B secretariat,the';continuity, necessary'for such a unit. As an interim measure, CCAQ, has appointed toits secretariat· an officer· tor salary-review .purposes. A single c~ordinatingbodyoould bes'tsupervise"'suoh'aFresearch uni:t.,

-46-



1?3. If the GOVc.n.'l1ll1Snts that foot the salary bill are to have confid.enoe in the resultS
1

it is clearly essent~al ~hatevaluatlon of the data thuscoll~cte~ and t~a drawi~ of
conclu.aio!ls reh.:vant to the intema:t:lonal sale:ry system must be assigned ;1;0 'lULe:Jq)art
and ina.epend.tln'L auhlority whose dwn emolumeuts Gannot be. th01lg!lt to be a fae:tor :in line.
dete:eminatim.1 '(;0 be mude. T!1is can be assured by the type of body contemplat~d,. ,Su.cli
a 1Jod~' conlcl aJ.:~o take over the su.pporting s~atiBtical work on cost of living, travel
Du11 8" ~tel"n8 ,m.':!. tl1n like, which is now divided among organizations.

124. The Corr.mifiD:Lo:1 '.\Ould s~rve the further purpos~; in preparing its recol)1Illen4ations,
uf '!J:;,.'inglnrS thJ interosted. :parties togethe:r in joint consultative procedures at a single
level. By holdi.ng hearings at which management and staff would be. hea:rd., i:t coo.ld both
case dir~ct confront.ation between administrations and their staff assoc~ations and
abbrevie;~e the long prooess between the fo:rmulation and eventual adoJ?tion of a proposal.
S11Ch hGt1r inl5'S could first test the analysis of ~he data and. then the 9pecific salary
Pl'0I?O$alIJ thil'G the commission would recommend.

125. ~lhere w('111d. alsp be key f'unctions to perform in the detexminati.on 0+ ·General
Service solal"Hls. The enunc:LR.liion of the bl:l.t:lJ.c principle (e.g" the crit.ex:ion o£the
best prevailing oonditions of servic~ in the locality) is generally oonceded to belong:
to the legislative organ; but recommendations i3.S to any modification of basic c!'iteria
cO'lJld besj; em::mate f'l'UlIl such a cOllllJl1.8sion. Th\;} promulgation of' procudures and
methodolociies in the applicat~on of the basic principle could then fall to the commission.
It ~'Jf)uld a,lso foJ,low f:r-om tho s~milar ftIDe:tion ooncerning Professional salaries that the
con~lBs~on Wffilld have the responsloility for fact-gathering and evaluation of data at
an si'Zabl~ dut,v statinns (wJ.th or without exception) and possibly at any field stations.
IIc&l'ings ~n the commi.,:::sJ,on as to factual findings and the resulting J?ay scal.es would
have the advantaGe, ~ven more than in the case df Professiohal salaries 1 of rEllieving
eXGcuti're heads of a 'time-cons'uning bargaining process. The rates of pay couldei,ther
be promuleated directly ~. the commission or ~ecommend.ed to the executive head concerned.

126. Clo8ely related to salar,y determination J.S the qu~stion o£ allowances. As to those
no,., fixed by the legislatiVG bodies, the commission would make recommendations· under
p~oced.u:res similar .. 0 thosC'! governing Profe.Jsional salaries. _~s to others, the
J?romulgation OJ. rates, af'jjer 8v1:tluatio.l o.Iche data1 would be more consistent with a
tr~e ~o-ordinating role.

~27. It ..,ould. be logical ... l.lr the organ which had the basic responsicbility. for
c.evelop~.ng Ghb r.'3.'ClrlCl of allow<;r,lJ.08s also '\;0 r~gu.Late the conditions <Jf ent~.tlament,

,·:1:3".;her to cash cilm:ances or to other benefits (SUCh as leave).

J.2(j. ~he commissiortn second function would entail development of common grading
et:''1.d'D.:r.ds an,a supervision of the;l..r applica-cion in practice. The significanCe of
gradiLg ho.s alr')ady 'been C4scltssed. .lls ICSAB itself .nas intimated, it requireJ3 a
con,tin1+ing pursuJ.t, :with Aome kind or.' :>.pera'tionaJ. lirik, rathl:lrthan occasional ca11~

o~r an adVisory oodJr 10r progress reports. A'minimum iilnci1ion for a centra]; or.gan wJ.'!fu.
any degr~.e 01' 9perational :r.esponsibility must therefore be the promulgation of sta.ndal~s

in oc.cupatior). gro'l!.p8. oommon to all O!' a numbeJ" or o:rganizat,ions. As to other, :more.
nrecialized ocoupauons, thG least to be sought would be consistenoy 6£ agency gradwg
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dete:rmi.nations with the more general lji:;anda.."(,C1spromulgated. "Here the commission couldbe available to advise each :.organiza1iit>n·.·;· For""greater effectiveness, it could alsoconduct reviews, in. the manner of an audit, ,.,ithin an organization in order to establishthe conformity o:f i.;s grading to the published standards, reporting any departures tothe exeoutive !lead cOllceI'l1ed•.:.·.~1i: ..~S-U3:h~ of development, however, it would not beuseful for a commission to have authority ov~r...individual posts, although on request itcould a.dvise as to any specific' gracling difficulty•. A truly expert body could likewise1.>e invited to 'facilitci::te .the budgetar1' pr?ces~ by certifying td governing bodies theapprcpriateness of givert reclassificati-oiJ.s proposed in the annual or biernial budgetest::J.'1a;GE;:=;"

129. The third. f~ction would .involveestablisron,ent -of recruitment standards, developmentof methods of selection and co":hi'Mnat±on of related functions. Recruitment is asubject into which we envisage no 'more than an initially very limited entry of the .commission. Tl;l.e groWing multiplicity of specializations for which the different agenciesrecruit, the solidified positi~of their long~establishedrecruitment services and theunderstandable desire" of the exe·Ei.u-tive .heads' :for full control oV'er the flow of thislife blood of -their. seriices - aii of.~h~~e:conside~ationswouldmake impractical ~gene::,al S?entralization of: recruitment. .Nevertheless, a start seems necessary, if onlyill order to give support in the actual mamung ef posts. to the .:uIlifying function ofestabl~~lli::pg stan~aras for their classification•. Thus'; t:qe.:.ccimm.i;s~ion,.ceU1d. definesta.ndardsfbr~the recruitment ofju:tlio;t' J?rofessionaJ. ~taff in occupations common to theorganizations; conduct competitiv~ eXaminations' on a regional basis or establish otherselection techniques; maintain rosters from which organizations would fill vacaJfcies;or certify" the qualifications' of c'andidates not already on the rosters. Given an'initial success, a broader cO'l1erage, or greater functions, could gradually oetran.sferred to the commission.

130. The: .recruitmentof GeneraJ. Service staff is a function to be entered upon witheqr'..al .cir6um'spection~'AtdU"liy stations sufficiently large to justify central functions,the commission might serve as a channel for local recruitment. It might also functioneffectively in nO:Q.-loqal recruitment, at least in those regions that are an importantsource for supplyir. J non-resident General fJGrvice staf:f'.
131 •• The .fourth' function wouldinvolveco-ordination of staff training and oareerdeve:lopment.· The 'organizationsin the common system all· agree that the role of aconmiis'sionshould includ.~ certain training responsibilities - for example, fororga.'I1izing special'trairiing facilities and programmes where it is economicallyjustifi~ble to have common facilities. As to training in fields specific to theindividual organizations, the' commission might at most prOVide advice. It might alsoproveiisl;ful·to give the commission a,n inspection function, reporting to executive headsas to the ·aa.equacy of the training programmes within th~ organizations. ,In-service'training and career development , for insttmce, are characteristically int~rnal' to anyim;;titution;'but it seems clear that, if a unified international civil service is togrow up, there should be a source of central 'review and advice, at least of standardsetting, to assure that career development proceeds in that desired ·dir'ecti'on.Thecommission couli!. play such a role.
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132. In any event, determination of precise functions in the training field would be
subject generally to developments in the expanding role of the United Nations Institute
for Training and Research, and more specifically to the possible creation of a Staff
College, which the General Assembly at its twenty-sixth session has approved in
principle.

,4pP£~~t, composition 'and functions of·the proposed intergovernmental civil
~ervi6e commission .

133. As is' evident from the developments that led to the establishment of our Committee
by the General Assembly, we believe that Governments have an abiding interest not only
in the broad principles of personnel administration but in the manner in which they are
applied. Staff costs represent the major part of the budgets of the organizations.
The levels of salaries and aJ.lo'l'lances, how they are determined and what conclitions, a:re

,laid down for entitlement to allowances are therefore of concern to thE! General.Aasemlily.
Furthermore, the Charter has vested in'the General Assembly responsibility for the'
discharge of the functions of the United Nations in regard to the co-ordination of the
policies of the specialized agencies. Inasmuch as muoh of what the" proposed commission
is designed to do falls within the area of co-ordination of the administrative policies
of the common system as a whole, we consider it approp:riate for suoh a body to be set
up as a subs1.diary organ of the General .Assembly.

134 . With' Mr. Hillia , Mr. Hull, Mr. McGough and Mr. Milliez dissenting, we accordingly
recommend that:

'(a) The Geheral Assembly esta.blish a new organ for the regUlation and
co-ordination of the conditi-ons ofaervice of the United Nations cozmnon system, to be
named the Intergovernmental Civil Service Commission;

(b) The colIlffi.ission should consist ofl3 members, appointed by the General ASf!embly,
including a full~time chairman and one or two full-time members, if the Gel1eral Assembly
deems this additional membership necessary;

(c) The members of the commission should be selected on the basis of broad
geographical representation, personal qualifications and. experience in national or
international administration. ,They should be appointed for a term of four years,
provided, however, that in the first selection, six of the members should be appoiniied
for a term of two years. They shoUld not be eligible for appointmen~ to the Secretariats
of the organizations within four years after cODlJ?letion of their tems;

,(d) The commission should be responsible for the formulation of recommendations
to the General Assembly on the salaries of staff members in the Professional and
higher categories, on allowances and benefits and on the conditions of entitlement
thereto. ,It should devel~p grading standards for the; United Nations common system
as a 'loThole and supervise' their application, establish standards of recruitment and
co-ordinate staff training and career development, securing for the organizations of
the United' Nations family staff of the highest standards of efficiency, competence' and.
integrity, due regard being paid in the recruitment. of staff to the principle of
e~uitable geographical distribution;
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(e) The eonnnission may invite the clUef administrat2..ve officers of the
organizations in the common system or their representatives and represent,atives of the
staff associations to present their vie'Ws"Bnd assis-t H in its deliberations;

(f) The seat of the commission should be .Geneva. The commission, howev~r, lIIa\Vt
meet aii an~ther headquarters of an organization in the United Nations oommon system
whenever ,it considers it desirable;

(g) The coiJrinission should hatrean appropriate staff assignEl.d to it;

(h) The commission should jubmit to the General Assembly. an. annual report on
its work.

135. As regards the composition of the new commission, we recommend that the 13 members
should be selected as follows: one member from each of the States that are pe:rmanent
members.of the Security Council, two" .members from State,s in Africa, two from Asia., one
from eastern Europe, two from Latin America and one from· States in wes:t;ern Europe and
others. The Chairman should be a national of any State other than those:t;hat are
permanent members.of the Security Council.

136., 'Webelieve that the proposed commission would bring about a substantial impro'V'e"
ment in the .tunctiomng,:.,of the Qommon system. 'The commission wouid replace 'a. number
of existing ;Lnteragency organs of 9Q~o-:rdinatio1?-. We have in mind,: fir~t the
independellt bodies established by ACC to advise it on conditions ofservioe, namely',
t.he lnte;mli.ti,onal Civil Service Advisory :Board (ICSAB) and the ExpertCbinniittee on
Post Adjustments (J11CPA), and, second, the Consultative Committee on Administrative

. QUestions (CCAQ); tmich, as already noted, assists ACC in the discharge of its
responsibi].itiesfor co-ordination of policies and practices at the intersecretariat
level. In ,Mdl.-tionJthe, c.ommission wOu.1d assume,resPonsibility for certain rate
fixi.n€; functions, . such, as General Service sala.;r.ies .at offices out1:'lidethe headquarters
loeationsand 'rates of travel subsistence allowance f which are at present s1ia:i:'ed
between theUnitfild Nations, U'NDP md WHO.

1~7·The.four dissanting meml:!ers shareourconcl'Usion that there. is an urgent need for
a civil service connnission, but. differ from us, ,in regard to the assessment of its
~~(ltions .and powers. They conceive the 'commission as a body of essentially ,
~tiJJriistrative, functions which, .by. their nature, do rwt fal~,,'Iithin the jurisdiction
of the General Assembly or of the deliberative organs of the .specialized S86ncies.
Such matters as collection and evaluation or.data· relevant to proposal s on pat
adju:stments, issuance of rules in, implementation of policy decisions, settiDg of
recruitment standards, classifica.tion of posts and co-ordination of training invariably
coiD:~' -Within the purview of administrative, rather than legislative, authorities. It
woUia, therefore, not be desirable, they maintain~ to establish,..the commission a.s yet
another s\1bsid~arYorga.n,o:f'the Genera1 Assembly concerned wit~ administrative and
budgetary ;functions. In addition, since the ;PQW'~rs to be cont'erred upon the oommission
would,. tor most organizati:ons, have to be transferred from the executive heads, they
doubt whether such transfer 'would be made by the organiza.tionsto an organ in the
establishment of, which they 1010u1.d ~ve had no role to play. Accordingly, they favour

'. a 'colcinission of a tripa.rtite composition, along the lines of the Joint Staff Pension
:Bo~d, or of independent experts or of experts designated by both Governments and
executive heads.



Chapte:r.' III31/

TEE SALARY SYST~I FOR STAFF IN THE
PROFESSIONAL AND HIGHER CATEGORIES

Guiding principle

138. The General Assembly resolution 'vThich established the Special Committee states
that the General Assem'bly "Tas "convinced that the J{oblemaire principle "Thioh has been
the basis of' the interw:>,tional salary system has led to a number of' serious anomalies
in its contemporary application".

139· This principle says in effect that since there should be no difference in sale..!'Y
on the grounds of nationality, the conditions of service of the inter.national staff
must be such as to attract citizens of the cOl.'utry ''1ith the highest pay levels.

140. In applying this principle, account is taken of the relative costs of living at
the various duty stations. The salaries established under the basic prin~ipl.e- are thus
subject to variation, in accordance with the policy adopted in 1957, by the addition or
deduction of an appropriate amount of post adjustment, vrl1ich is designed to ensure as
far as possible that such salaries represent the same value, in terms of purchasing
power, at all of'fices o

141. It is this combined application of .the Noblemaire principle, 1,'1ith i t\s built-in
expatriation factor in the base scales~ arid of the post adjustment sysi;;em, 1,'1hich has
occasioned most of the anomalies in the salary system which are referred to in the
resolution. The criticisms run as follows: 32/

31/~. Hillis, Mr. Mariko, Mr. McGough and Mr. Milliez disagree with the ana1.ysis
in this chapter and consequently with the conclusions of the majority. Their views are
set out in their dissenting statement annexed to the report.

32/ Fo:r details, see report of the International Civil Service Advisory :Board
(A/C.5!1240), report of the Advisory Committee on Administrative and Budgetary
Questions (A/800B/Add. 3); report of the Fifth Committee (A/8099 , para. 61); - and
provisional summary records of the meetings of the Fifth Committee (A/C.5/SR.1383-1404).
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(a) United Nations base salaries are fixed by reference to the salaries of the
highest national dvil service (that of the United States of America) and are therefore
deemed to be adequa1.e to attra~t staff from all countries. But since these are fixed
with reference to the ba~e city (Geneva) they are augmented at Nevr York. by post
adjustment. . As a result, basic remuneration (base salary plus post ad,justment) at
New York is more than sufficient to attract staff of all nationalities (including the
United States of America);

(b) Geneva, like nearly all duty stations, has a lOvrer cost-of-living than
New York. A salary fixed by reference to United States salaries is therefore worth
more in Geneva (and in most other duty stations) in purchasing power than at New York;

(c) Since salaries at any post are the same for all nationalities, an American
serving in New 1o~k receives the same basic remuneration as a non-American, although
the salary already contains a compensation for expatriation. But if he moves from
~e~ York to a d~ty station abroad where the cost of living is lower, his remuneration
(in money terms) is less than in New York. The same applie~ to say a Frenchman working
at UNESCO head,!uarters in Paris, or an Italian working at FAO headquarters in Rome;

td) The application of the principle links t.he ?-nternational salary system
directly to,that of a single country, viz. the United States of America. This is
considered questionable in principle, and means in practice that salaries are more
than is sufficient to attract and retain the great majority of professional staff;

(e) !-l:oreover, the linkage of the two systems for salary determination would be
more appropriate if the comparison of United Nations with United States grades were
based on comparative job evaluation.

142. Among the views on the salary system we received in the course of our inquiry
ewere several specific comments on the Noblemaire principle and possible alternatives to
it. These are given in paragraphs 1-12 of appendix A to this chapter. In our seaL'ch for
new basic principles or criteria we considered the various comments received and the
criticisms described in.paragraph 4 seeking a methodology for establishing and periodically
updating the United Nations salary scales in a manner which would be fair to the three
parties concerned: the Hember States, the administrations and the staff. At no stage
was any member of the Committee in favour of change for the sake of change, but we
were througho.ut conscious of the views expres.sed by Member States and the executive
heads and other senior officials of the United Nations, its specialized agencies and
the IAEA, who were good enough to appear before us. We have also been conscious of
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(a) To abandon the Noblemaire principle altogether and to int:roduce insteada.
method for future' ~djustments of the salary scales as approved by the General Assembly
with effect frum 1 July 1971 (France)!i

(b) To -rep::' ace the Nob:l;emaire principle by tht:: averaging principle (Federal
Republic of Germany, Japan, United States and the Director General of !.AEA.);

(c) To entablish tV{') regional salary scales, a European and·North American;

(d) To modify the method of applying the Noblemaire prinoiple' (Japan, ACC).

144 •. As to the first proposal, in the light. of' the need to pret~erve the universal
oharact el.' of international ox-ganizations we did, not see any w~··of abandoning en'liirely
the Noblemaire principle 'without first formulat;ing an alter.nativeponcept which would
ensure recruitment of personnel from all oountries incl1lding the hi'ghest paying. The
prop9sal to sever the link between the Uniteil Na:tions ;;aJ.aries and those of any
particular national 9ivil service, and, to use the present salary soales as a basi,s
for future' adjustments, avoids the issue of propqunding a new principle. , This, in
fact, was the way the issue of principle was resolved by the Salary Review Committee
of 1956. With a slight modification at the senior grades, it left thesala.:r;y: sc~es
unchanged and proVided a method 'for future adjustments. But this approach seems to
us to be insufficient a response to the criticism of the present arrangement13. ,:tn
addition, by maintaining the present scales and mer.ely revising them upwa;rd, from
time to time, to protect international civil .servants against the effect~ 9!aost-of
liVing variations and to enable them to share·~in t~e rise of standards of living, we
might pe.rpetuate and even compound the existing ~omalies. In the last analysis,
there must be a basic principle to govern the fixing .of interna~iqnal salari'es, a
yardstick againd which to measure the adequaoy of such salarie13 in relation, to
outside practice... AI.thOUgh we recognize the difficulty of' determining which outside
practice is relevant, we do not believe that it would be de,sirable to allow the
iriternational salaries to float independently of' outside pay systems.

the human factor - the natural conce~n,of staff and the Administrat.ions about
emolument~ and the· need for personnal to maintain a standard of living appropriate t9
their standing in. a period of global inflation, and at a time of yery considerable
financial 'l,lncertAinty arising out of a flUJ-d international nLol1etary situation.

143. In summary,we considered four main, proposals relating to the basic principle
for the determination of international salaries:

•
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145. As the concept ol: introducing the averaging principle was also put forward by the
Governments of the ~deral Republic of Germany, Japan, the Unitea. States and 'by- the
Director-General of the IAEA., we examined it in corisiderabla detail. It seem>-;ld to ,us
to offer an attractive alternative to the Noblemaire priIlc~llle; first,beCausl9' it
would dissociate the United Nations salary system from that of a single Government;
second, becau~e it !~o~ld,reflect more acc~rat~ly the greater share of Eurora, in the
work of the international organizations both ,in terms of the number of natio!le..ls :serving
in them and ,".1 trms of the number of staff assigned to offices on that 'contin'e...'1t~ With
this in mixl': ~:e :90mmissioned ,an independent survey of the e::alaries, allowances and
benefit.s.o:(' government E!mploy'~es.working in tl:J,e sayen h~adquarters countries, and those
working in the field on bilat~ral,technical assistance p~ogrammes to evaluate inter alia
the emoluments of the United Nations in relation to ~hose of host countries of the
organizations in the common system.

146. The consultan'c 's survey revealed that the emoluments of the Unitec'l'Nations staff
assigne(\. to dui;y, statiop.s in Europe, are twice as hig];l, and S0metimes even th;'ee or four
times higher than the e.i'Uoluments received by officers of grades deemed comparab.le in
nation~~civ~l,sE?rvices in the five European headquarters countries. One reason we
abcmdoned the averagingprincipie was because the' resuitant figures for the, base salary
scales would:- .have been too low, ,~ven if we averaged the single highest paying European
nat.:iQI.lal salary and the Unite,CL Sta'tes :federal pay; We recognized th'3.t changes of this
magnitude would impose hardsliip, on staf~. Another significant factor which emerged and
influenc€!<1.our decision was the difficul-cy of establishing points of comparison between
the United Nations salary scales and those of the five Eul.'opean headquarters countries:,
all of w,hich have career-ori~nted serVices, whereas the United Nations organizations are
job-oriented as is the United States Federal Service. We therefore, reluctantly
rejeci{e1 thepos~ibility of formulating this alternative to the Noblemaire principle.

147. We then considered a proposal put forward by Mr. Bello, . Mr.Chmvaniec and
Mr. Koulazhavlkovun!l'er wlllch a dual scale' of salaries would replace the p:r-esentsingle
scale. One sqa,le would be geared to EUropean rates, d.efined in terms o;f' a ,European
currency (e. g. S\vissfranDs), and applied to all staff of the UnitedNations
orianizations, e:x:cept tho~~ who were· a:ssigned to" duty'~tations in North Ame:::ica.. TIle
other scale .would be:geared to North American rates', eJl.-pressed in United Stat'3s dollars
and applied to all. staff working at 'the United Nations Headquarters, ICAO Heaq.quarters
and at vlashington,D.C.· In: its broad outiine, th~ dual salary system also envisaged.
the: possibility of dispensingwithpo~tadjustments altogether jr of applying a dua~
system of pos;; adjustm~nts. As ,in tha case oftheaverag;ingprihciple, most of 11S

believe that the dual salary By-stein. concept may be difficult. tQ apply bilt: it ha.s not
been worked out in detail. :rn addition, it -may raise questions of· possible
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inconsistency with the basic concept of a unified international civil service embodiedin the ~narter. Some of us consider that the question of the possible adoption ofregional salary systems should be transmitted to the proposed intergovernmental civilservice commission for further study and preparation of the appropriate recommendation.
148. In examining alternative methods of modir,ying the present application of theNoblemaire principle, that of Japan seemed to us to involve a single comparisonbetween United Nations and United States salaries, inasmuch as the United St~tessalaries arc the same at all duty stations, whether at home or abroad, the differentiationbeing made not in salary but in allowances. A weighted geometric average of the resultsobtained from a comparison of United Nations and United States· salaries at allheadquarters locations would therefore not meet the eentral point of criticism of thepresent practice~ which was that the fixing of United Nations salaries by reference tothe United States salaries combined with the application of post adjustmants to thosesalaries produced rates of pay in excess of what was necessary to a.ttract staff from· allcountries of the 1'1orld. bf-r. Ch'ib;:t notes that thp. proposal of Japan involved making acomparison between lTnited Nations and United states salaries by aggregating thedifference in presumed United States salaries after application of the income ,tax ratesof the l1eadquarters countries and the difference resulting fro1l't different post adjustmentclassifications in the United Nations total net remuneration in these same countries.

149. Instead, a central concept in the ACC proposals seemed to most of us to provideanother fruitful line of inquiry. They pointed out that: "Conditions in 1946 anlltoday differ in one very important respect from conditions in 1920, when the rlo-olemaireprinciple was established. At that time, the headquarters of the League was outsidethe highest paid country; today the headquarters of the largest- organization is insidethe highest paid country. Ih the view of the executive heads, the anomalies of thesalary system spring from a failure to appreciate sufficiently the effect of thisdifference and, in particular, a failure to distinguish SUfficiently between base p~and over-all remuneration." They also indicated as their considered view that
"Ca} the appropriate "oase for the-post adjustment system could be decidedindependently of the ~~uestion of the base scales; and

Cb) in principle, at the base city, as elseWhere, the base salary scale neednot by itself suffice to attract staff from all parts of the world. In so faras the base scale did not suffice, allowances would be added I! •

150. All members were certainly conscious that the United J'lation$ salary linkage withthat of the bighest paying country and the presence of the main United Nations,.. headquarters in the most expensive city of the same country is a major cause of ma.ny ofthe present difficulties. All but one member agreed that at present there is no readyalternative to the Noblemaire principle which would have fewer anomalies. Nevertheless,
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I we felt that 'it· is necessary to introduce a modification in its application by which
total United Nations, emoluments are compared with the level of the highest paying
countr,y. The approa~h suggested by ACe in.149 {b) above s.llOu1d be applied to' the
evolution of a base salar,y scale related to the base city.

131. ~~e essence of .the ACC proposal is that the United Nations basic ~Qlijments

should first be fixed in relation to the United States Federal pay.scales,<'With a base
cit;y in the trnited S'tates.·For thls th~y li:rq,ggested Washington. ,~thPJ:r '-yiew,
'ho-welr er.Qen'9V8, ShdUld,ist~Jl remain the base c~ty for the calcti.lat~on,ot ,he
UnitedNa~l.ons s·C',,:Lary scale ·to which an allowance would be added, ,to b,rmg :al.otl'G"the
basic emoluments considered ,suitab::'e forWaS~lmgton. In effect'this means applying the
test of recruitment' for personnel from ,the highest pay in, a count:ry in the capital city
of 'that C01J!ltry. In the opinion of t:p.e ACC the basic Un;i.ted Nations ~m9~umet:J.ts should
be ,somewhat abpv~ the United St~tes pay scales, ar~d that by appropriate ,r~~uction for
'thelower·cos-G of living in Geneva a ,United. Nations net pay scalewoul9. emerg~ in, Geneva
som~what lower than the Uniteu States federal pa;y.• , Washmgton was given"preference, as
the United Statesbas~ city because New York w~s c0!lsidered too expensive.

152. In examini+lg the,A0C proposal we concluded tha,t, it m~ght perp,aps be .r.a~her,-too

limiteo. in scope to,provide a satisfactory solution. IJ::t 8IlY' case,. even~s have·overtaken
the main pro...mise in the proposal. There are three majn reasons for our conclusl.on:

-Ca) lJlhe~ealignme!ftof the ,wrld currencies, that t<?9k place after ACe, had p~t
f9:rwax'd.;.i:1,S proP9sal. ha~! bJ:'9ught the cost of living in Gen.eva, ?os measured by the' index
of llQ'$t:;,aclj'q.~tm~:q.tl,.t.othe level o.f j;hat in \vashington. ·::There,':would,thus h!=l nu
all,V~t:agEl·,;ip.-:gp.po.~:w.g W1?-s1.li,..'1.gton as apoint ,of :r:efer.ence ior est'a~lfs'hing))'rd..ted ~ations
sala.ry scal,8:.s, 'i;n~mu{};h a.~:_t:here wopJ..q.:now,he~o,:dijfer.el1p§l in::the cost: o,:(living:'~y
which ,tp;::reduce t.hp.ID f'n,""applic.3.t;j.on in Genev~:and elsewhere. i,n' the common ..~ystem,.

,(.b) If thE!: .un;i.t.8:.a. l;ita;tes !3'alaries are t<? b!3'.'I;l~ep., as, an i.'YJ.dicator. of what, level
of<:pay.:.is nee9.§d ·t<;l,.at'j:;r~ct United States nati~na:~s! to work. in the United Nations in
their' o~ .COUl'l'l;ry, ..t~e appropriate pojnt· of reff?reJ:'!.ce. shquld be New York, where they are
to be,: em.ploY'edrath!3T than Washington.

(c) It is not necessary to establish the Unite~ Nation~' salary scales above, or
on a par With, those of the United States to attract United States nationals to work
for the United ·Nations. Thepol;lt adjustment has become an integral part of the
United Nations PaY, system. It must therefore be included in any pay comparison,.
'Furthermore, given the relatively low percentage of U~ited States nationals on the staff
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of the organizations (14.3 per cent), as compared to the percentage of nationals fromEuropean countries (8.2 and 47.2 per cent~ respectively for Eastern and Western Europe),we believe that some ~ccount should be taken of salaries prevailing in Europe.

153. ;Having thus explored the various alternatives to the present system, we have cometo the following conclusions:
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.. • (a) In accordance ,.,Uh the concept of a unified internatir,nal civil serviceembodied in the Charter, the staff recruited for international service should be subjectto a single salary scale applied universally;

(b) The single salary scale should be establIshed on the basis of relevantnational practice so as to ensure that an outs~de point of reference is used for periodicpay adjustments;

(c) By reason of its job-oriented nature, extensiVE claS8ification'system andlong relationsl1ip 'rith the United Nations sala.ry system, the federal ciVil service ofthe ,United States provides at present the only acceptable roint of reference.forUn]'tedNations E.1alary detenninations;

(d) Since the overWhelming najority of the staf:f members recruited forinternational'seririce are expatriate, and all o:f them are liable to be assigned to anyof the o:ffices or activities o:f the Organization, their basic remuneration, that is,salary as adjusted for cost of living variations, should be established at d levelsomewhat above that of the United St'ates federal civil service for comparable work.
Base of the system

154. As already noted in paragraph 141 ab~ve, much of the recent criticism> of theUnited Nations salary system was directed against the effect o:f using Geneva as thebase of the system. This is also reflected in the resolution establishing ourCommittee, paragraph 2(b) of which specifically refers to 'tllebase of the s;rstem a:3 oneof the issues' to ,be revievled. We considered the :four views on the question 'of thebase subm.itted to us by governments in response to thei11vitationcontamed irl theresolution. A detailed summary cf the points examined. is given in paragra.phs 13-19of anpendix A to this chapter.

1:;5. It follows from our conclusions (para. 152) on the prinCiple governing thesalary systen that we are not in favour vf continuingthepresentpra,ctice. under whichGeneva. is the base of t'1e system. It seems to us that the central factor is . '...undoubtedly that we have to have a base of the system in the sallle' count ,,9" used <f"or thedetermination of the salA.ry scale, i.e. Unit~d sta,tes. Therefore, ,-re recommend ,thatthe base of the United Nations salary system should be moved to New Yo~k for thereasons ~iven below:
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(a) It is the headquarters of the United :H9-tj,ons and houses a large
s~Bment of staff in the 0omnion system. .

(b) 'Unlike 1tlashington it has more than enough staf to provide e. sound
basis for statistical comparisons for cost-of-living.

(c) If the relationship of basic. remuneration to United States pay
scales is sufficient,ifi New York, the operation of the post
adjustment system will make the basic,remuneration sufficient
at all other locations.

(d) The prevailing currency is the currency on vThich all United. Nations
emol~~ents are based.

(e) Our proposal will not involve any significant increase in the number
of dutY'stations where a minussalar,y differential is applicable.

156" ~1r< Mil.Liez considers that the statement made in paragraph 155,
1i>1l.bparagraph '(c), fails to take account of thE' fact that the Unded S-tati:is Government,
in order to induce ilis Federal civil servants to serve on secondment to'United Nations
bodies outside tlle United States' ef America, finds H necessar,y to pay them speci!'l-l
allowances under Public Law 91 - 175, representing ,up to 40 per cent of sa:tary.

y

le

157. Mr. Ruil p.ote.s that su9h su;pplemente are noli payable while an official is
elll.plbyed in an international organization, but only if and when he leaves the
int~rnatiortal orgw.ization and -returnB to 'his government agency. The sizeo:t the
payment is limited in all cases to the emoluments that .American government officials
receive when abroad on official assignment, including qu.arters allo:w.ance, education
allowance and hardship differential.

l58.trnder th.e present ID{;j'thqd. of.' tleterrnining ,salaries for staff in 'the 'P-rbt-etfsional
and higherca~egor~es·by J;'ef'erence ~o United States salaries, con.1]?ariaons aTe
mad~betweehthe aggregate qf three elements o:f remuneration en the United Nations
side and .)neeiement on the 'United States side. Tb..: three Ulii1;ied Nations 'elements
a~e (a) salary, Cb) post a4justment .a!).d(c) lSpouse allowance. The one ,United States
element is salary. Post adjustment is included in the comparison because it has,
in effect, become' an integral part of the United Nations' basic renni.."ieration:

,1.all Prof~ssio'rlal and .h:Lghe:t.· levE:l.statf' 'assigned to 'Geneva, 'l;1:).e base 'city~ and,
for that.matter, t,o practically all 'of the majo;r:- duty ~ta;tions~ nm'1 rec.eivea
post adjustment. Spouse .allo1-tance is i::h?l~d.ed bec9-use tt~orresponds to the tax
benefit in respect of a spouse unde:r- the United 'states system.

159. The three elements of United Nations basic remuneration differ~ h01tleVer,
from 'each other in tw'o respects. First, salar,y is expressed in terms of gross,
whereas :post· adjustment and spouse allow'ance are net amounts. 'Secorid, salary in

. :~
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its gross amount ics fully pensionable, whereas only a part of the post adjustmentm!3Y become pensi..o:tlable, and usually only for Ii short period. Spouse allowan",e i.snot pensio~bl:e=. The present method of' establishing United Natiolls ,salaries onthe basis of United States salaries thus prGsents problems 0:f comparabiJ,ity.

160. The post adjustment is added to, or ded11.cted from, salary in aJllounts relate;d to, thenet salary for each step of ea.ch grade. The rates of post ad,justment (s~e apuendJx :g)whic:n have also been in effect from 1 July 1971, represent approximately 4.6 '''pm' centof net salary for each 5 per cent cost-of-living difference at the P-l level andsmaller percentages at the hicher levels; at t'he D-2 level the post adj:,<"'tmentis approximately 4 per cent of net salaJ:'Y'. Each duty station is classified
accqrding to its COf!t of liVing in relation to that of Geneva, the base city,inJanuary'l969,whicbis taken as 100 fOr the pur,pcse of the post adjustment system.Thus, 'as of Janu,r,r 1972, New York was in class 8 und>3rthe post adjustmentclassif~cation, meaning that the cost· of 'living in New York was then about 40 ;per centhigher than 'that of Geneva in' January 1969~ 'During the same three....yeai?p~riod,thecoat of liVing in Geneva changed both as a' resUlt of price rises and ,in cOnS,equenceof the recent realignment of currencies, so that in January 1972 Gene"Ja was inclass 5 of post adjustment.

161. Mr. Chiba, Mr. Chowaniec and Mr. Kcmlazhenkov note in this connerlon thatN!=w York was placed in cla.ss 8 of the post adjustment classification .with ef,fect from 1 July 1971 althoug,.l)., in accordancE: with the index of theUnited !'Iations statistical service, NewYo1?k should have been in clasa7 ..,n that date.This} in their opinion, points Qut the existing defects in the. operation of thepost adjustm8..1t system.

162. For the purpose of our immedib:l;e discussiou of' the present method ofcQmparingUnited Nations basic remuneratio~with United StateS', salary, it should suffice tonote that the depe~dency allowance for a spouse of a staff member in the· Professionaland higher categories is $400 per year.

163. ,We decided that in order to make the comparisons more meaningful in te:,rmsoftake-home pay, the amounts' compared should continue to be calpulated ona<netbasis.The United Nations net sale,ry is obtained by applying to the gross salary-theappropriate rate of staff assessment, which is the Uniteo Nations equivalent ofinoOIne- tax" The United States net salary is calculated by applying the appropriate rate. ofincome tax and by using the standard deductions available to a marr:, ed United .States:federal employee under the income tax provisions. Since comparisons are made withthe aalary oia United States federal employee working in New YO:'i'k, the income taxapplied includes federal, state and cityincame taxes. This method 01' comparingUnited Nations and United States p~ avoids serious distortions that would arise ifgross salaries were used, because the rates oistaff assessment and of income tax arenot the same; nor are they revised on the same date. Even so , it still producesonly an approximation of take-home pay~ because, unlike the staff assessment, whichis applied unifonnly, the income tax provides for a range of deductions that enableindividual employees to meet their particular circumstances.
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161~. Fin~lly,. the method 0f comparison now in effect requires linking certain grades
in the United Nations salary structure with corresponding grades in the United states
scheduJ,e. .Tne·linkage. points: :W!'lre originally selected, not on the 1:.'asis of equating
a grade in. one. system, with a gra.de. in the other by evaluating the jobs at those
grades but on the basis of a broad assessment of the entry and top grades in the
two systeJllS. 4efi,nll1g ·t;heir re~peqtive career spans and of the equivalent grades in
between•. The i'act that in tt.e United Nations salary strlJ.cture there are only seven
grades and that in t~e United States there are twelve has further complicated the
selectionbf the specific linkage. points.

165. In eonsid~ring:what the level of United. Nations basic remuneratiC'n should be
in relation.to United States pay scales, we examined the relationsr.dps that resulted.
f.:pom the last review of the United Nations ealary system. The 1956 Salary Revi!3w

Committee, we .found,· had ;reconunended that no change should be made in base salary,
'except ;for an incr.ease at a Director (D-2r and Under SecretarY level. However,
the introduction of the new. system of post adjustments resulted in pay increase
in most major duty'stati,o.ns, including Ne.'l York. The'ratios to United States sca+es
of pay were increased in N~w York as shown in the table below:
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COMP.jlRISO~ OF UNITED NATIONS NET REMUNERATION (EXISTING AND .AS PROPOSED
BY THE 1956 SALARY REVIEW COMMI!l']EE) IN NEW YOBK WITH UNITED

STATES CIVIL SERVICE .NET REMt1.NERATION IN mM YOBK FOR
MARRIED STAFF WITH NO DE.l.J.EN.DENT CHILDREN BY TRADITIONAL

GRADE MATCHING

(1 Januar,y 1956)

(in US dollars)

Level and step US Civil UNITED NATIONS
Service .Existing Proposed

US GS-7 step 1)
UN P-l step 1) 3,920 4,.140 4,5.50.

(100) (105.·6) (116.1)

US GS-12 step. 1~
UN P-3 step 5 6,292 7,645 8,100

(100) (121.5) (128.7)

.

US GS-14 step J ~
.UN P-4 step 5 8,371 9,101 9,625

(100) (108.7) (115.0)

US GS-15 step 1)
UN P-5 step 1) 9,284 9,586 10,250

(100) (103.3) (110.4)

IUS GS-16 step 1 j
UN D-l step 1 10,185 10,798 11,625

I
(100) (106.0) (114.1)

US GS-IS ~
UN D-2 maximum 12,090 12,900 14,300

(100) (106.7) (118.3)
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16h. The oombination of automatic increases in post adjustments, and successive base
salary increases agreed upon.by the United Nations General Assembly for application
from 1962, 1966, 1969 and 1971, has resulted in increasing sub$tantially the tnargin of
United Nations emoluments over Uni ted States salary leveis. From margins in 1956
ranging from 10.4 to 28.7, we 'found that by'July 1971 they were between 27.2 per cent
and 44.1 per cent above corresponding United States net federal p~ in New York.
Consequent upon an increase in United States federal pay scales from 1 Januar,y 1972, the
United Nations net emoluments now stand at a figure which ranges from 18.6 per cent to
:;5.2 per cent above comparable net United States federal pay in New York. 'Phe exaei
position is given in the t.~hle below:

Relationship between United Nations basic remW\l~rp.tio1ljl: in HEllV' Iork
and United states sal in New Yor 's 0:1' ~ JM-uary ],972

, For a married, officiaJ..w:Jl1ih no ohildren)

Grades linked United.Nations basic r~xny.n2ration (net) United
.(~,United Uni,ted .~ Spouse States 'Ratio

Nations States Salary Ad,justment Allowance 9!otal sMary 1QQ

$ $ ,$ -r
P-1/1 GB-:-7/1 7,258 2,592 400 10,250 ,7,795 131·5 (J39.6)33!...
p-3/5 GS-12/1 12,597 4, ~;16 400 17,413 12,878 135. '2 (144.1)

p-4/S G8-14/1 l,5,03~ 5,208 400 20,642 16,765 123·1 (130.7)

P-5/1 GS-15/1 16,555 5,688 400 22,64~ 18,917 119· 7 (127.3)

D-1/1 GS-16/1 18,600 6,,2:40 400 25,240 21,276 118.6 (127.2)

D-2/4 GB-IS 23,146 '1',416 400 30 ,962 24,675 125.5 (127·4)

The United Nations (Geneva)/rrnited States (New York) ratios for the same grades and
steps for 1 J:anuary 1972 are 119,.0. 122.4, 111.5, 108:4, 107.6 and 114.2 to 100,
respectively.

167 • It' is 'this sub'stantiaJ.' margin 'o-f'.oUn-i-ted· Nations remuneration over United, States
salary that has been one of the main targets of criticism of the existing method of
d.etermining the salaries for the Un:i,. ted Na~ions common system, a criticism mo st of us
share. ,We recognize that the f.igures representing the relationship between the two
sa.lary systems are no more than a guide. 'The comparison is clearly not complete,
fir'at, becaus~"'the-';Un±i;~d 'Nations staff: -consists Clverwhelmingly of, persons working.
,aw~ from their home country, whereas the United States employees work in this home
country, and, second, because the elements of pay compared differ in nature.
Nevertheless, most of us think that, even allowing for these differences, the present
total remuneration of United Nations staff; both at Ne~'York and elsewhere, is too
high in "relation to ~he salary of theh:i:ghestpaid· na:tional ci·v-il. service.

168, The tables in paragraphs 165 and 166 provide useful information on past and
present ratios of United Nations basic remuneration to United States net pay scales.
In our search for a method of comparison of United Nations/United States scales, we

33/ The figures in parenthesis represent the ratios re suI ting from the increase
on 1 July 1971.
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oonsidered the suggestion of some members that the most valid statistical methodwould be to apply an average of all United Nations grade levels weighted by the numberof personnel in eaoh' grade. This resulted in a weighted average of 118.2 per centof United sta~es p~ levels when ~aloulated for the 195~ Cd~ttee reoommendations,as shown in"paragraph 156. We also considered using a weighted average of grades P-3.P-4 an~ P-S; in whioh the b'Ulk of all employees are found. However, there is nooomparable weighting available for the United'States ~ades in i956 which would beessential to make fair comparisons. In the view of mo~t members this procedurewould also imply a degree of precision to what most members felt sho'Uld only be agu.id~ - a kind of wa:rn.ing light - ./Jhat would indicate when it would be appropriate,for the General Assembly to oonsider base salary increases. This led most of us tothe conolusion that thd only practical method was to select one grade. We t.p.ereforedecided that P-4 was the most appropriate level to use as it contains thehignestpe~centage of professional staff in New York and one quarter of all personnel in thecommon' system.

169. In paragraphs 1~2 to 187 we have examined in detail a proposal to develop newmatching points. As we did not have adequate data to develop accurately newcomparisons, we decided to recommend the continued use of the so called "traditionalmatching points" r61ating levels of Uni"lied Nations and United states grades!According to this matching, United Nations grade P4!S is equated with GB-14!1.However, some of us consider that the traditional method of comparison understatesthe excese of United Nations remuneration'over Uni~ed States salary as a result of themanner in which the two pay systems are linked. In partioular, it seems unrealisticto link the top step of D-2 with the top grade of the United States scale (GB-18),given the very substantial duties and responsibilities attaching to posl~ions of. thelatter and the rather low percentage of such' positions as compared to that of 1>-2.
170. There was a wide divergenc~ in approach among members on the extent to whichUnited Nations basic remuneration should be above the ceilings of United States federalpay. Some members considered that for New York at grade p-4!5 a United Nations!United states margin of 105 would be adequate; others held that 118 to 12, was morereali~tic, and one member reserved his position on the basis that no comparis~ns ~efeasible with any national se~vice. Despite prolonged efforts t9 arrive atunanimitytit was not possible to reconcile all the conflicting views. Ultimately,we decided that the United Nations/United States ratio for New York should notexceed 115 with three members holding that the ratio should be 118 and one membermaintaining that no comparisons could properly be made with the United Statesfederal scales. This decisio~ was also taken bec~use many me~bers saw no reasonand received no' ,convincing data to show ,why the margin over United States salariespaid in New York needed to be increased beyond margins deemed suitable by ourpredecessor committee, even though the General Assembly in 1957 increased this ratioto 119:2 at New York.
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171. Present 'F0:fessional salary scales assume that 'members are subject to transfm'
and are expatriate. Yet more than half ha~'e never served at iIlore than one duty
stati'on and. 10.4 per cent are seJ.~ving in their own country. Therefore, we considered
dividing present salary into a base salary and an ii1teJ."!lational service al~bwance;
the latt'er to be paid to all staff and to be reduced graduallY' after five years if
the employee wa'S not transferred. We first' examined thp. possibility that the United
Nations basic emol~ents, if s'et at 115 of United States federal pay, could be
divided into uhree elements: base pay 15 per cent, an Interna'tional SerVice AllOwance
of 15 ~er c~nt to cover both mooility and expatriation, and 25 per cent to cover post
adjustment in New York. This would keep to a,minimU1n the number of places where minus
pos~ adjustments need to be applied.

172. Our 'Views evolved during the discussion. We dropped the mobility concept because
of poten'tial inequirty to employees who for varil '!::,3 reasons could net be transferred
even though they may desire it, This led us to vonsider a base salary of 85 per Gent
of United States pay scales, with an expatriation allowance of 5 per cent - the balance
up to 115 being covered by the post adjustment. 'While the idea appealed to many members,
we abandoned it because it would itself create an anomaly. The largest number of
empl'oyees representing the highest proportion of non-expatriates would be denied Slich
an allowance in New York; thus staff .from ·the highest paying national service would
receive less than staff from lower paying countries • Therefore , we finally· dea:ided
that there was no satisfactory alternative to continuing to pay the same basic
remuneration to all professional staff.

..

173. It was clear to us that, at the time the ratio of 115 was reached at Ne'W York,
the United Nations basic pay scale for P.4, step 5, would be below its present level
of 89~T-per cent of United States net federal pay and that, therefore, it 'Would be
better to provide a range within which the relationship should be maintained. In
order ·to allow for greater flexibility in implementing this formula ~inpractice, and

'·hi recognition of the fact that the present ratio of United Nations remune'I'ation
to United States salary levels differs at different grades, we have decided to
recommend that the base salary itself should range from 75 to ,85 per cent of United
States pay levels. In taking this decision we were also influenced by ilhe need to
ensure tha:t the resultant post adjustment element should· be large enough to reduce
to amihimtun the number of duty stations with a minus post adjustment.



~S,

•

174. In summary, we make the follo-'\orinp, recommendations:

(i) The salary scales approved by General Assembly resolution 2742 (XXV) of17 December 1970 for application with effect from 1 July 1971 should remainunchanged until the ratio of United Nations basic remuneration in New York at r-4,step V, to United States salary in New York, at GS-14, step 1, now at 123.1, hasdropped below 115, or until 1 January 1975, whichever is earlier;

(ii) For the purpose of the initial determination of the United Nations/United States ratio, United Nations basic remuneration, i.e. net salary, postadjustment and spouse allowance, should be compared with the United States netsalary for a married official with no children;

(iii) Subsequent determinations of the United Nations/United States ratioshould be made by using the United Nations basic remuneration as defined inparagraph 163 above and by linking such grades in the United Nations and UnitedStates salary structures as may be found equivalent by the proposed intergovernmentalcivil service commi$sion(see paras. Itl4-188);

(iv) With effect from 1 January 1975, or such earlier date as the GeneralAssembly may decide, the net salary scales for staff in the professional andhigher categories should be revised in accordance with the indices shown inappendix D to chapter III.

Post adjustment

175. We devoted much of our time to the discussion of the post adjustment system.We first considered the detailed and thoughtful analysis provided by the expertstudy on post adjustments prepared at the Committee's request by ~~.Frochaux(A/AC.150/R.9). After extensive discussion it became clear that two distinctlines of thought were developing within the Committee. On~ group believed thatan adoption of most of the Frochaux recommendations would improve what isbasically a sound system. The majority of members, however, believed that therewas a need for a fundamental change in concept, or at any rate a more thoroughstudy. One such change involves eliminating the feature that provides anautomatic increase in pay whenever the cost-of-living rises five points. Anotherimportant change is to reconsider the statistical formulae that appear to providehigher than warranted post adjustment at several major duty stations.
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177. We concluded that in the absence of an agreed upon alternative the present post
adjustment system should be contiriued for the time being.

179. The post adjustment system tts'31f 'mst De thoroughly re-examined. We urge that
the General Assembly commission an iIllIll~"e:..tate study 'of experts" of the concepts basic
to the system with particular attention to:

- ..

.. .

th&feasibility of ins~ituting a system without automatic increases at
at the base and compens~ting for changes in the cost-of-living at all
other duty stations only "in relation to changes at the base; "

the appropriateness of the present statistical formulae .that are being
used and that may unjustifiably be providing higher post adjustments
than necessary;

(a)

(b)

(c) the methods of conducting comparative cost-of-living surveys in relation
to the base;

(d) the adVisability of changing t1).e post adjustment system from the net
basis, as at present, to a g;t'bSS basis, as suggested by our consultant,
taking into consideration all possible implications that such a change
might involve;

178. We~ also agreed that the principle of uniform application of the rules governing
the post adjustment requires that, v:hen" minus post adjustments are established b3cause
of unusually Imv cost-of-living conditions, theYIllUst be applied without exceptions.

176. Some JY,embers of the Comittee suggested that the present system of post
adjustment·might be changed to a substantially different one, a system without an
automatic feature at the base and compensat.ing for changes in the cost-of-living
at all other duty stations only in relation to changes at the base. Such a sys-:t;em,
they argued, would make it possible to attain and then to keep the derived ratio
betWeen United Nations .total remuneration and United Stat~s salary levels relatively
stable-. 'Any 'future adjustments in United Nations remu.neration at the base 'city would
be made in respon~e to changes in salary levels in the United States federal service,
not in resp'anse to cost-of-living increases in Ne\-! York. This wou;I.d establish a
single refere:nce point for salary adjustments at the base city. It is' evident that
increases in salary levels for the United States civil service not only compensate
fully for any: increases in~4e cost-of-living but, in addition, provide a substantial
increase in real purchasirig pOl'1er, as has been clearly demonstrated .over the last
15 years.
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(e) the desirability of applying two staff assessment rates, one for staffwith dependants, and one for staff without dependants so that benefitsin respect of dependants might be reflected in the staff assessment;plan instead af being in the form of flat rates, as at pl"esent.

(f) the ex~lusion of the 7 per cent of gross salary spent on pensioncontr1bution from the calculation of post adjustment, and any portionof salary, sueh~s personal savi~s and other similar features, whichis ,'not affected '.by 'cl1a;nges incost-of'-livJ.ng in the duty station.
180. We urge the General Assembly to require that the experts should complete their'study' of the post adjus~ment system by the end of June 1973 and report theirfindings ,to the twenty-eighth session of the GenerSl Assembly.

. ,

181. 1~. Hull, while accepting the view of the majority that the basic concepts ofthe system needed re-examination, nevertheless felt that the Committee shouldendorse several specific proposals put forward in the Frochaux report.' The GeneralAssembly, if it wished, could place these changes into effect at once, therebyeliminating payments ·which are not justified even by the terms of reference of theexisting system. The specific proposals these members, wished to have adopted, ofWhich only the last ,was accepted by most members, are as follows:

(i) The system of post adJust.ments, which is designed to achieve equivalence of'purchasing power of the salaries paid to staff members at the various duty stationsand is now operating on,the basis of net salaries, should, in future, be applied togross salaries,;

(H) ·The present distinction in the post adjustment system, under which staffwith dependants are paid at a higher rate than those without dependants, should bediscontinued. Instead, the benefit~ in respect of dependants should be reflectedin the staff assessment plan and in,the dependency allowances. The staffassessment .applied to professional and higher ,salaries should accordingly be·Z"evised. by'the app.lication' of' ,two rat\~s, one for' staff without dependants, whichwould be 4 per centhigher,and ",ne'for staff "rith dependants;

(Hi)' 'The 7 per cent of, gr.0s~ ,ialary spent on pension contribution, which isthesaIne for .all st.aff member,S of a given grade and ~tep ,wha.tever their dutystation, should be .excluded,trom.the calculation of post adjustment. For each5 per cent of rise or f~l1 ~n the cost of living, the post adjustment should thtisbe 1~.65 per cent of gross salary; .

(iv) A change in the classification of a duty station in the schedule ofpost adjustments should take place when the cost of liv'ing has moved by 5 per centin relation to the preceding class, rather than in relation to the base 100.



Matching Points

182. We noted in the course of our review that the traditional matching points
between United Nations and United States p~ scales had also been questioned by
ICSAB. In response to the Board's request, the organizations, in 1967 consulted a
United States classification expert who had been seconded to CCAQ to assist in
developing common grading standards for some of the' occupations found in all
organizations. In the absence of data for establishing true comparability, the
United States expert confined himself to a broad comparison that linked the United
Nations and United States grades. Shown below is the comparison between the matching
points traditionally used and those suggested by the United States expert in 1967:.,

Com arison between traditional matchin
States and United Nations andmatchings

United States experts

Traditional

GS-7/l - P-l/l
GS-12/l - P-3/5
GS-14/1 - p-4/5
GS-15/1 - p-5/l
(;,1)-16/1 - D-l/l
GS-18 - D-2/4

United States experts

P-l/l - GS-5 and 7
P-2/l - GS-9 and 11
P-3/1 - GS-ll and 12
P-4/l - GS-13 and 14
P-5/l - GS-14 and 15

- ..

" .

In suggestfng his grade correspondence, the expert pointed out that it was based on
grading standards developed for four United Nations occupations only (budget officer,
interpreter, statistician and translator) ~ that the United States grades covered a
narrower span of difficulty and responsibility; and that promotions were more rapid
in the United States civil service. In the light of this opinion, ICSAB decided
to maintain the traditional grade comparisons.

183. The Committee requested its Unite~ States member to review the comparisons. We
agreed with his opinion that the 1967 expert study provided too low a United States
level for matChing entry levels and too high a level at the upper end of the pay scale.
The, entry level in the United States service is now GS-7, and P-l should be compared
to that level. At the upper level, the traditional matching of GS-18 e..nd D-2, step 4,
is .far too high and seems unrealistic as discussed in pa.ra. 169 abova.

184. The table below compares current gross basic salary of th-.:: United States with
that of the United Nations using the slightly modified grade comparisons as explained
in para. 183.

P-l/l
GS-7/l

P-2/l '
GS-9 and 11

P-3/l
GS-ll and 12

P-4/l
GS-13 and 14

P-5/1
GS-14 and 15

United Nations

$9,010

$11,820

$14,690

$18,120

$22,700

United Sta.tes

$9,053

$12,178 34/

$14,588 34/

$20,348 34/

$23,772 34/

Ratio of United Nations
to United States

99.5

97.1

100.7

95.5

IN

,34/ Arithmetic average of first steps of two grades.
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185. Many members believe, in the light of the foregoing discussion, that thefollowing matching points should be substituted for the traditional ones whencomparing United States and United Nations scales:

186. Most members of the Committee were of the opinion that b~fore the traditionalmatching points are discarded and new ones introduced in thei~ place, the change willhave to be substantiated by a proper job evaluation. This is the kind of task thatshould be entrusted to the proposed intergovernmental civil serv~ce commission. Theywould also consider it necessary for the commission to undertake a comparative study ofgrades and salaries of the United Nations organization with those of the United Statesand the national civil services of other headquarters countries. In the meantime, theexisting comparisons should remain in effect. -

,ted
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l67:

- ..

" .
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187. Most members believe the commission might also consider an alternative to precisegrade matchings. Since comparisons are more meaningful for grades in the Professionalcategory, matching points could be established for the entry and 'top grades of thatcategory (P-l and p-5), leaving the intermediate grades (P-2 top-4) to be set on thebasis of internal work distinctions. Comparisons of D-l and D-2 with United Statesgrades are cn less firm ground. The salary scales for those two grades could thereforebe determined by reference to the P-5 salary scale and the salary for the level ofAssistant Secretary-General.

Remuneration in relation to ~ecruitment

188. At many stages in our work considerable emphasis was placed on successfulrecruitment of personnel as a test of the adequacy or otherwise of remun~ration. Most,if not all, of the senior personnel including the executive'heads and theSecretary-General indicated that the present emoluments were either inadequate, orbarely adequate, to recruit personnel of the required calibre. Others indicated thatthey were adequate, and that no recruitment difficulties were experienced. Oneexecutive head emphasized that not only did his agency have no problems in recruitment,but that before the 8 per cent rise which went into effect on 1 July 1971, it wasexperiencing no difficulties. He drew our attention to a particular case, that ofa "p-4 Computer Systems Analyst"; 110 applications were received of Which 35 werefrom Americans. In another case an agency analysed a sample of 300 candidates, andfound that only 7 per cent indicated that the salary or grade was inadequate.
189. We found little or no evidence which supported, in terms of concrete figures anddata, the assertion that the present remuneration was inadequate or barely adequate.On the contrary, it seemed to us that if more vigorous recruitment and betterpersonnel policies are followed there should be no difficulty in recruitment even atsomewhat lower salary levels. We recognized that some difficulties might occur incases where only one candidate is considered for a post. There might be cases whenhigher salaries are request'ad when a particular ~_n_g.~:vidual's services are sought. Inthis context as can be seen in the table of_appendix E there has been considerablegrade slip in that higher grades are sometimes applied to meet higher salary demandsthan the posts justified.
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190. Most members consider that basic remuneration representing net pay at
New York of $7,258 (P-l, step 1) should be adequate to attract even personnel from
the highest paying cou.'1tries emerging straight from universities. (N.B. The P-l
salaI'Y' level is designed to provide for entry of such candidates on the, basis that
those considered suitable would be promoted to P-2 in two years~) However, in the
context of the present situation where the majority of personnel in P-l are over
40, there mS3'" be some hardship at the lowest pay levels in New York. This is '
because thi~ grade P-l is used adminis,tratively tor purpos'es 'not intende~ bY' the
1956 Committee and is not considered appropriate bY' us.

191. Viewed in the context of ourover-a.J.~ p!,oposaJ.s, we ,consider that the level
we have recoIllD.\ended of United Nations basic remUneration at New York of 15 p'er~ent

above the United States federal net p~ is a satisfactory working margin, particulQ'ly
as almost half the personnel are from Western European countries with much lower pay,
scales, and a large proportion of the 7c;st are. from the countries where national
salaries are lower even than those prevailing in the highlY ~ndustriali~edcountries.
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Appendix A

Views and comments received on the salary system for staff
in the 'Professional and higher categories

The gUiding ~rincipie

1. The Government of France questioned the validity of the NOb1emaire principle in
present circumstances on the ground that it was neither appropriate nor necessary
to the determination of international salaries in the future. It cited three reasons.
First, establishment of the level of sa.:aries for international organizations, which
today are truly universal, by reference to a single n~tional civil service is not the
only solution for attracting top-quality staff from all countries. St=cond, "the
constant comparison of salary levels in an international organization with those in a
national civil service is a complex undertaking yielding unreliable and Inconciusive_
results". Third, "salary policy in a home civil service is generally the product of
domestic factors which bear no relation to and, indeed, should have no influence on
the position of international civil servants". As an alternative to the continued
application of the existing principle, the Government of France proposed that the base
salaries now in effect should, in future, be regularly adjusted through the use of a
formula that would ensure "a steady advance in international salaries, independently
of salary movements in a given national civil service"

2. In the vip-w of the .Government of the Federal~eEub;Lic of Germa.l1y, the _criterion
for calcUlating the salaries paid by an international organization should notb€:!
"the level of salaries in one country "but a fair average level resulting from the
application of newly defined criteria".

3. The Government of Japan suggested that, in applying the Noblemaire principle,
comparisons should be made, not between United Nations salaries at Geneva and
United States salaries at New York, as is the practice today, but between United
Nations and United States salaries at Hew York and at Geneva. "Then, the' tlfO
resulting values should be combined by use of the weighted geometric average method.
To ensure precision, the same comparisons should be expanded to the geven headquarters
cities." Another alternative propol3ed by Japan -was to compare United l~ations salaries
at Geneva with the average salary rates for home civil servants in the five European
headquarters countries and to introduce a decreasing expatriation allowance.

4. A different position was taken by the Government of the United Kingdom. It
stated that it recognized the drawbacks of _the Noblemaire principle and shared the
conclusion rea~hed by ICSAB that "the alternatives to l~oblemaire so far advanced would
do no more than re~lace ore set of anomalies with another just as, or even mo~e

objectionable". It was not, Lowever, opposed to changes, and indeed, hoped that the
Special Committee's studies in depth would point to worth-while reforms.

5. The Government of the United States proposed that the salary scales of the
United Nations should be established by reference to those of certain European
national civil services. It stated that "since the centre of gravity of United Nations
activity lies in Europe, it follows that a firm base for United Nations salaries
should be found among the best-paying civil services in Europe_, with any adjustment
necessary to reflect the expatriate feature of United Nations employment".
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6. The Administrative Committee on Co-ordination (ACC), representing the views
of the executive. heads of the United Nations, the 11,0, FAO, UNESCO, WHO, UPU,
ITU, WMO, IMCO and GATT, stated that the basic principle remained valid but that
it was possible to adapt it to present conditions by changing (a) the base of the
salary system and (b) the method of calculating the components of remuneration.
They examined three alternatives to the "one country principle" and found them
unworkable:

(a) Basing United Nations salaries on an average of salaries paid by
several Governments to their officials working in the home country;

(b) Deriving such salaries from an average of over-all remuneration of
Government officials working away from their home country;

Cc) Developing the United Nations salaries from the salaries of other
international organizations.

7. The executive heads, accordingly, suggested that "the only practicable method
of determining appropriate base scales for the United Nations common system is,
first, to determine the national scales that would attract nationals of the highest
paying country to work for a United lJations organization in their own country,
and, then, to reduce those scales to a level commensurate with the lower cost
of living in Geneva". A certain margin between United Nations and United States
salaries would have to be maintained to take account of special factors relating
to service in the United Nations,' and compensation for expatriation might be
provided either in the form of an allowance or within the scales themselves.

8. A more detailed proposal to replace the Noblemaire principle by an averaging
principle was made by the Director General of lAEA. Under the new principle, the
United Nations salaries would be based on a weighted average of the highest salaries
of several national civil services. Inasmuch as the averaging principle would
produce salaries below those of some national civil services, the difference would
be paid in the form of a temporary expatriation allowance for service away from the
home country and in the form of "circumstances-oriented allowances in addition to
any cost-of-living differential" for service in the home country.

9. The position of the Federation of International Civil Servants' Associations
(FICSA) was that, if the organizations were to recruit staff from all countries
without discriminating on grounds of nationality and "if staff members are to
be remunerated by organizations only ... then the salaries of staff in the existing
Professional category must continue to be based on the salaries of the country
with the highest civil service pay level, due account being taken, in addition,
of the special circumstances of the international civil service", Some compensation
for these special circumstances should be included in the salary scales themselves,
which might be set on a level of 15 per cent above that of the corresponding
national salary.

10. Certain aspects of the averaging principle had previously been examined at
the interagency level when the organizations were considering what changes might
be made in the salary system. On that occasion, questions were raised regarding
the manner in which the principle could be translated into administrative terms
and the effects of its application in practice on the capacity of the organizations
to attract and retain staff from all countries.
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Base of the system

12. The Director General's answer to the first question was that the best-paying
national civil services were those that had "the highest gross base rates of pay!!.
He did not, however, exclude the possibility of defining such services in terms
of net salaries. on the ground that "the use of either gross or net rates should
not make any significant difference". The answer to the second question was that
the best-paying national civil services should be selected through a survey. As a
survey of civil service rates in the headquarters countries had been undertaken,
the Director General suggested that only a few additional civil services would
have to be investigated, these services to be of countries from which the
organizations had more than "a few Professional staff members". As regards the
third question, it was his belief that, under the averaging principle, the problem
of attracting nationals whose home salaries exceeded the average would be limited
to North Americans. To meet this problem he proposed that the lower salaries
should be supplemented by a gradually diminishing expatriation allowance payable
for service abroad a.nd by post adjustment plus special allowances for service
in their home country.

(b) How should they be selected?

(c) What measures would ileed to be taken to attract nationals whose ho.me
salaries exceed the average?

11. With a view to clarifying tho issues involved in the averaging principle,
the Special Committee addressed to the Director General of IAEA the following
questions:

(a) What should be the definition of the best-paying national civil
services?

13. Among the views submitted to us in response to the invitation cO:'tGained in
the resolution, four dealt also with the question of the base. The Government
of France suggested that, in so far as the base affected the operation of the
system of salary differentials, it was not desirable to have a base at which a
differential was payable on top of base salary, as was the case at present in
Geneva. It was also anomalous to have minus differentials, particularly when they
were not applied by all organizations. To meet these deficiencies several chan~es

might be made in the present system. First, the base could be established at a
headquarters city with a lower cost of living than Geneva, e.g., London or Vienna.
Second, only base salary· should be payable at the base. In the index of
differentials the base city should thus always be at 100. Third, differentials
shouLld be reviewed annually" and, in the light of such a review o the base could
be moV'ed to another headquarters city to ensure tha'c it remained at 100.

14. Unde:' one of its alternatives, the GQvernment of Japan envisaged that
Geneva 'would continue to be the base for carrying out interoffice comparisons
designed to calculate salary differentials. In addition, it !!light be used as a.
base for determining salary Elcales , if United Nations salaries could be established
by reference to the average salary ~ates of the national civil services in the
five Europeanhea!iquarters countries.

. )
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15. The Government of Madagascar favoured retention of Geneva as the base ofthe Salary systew,.

16. In its proposal to modify the method of applying the Noblemaire principle,ACC considered using Washington, rather than Geneva, as the point of referencefor setting initial salary scales and favoured maintaining Geve'- as the basefor determining salary differentials. ACC saw two disadvantages in moving thelatter base to New York or to Washington. First, because of the higher cost ofliving in these cities in relation to other locations in the world, many officeswould become subject to minus salary differentials. Second, the United Nationsconditions of service would become even more closely tied to those of the UnitedStates, a feature of the present system which was considered undesirable by manyof it~ critics. Accordingly, ACC concluded that Geneva was still the best base forthe system of salal,"y differentials, because it met t; . requirements of a largenumber of staff for statistical comparisons, a relatively stable cost of living,a stable currency and not too high a cost of living in relation to other dutystations to aggravate the problem of minus differentials.

17. The Director General of lAEA was of the view that, in case the averagingprinciple he had proposed was not accepted and the present system of salarydetermination was retained, "it would be absolutely fundamental to recommend aUnited States base for the system". He indicated that the choice of a UnitedStates base-would permit setting United Nations salaries at a level that wouldcontain no margin over the comparable United States salary to compensate UnitedStates staff members for "so-called drawbacks of international service".

18. As part of the inquiry into the proble~ of selecting the base city for theUnited Nations salary system, the consultant on the operation of the postadjustment system was asked to examine the possibility of moving the base or ofhaving ~everal bases for the application of regional saiary scales. Theconsultant's conclusion was that, for the operation of a single salary systemapplicable throughout the international civil' service, Geneva. remained the properchoice. In addition to the reasons given b~ the 1956 Committee, he cited threetechnical c(;nsiderations relating to the conduct of place-to-place" cost-of-livingsurveys:

Ca) The pa-cternof living conditions of the international staff in Genevawas readily discernible;

(b) The Geneva market offered a full range of goods;

(c) A suitable statistical service was available th!,ough the ILO. As tothe Use of a base city for each of several regional salary scales, the consultant,without passing judgement on whether such a system would be administrativelyworkable or consistent with the concept of a unified service, merely.noted thatthe base cityoI' each region would require a ~tatistical service to undertakecomparativecost-of-living surveys with the attendant danger-of inc-reasingdivergency in actual application of the differentials.

19~ On the other. hand, the; consultant on the. comparative study of Uniteq Nationsand national civil service emoluments in the seven headquarters countriesrecommended that. the base city of the United Nations salary system should be inthe country whose civil service was the prime comparator•. It was his conclusionthat the United States federal civil service was the appropriate comparator andthat Washington should be preferred over New· York on the ground that New YorkWaS too expensive a base.
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1.SAtARYSCALEFORP.ROFESSIONALANDHIGHERCATEGOIUESSHOW:gqGANNUALGROSSAND
,THENETEQtJIV'ALENT'AFl'ERAPPLICATIONOFSTAFF'ASSESSMENT

Effective1July1971

(in,USdollars)

steps

LevelIIIIIIIVV.VIVIIVIIIIXXXIXIIXIII

U-S-G43750.00
28475.00

A-S-G,;59150.00
26132.50

~
32040.0032880.0033720.00 'fD-231200.CO

21720.0022222.0022684.0023146.00

D-126000.00~6840.0027680.0028520.0029360.0030200.0031040.00
18600.0019104.00'19608.0020112.0020616.002ll20~0021621',.00

p"'522700.0023350.0024000.0024650.00,25300.0025950.0026600.00,27250.0027900.0028550.00
16555.0016977.5017400.0017790.0018180.0018570.0018960.0019350.0019740..0020130.00

p"418120.0018680.0019240.0019800.0020360.0020920.0021480.0022040.0022600.0023160.0023720.0024280.00
13578.0013942.0014306.0014670.0015034.0015398.0015762.0016126.0016490.0016854.0017218.0017568.00

P-3146;J0.0015170.0015650.0016130.0016610.0017090.0017570.0018050.0018530.0019010.001~490.001~970.0020450'.00
11283.0011619.0011955'.0012284.5012596.5012908.5013220.5013532.5013844.5014156.50'I468.501780.5015092.50

P-211820'.0012220.0012620.0013020.00'13420.0Q13820.0014220.GO14620.0015020.0015420.0015820.00
9274.009554.009834.0010114,0010394.0010674.001095)"..0011234.001~514.00'11794.00120"(..,..00

P-190:1.0.009380.009750.0010120.0010490.0010860.0011230.0011600.Qo1197.0.0012340.00
7257.507535·007812.'508084.008343.008602.008861.00.9120.00ff~t~.OO9638.00

(,....'..
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Appendix B

2. RATES OF STAFF ASSESSMENT DEDUCTIONS

On the first $1,000 of gross salary 5 per cent

n next $1,000 tt tt tt 10 tt

~
!

'" .
I tt tt $1,000 tt tt n 15 n

1
i tt tt $1,000 " " " 20 n ... •
,
.'.

n " $6,000 " tt tt 25 l!

n " $6,000 " 11 tt 30 "

n " $8,000 tt " tt 35 "

" " $8,000 " tt " 40 tt

It-1

" 11 $8,000 " " " 45 " ~
'M
'0s::

On all salary over $40,000 50 "
Q)

~
~

".1
'J

~1
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AppendixB

3.RATESOFPOSTADJUSTMENTFROM1JULy1971

Ca)Addition:foreach5percentbY't'Thichcostof'livingishigherthanthebasJi

USdollars

nCl)

~

;; ;;
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LevelSteps

IIIIIIIVVVIVIIVIIIDCXXIXIIXIII

U-S-GD1,140
S760

A-S_GD1,044
S696

D-2D870888909927
S580592606618

~D:"lD.780795810822837852867
~S520530540548558568578

P-5D711723738753765777789801813825 S1~744824925021)10518526534542550
p-4D59460662163(6516666816967087207"3274J.,. S3964044111.J+2~·431,.41,.4451,.464472480488496
B-3D1~98510525540552567579591603615627639654 S332340350360368378386391~402410418426436
B-2D4114234354474594714831~95507519531 S274282290298306314322330338346354
P-:-1D3243363~~360372381393J.,·05414426 S2162242322402118254262270276284

D"'R.ateof'postadjustnleni?applicabletostaffmemberswithadependentspouseorchild.

S,--Rateof'post·adjustmentapplic~,bletostaf'f'membersvTithnodependentspouseorchild.

1/Thebaseisthecostof'livingatGenevainJanuary1969.
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Appendix C

Dissenting view on th8 fornlula for determining
appropriate level of professional salaries

by Mr. Masao Chi"ba

1. I am unable to agree tdth paragraph 26 (d) of the conclusions and
recommendations of paragraphs 171 ann 173 in chapter Ill.

2. '\'Jhen establishing a guidepost or a "ivarning light ll £'01' the level of United
Nab.ons total net remuneration, the comparison is to be made 'tdth respect to only
a single mat9hing point; that is,P-4, step V for the United J:Tations and GS-14"
step 1 for the United States. Tins method "Tould place the vital issue of the
desirable sa.lary level +01' the Unit,ed' Nations on an arbitrary, precarious basis.

'3. First, tvhat is the purpose of. using matching points, either, traditional ornet'T,
at a specific' step for' eacl',t grade'? Clearly, it is to obtain reliable results about
salary relativities showing, as rTide a range as possible. This can,'be achieved 0,'"
using the, results for all matching 'points, not a single point.

4. Second, "Thy are the grades other th&). P-t], disregarded altogether'? Staff
members at P-4 account for only a quarter of the total professional staff. •The
oVGr'tvhelming majority, of, course, are e.t other grades, and the 'most populated
grade is P- 3., not P-4. .

5. Therefore, account must boo taken of the salary :!'elativi-ties, or the,ratios of
United Nations total net rem:une:r.'s.tion to United States net salaries, for 'alFgrades.
For this purpose we Call, and should, us~ the weighted average reflecting, the
relative importance 'of each grade in terms of the number of staff at each grade.
:Ihis is particularly important because the total salary costs are determined by the
number of staff at each grade a.';'d step and the corresponding salary rates. For
this reason the l'1eighted average i's the most reliable means of making salary
comparisons. Further, i tis especially significant t'Then deciding 'tvhetl1er a general
salary increase is <justified and how much of an inc:rease should be given.

6. Another 't'Teaknessof using a ~1atio based ona single ma:l;chitlgpoint<is that it
would permit f.tringthesala:I."Y rateofP-4, step 5 deliberately, lower or higherln
the subsequent salarydeterminations of the 'United Nations. Thfsmight. become ·th~

Achilles' heel of the formula.
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7. Table 1 below shows the difference between the ratio based on a single matchingpoint and one obtained by the weighted average of all ratios for every matching point.It is clear that the ratio of p-4/V to GS-14/l was 115 .. 0 when the 1956 Committeereco:i1lIllended both the salary scale and the new post 'adjustments for New York (Class 4).The weighted average, however, was 118.2 if the weights are based on the 1971 staffdistribution by grade. As of January 1972, while the ratio of p-4/v to GS-14/lstands at 123.1, the weighted average stands at 127.4. Accordingly, the existingUnited Nations total net remuneration oi' p-4/v is 7.0 (123.1/115.0) higher than thelevel recommended by the 1956 Committee. On the other hand, based on the weightedaverage, the current United Nations total net remuneration from P-l to D-2 inclusiveare 7.8 (127.4/118.2) per cent higher than those recommended by the 1956 Committee.
8. In this case ,fortunately, the difference in the two percentages is merely0.8 per cent. But the two approaches differ in both basic philosophy and meaning,as explained in paragraph 12 below" If the most populated grade of ·P-3 is usedinstead of p-4, we would have quite a different result. The approach based on theweighted average does not lead to such a variation. It is recommended, therefore,that 118 based on the weighted average should be used for the immediate purpose ofa desirable guidepost as well as for the subsequent salary determinations.

9. As to the weights used, the latest staff distribution by grade for the UnitedNations seems to me to be appropriate. Since the comparisons relate to New York,there is no need to take into account the distribution of staff in other organizations.The effect of the difference in staff distribution at a given time would normally bewithin the range ofl per cent; that is, the range from 117.5 to 118.4. If theeffect goes beyond the allowable range, that fact shOuld be taken into considerationbecause it must have reflected the substantial changes which had occurred in thecompositionof·staff, in the structure of organization or in the grading practices.Furthermore, if more statistical precision is needed, the formula similar to Paasch'sshould be used as is shown in table 2 below.

10. At least, so far as American staff members in New York are concerned, they areconscious of the difference in cost of living between New York and Washington, D. CoAccording to the latest official data, the ·cost ot living in New York is now18 per cent higher than in Washington.

11. It is true that after a heated debate, the Fifth Committee in 1957 adoptedthe Secretary-General's proposal to place New York in Class 5 of Post Adjustment,rather than Class 4, as recommended by the 1956 Committee. It is also true,however, that the United. States salaries have been substantially improved, particularlyin relation to the salaries in industry and commerce, since the 1962 Salary ReformAct; if these two facts are taken together, it ltiay be concluded that the level ofthe United Nations .total net remuneration in relation to the United States netsalaries, as obtained from the 1956 Committee's rec()Illlll.endations, is stillappropriate and adequate to. attract and. retain staff of all nationalities. Theevidence is clearly shown by the fact that the total nmnberof staff in allorganizations has doubled during the period from 1961 to 1970•
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T~WLE 1

Ratios of United 1Tations net remuneration to Uni'!;ee;t.States net sala':'-J
for·.mar;r;ied o£.£.ici.aJ,..···'dthout .dependant·s,· at· New"York..::t:il 1956· and, 1972

United
United Nations total net remuneration~;.evel and Sti;' States het

!EL US salaries As recommended by
(4)P! .A~9~~ (:)~rythe 1956 Committee

P-1/1 GS-7/1 100.0 116.1 131.5
,~ •

p-3/V GS-12/1 100.0 128.7 135.2

P-4/1! GS-14/1 100.0 115.0 123·1

P-5/1 GS-15/1 100.0 110·4 119·7

D-l/l GS-16/1 100.0 114.1 118.6

D-2 IlEX. GS.18/1 100.0 118.3 . 125·5

).

Weighted Average 100.0 118.2 127·4

~Jeights in
August 1211

25.8

14.9

7.8

3.0

100.'cJJ

s.

.y

y Net salaries plus post adjustments plus spouse al1ovla21Ce
~ Class of post adjustment
y Inclusive' of' staff at P-2
y 100.0 = 3,867 regular staff, excluding staff of specialized agencies,

IAEA and GATT

12. One more significant aspect which would be brought about by,the new formula
envisaged in 'Paragraph 149 (a) should .not be ov~r190~ed•. Und~r this formula, once
the new salary 'rate is ,fixed ,for' US-1411,. the 't'Thole United "Nations' salary scales
for Professional s·t'~ff·and above are to be revised automatically 'and mechanically,
through the indices (P-l/l = 100) laid d9wn in table 2., ,in' th~ main report. Is it
desirable to. put· tue 'United Nations' into' such a straif;:jacket'? .W:i'"thina total
framework, the United Nations should have some latitude in determiningitsovm
emoluments in orde;r to take into cOIlsideratiop. the needs peculiar to the world
organizations as distinguished from the needs of the United StateS Federal
Government •
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TABLE 2

Formula for calculating weighted' United Natiori's/united states ratios

_le Symbols. used:

Si: US net salaries· ·at ..-a,.gii·ven .matching' point
Pi: UN total net remuneration at a corresponding matctiing point
Ni: NUlIiQer of UN staff at grade Pi

II.-Formu1a

(PO) (PO No) + (h)(P1 N1 K5.) (Pr; Nl:i).
So ZPN· Sl [:'PN) + ---....:..•. + (S5 .~

III.• ~ctua.icai:culations

Ca) Ratio of UN total net remuneration to US net salaries; as derived
from the 1956 Cbmmittee's recommendations.

($. 4.550) 'll.--~55U){2L9%)) ($ 8,1(0) L18,l00) (26.6%1l
.$ 3,920 .... 849,730 'J $ 6,292 . 849,730 )

+ <..f2,~25 l [12. 620) (~5.81'i'1 + (_~ 10, 2:;U) ri.(l0,2:;Ol {Wilfl1
$.8,371 ."-. ' 849,730 ' I l 9,284 l 849,730 . j

+ ($11,62:;).... ((11,625) (7.lJ%)~ ($14. 200) r.(11.300l {31 QJ!l].
$10,185 • l 849,730 :J + $12,090 t... .849,730

_ (1~6.1 x11.7) +(128.7 x 25.4) + (115.0 x 29.2) + (110.4 x 18.0)

+ (114.1 x 10.7) + (118.3 x 5.0)

:::117.9

Noteho'W the difference between 118.2 in table 1 and 117.9 above is smalL
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ApEendixD

, . 'TAI3LE' 1"351

New salary indices
t. ,i. Step1. of 1e~el = 100

(Net salaries)

Level I II III IV V VI 'VII VII;! IX X XI XII

D-'2 100 102.0 104.0 106.0 108.0

D-1 .100 l.o.2~3 104~7 .lQ7..1 10~.4 111.8 114.1 116.5
.~'", ,~~

P-5 100 102.4 104.9 107·3 109.8 1i2.2 114.6 ~17>1 119 ..5 122.0
.~

P-4. 100 ;1.02.7 105·4 108.2 110.9 113.6 116.4 119.1 121.8 124·5 127·:; 130.0

P-3 100 103,.0 106.0 109.0 112.0 115·0 118.0 121.0 124.0 127.0 130.0 133·0

P-2 100 103.0 106.0 109·0 112.0 115.0 118.0' 121.0 124.0 127.0 130.0 133·0
1;'-1 100 103·4 106.8 110.2 113.6 117.0 120.4 ·123.8 127··2' 130.6 134·0 1,7·5

~I (i) Some members wish table l't~ be considered as a guide in arriving at a suitable
salary structure. As explained 'in paragraph 173 ab6v~, the .~atio of 115 should not
be inflexible for tr3first step of each grade, but rather this ratio is intended
to be reached at least for the grade of P-4 in which is fOtmd a.quarter of all
United Nations personnel. If the 115ratio is reached for p",,4!5 as recommended
then the internal relationshi'ps of each grade can be relied on to achieve the
desired level of salaries;

(ii) Some members oppose additional steps being I;l.ddeid to grades P-l, P-2, D-I
and D.,.2 which were added to achieve symmetry. They believe that such additional
steps would be appropriate only if the waiting pe:riods for the last several steps
in each grade were lengthened to 2 or 3 ·years.
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TABLE 2J2!
New saJ.ary indices

PIll =100
(Net salaries)

Level I II III IV v VI VII VP:I IX x XI XII

D-2 ;00.0 306.0 312.0 318.0 324.,0
D-1 260.8 266.8 273.1 279.4·2a5.4 291.6 297.6 303.~

P~5 226.8 232.3 237.9 243.4 249.1 '254.5 259.'9 ~6?6 271.1 276.7
p-4 187.4 192.5 197.6 202.8 207.9 21;~O 218.2 223.3 228.3 233.4 238.6 243.7
P..3 154.9 .159.6 164.2 168.9 173.5 118.2 182.8 187.5 192.1 196'.8 201.4 206.0
P-2 127.0 130.8 134.6 138.4 142.2 146.1 149.9 153.1 157.5 161.3 165.1 168.9
P-1100 103.4106.8 110.2 113.6 117.0 120.4 123.8 127.2,130.6 134.0 137.5

. ..
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TABLE 3

"', ..

.. ' ..

Level-
D-2

D-1

Percent!6edifference between sala;rlevels of
each "grade if table 2 were in effect

Difference between levels

Minimum

%

)15

)15

P-5
)21

P-4
}21

) 22

1>-2
)27

P-1

... ,
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App~n.dix E

Percentage of staff in the Professional graaes7 in
seven of the organizations in the United Na'Gions
connnon system for the years 1956, 1967 and 1971 !I

r 2

••87-

at', The organizations not included 8.1'e: GATT, 1AEA1 lMCD,1TU and WMO. The figures for 1956
were t"aken from the Rdport of the. Salary Review Committee of 1956 (#.3209, paragraph5S);tb.ose for
1967 from a document submitted b~' the organizations to ICSAB (ICSAB!xvr/R.8,whichwas notmnong
the documents submitted to the Special Committee); those for 1971 from the data prepared for the
Committee on the conrposit2.on of the staff of all organization's as of }1 August 1971 (Table 1 of
Annex II of .A!AC.1507CRP.62).

As will be seen,to a partial extent in. the .subsequent footnotes, there· are differences· in the
scope and coverage of the surveys on which the figures in the three documents were 'Pased.
Furthermore, the 1956 ana 1967 figures relate to regularbudget,Im!tswhile the 1971 figures relate
to regular staff in service as of 31 August 19:7h-Nonetheles3, tht1figul:'es dOg,lve a broad
indication 9f.· the chang~Ei. which have taken place over the . last 15·. y·~ars.

bt The 1971 figures includa staff of UNDP;,.UNHCR, UNICEF,UNITAR anduNRWAr the1956~d
19o'{ fi:gures do not. .

. e/In1956UPUwas not in. theUriltedNations connnon systetn and there were no eJCact' grading
para1Ie:t.~. . .. .. ·.i . .

at .This grade did not exist in FAO andUNli'·SCO in 1956,iacl1did have a "Principal Di.:rectorll
grade....w~chinc1uded,for FAO, 3.52 per cent of...:., Professional.staff and, f'orUNESCO, 1~5.3 per cent.

~l ILO combines theP-2 andP-" grades lntea sing1eP-2!3grade.

Jj Includes staff in thep-laIld P-2 grades •

GRADE
I . J, !

USG, ASG ~ UnitP.d, 110 FAO UNESCO WHO reAD UPU IAND EQUIVALENT ' Nations.El
I

1956 1:33 1.83 'dl 0,S6 1.69 1.32
1967 0.81 0.84 6."9 0.86 0.9 --- ---

I 1971 1.0 I 1.2 1.0 1.0 1.5 I -- 3.6
D-"2

.
!

1956 1.64 I 1.04 0.77 "8.1 3.% 1.,32
,

I --- I

1967

I
2.32 2.50 2.57 1~90 1.7 2.04 4.55

1971 3.0 I 2.0 2.2 2.3' .3.0 1.8 3.6
I I

I I
6.00 0.26D-l 3.41 I 3.51 0.75 3•.30 7.14

1967 5.21 I 4.84 2.31 5.85 2.9 1.53 2.27
19.71 7.7 5.8 6~8 6.1 6.7 2.7 3.6
p-; I
19,6 9.35

I

4.70 8.44 8.99 9.93 9.21 35.71
I I I1967 13.40 8.85 13.61 24.12 14.8 12.25 11.36

1971 I 14.7 11.6 18.2 25.8 24.3 12.3 10.7I
p-4 Il~~~

25.14 9.40 26.85 28.07 30.15 21.72 ---
I 26.15 16.87 37.48 30.92 36.3 33.16 11.36

1971 I 25.6 21.2 30.3 30.9 I 29.0 41.1 12.5

P-3 I
50.39'¥1956 I 36.76 23.79 2§.44 ~ 15.36 32.24 14.29

1967 33.34 47.41 23.,36 20.32

I
19.6 34.13 25.00

197.1 26.,3 22.9 17.8 18.3 16.0 27.9 28.6

1'-2
22Sl. !I'19.5g --- 22.25 31.JJ 24.53 19.74 21.43

I 1967 18.77 --- 13.09 i6.0~ 16.9 16.33 34.09
,..*.9.71 21.7 --- 16.5 15.6 14.0 13.2 ,32.0

!)-1
1956 --- 26.64 14.,32 --- I 14.03 11.15 21.43
1967 --- !18.69 6.68 --- I 6.8 0.51 11.36
1971 I 7.2 5.5

1
1.0 5.4--- ! 12.4

~ --- 1 I! ...
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Chapter IV

~: S:ALARY SYSTEM FOR STAFF IN THE GENERAL SERVICE CATEGORY

Pri~ciple for establishing salary scales

192. The General Servic~ category was introdUCed in 1951 on the recommendation of the1949 CommJ.t:f;ee of .l!bcPerts on Salary, Allowance and Leave systems. It is comprised of~taff who are m~nly rec~ted locally and assigned to posts that involve essentiallyclerical, sec~etarlal, custodial and routine administrative duties.

193. 'The 1949 90mmittee 9f EOCperts recommended, and the General Assembly adopted, theprinciple that General Service salary scales should be established in 'accordance withthe oest prevailing rates in the local market. This principle followed from thereg,uirement that General Service staff shoul,d be recrmted primarily from within thelocal labour market ,and the Charter reg;uirement that the conditions of service shouldbe such.. a:s ~() enable th~..U~ ted Nations to recJ!'Uit and retain staff of the highestcompe~ence,efficiency~d' integrity.

194.; The 1956 Salary Re,view Committee endorsed the basic principle but suggested that"the o.rgariizations should. malcecomparisons of the total pay andbenefits of employeesin circumstan~es as nearly comparable as possible". As a'result, the formulation ofthe.prinqiple, was changed, from "best prevailing rates" tQ "best prevailing conditionsofeJ'!lploYmentJl
• This principle was accepted by the legislative organs and applied.by all 1ihe organizations in the common system.

Application C}£ the 'Princ~ple

195. The' principle lends itself to var.Y'ing i;nte'z:preta,tions and modes of practicalapplication. Although it hasenable~ the international organizations to meet theirneeds in a ,variety of, economic and .~ociAI situations at the locations whe're Gene:rJ.ISe:rv.i.ce stafJ' are' employed, it has le'dto consider.able dif£icUlties and disagreementsat some duty statipns. Divergencies ofpracticeshave~resulted in regard to sut::hbasic items as the structure of the General Service category, the salary levels and thesalary adjustment pr6cedures,de~pite g~neral agre~.ment among the, organizations that ahannonizati.on of practices is desirable.
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196. In 1965, the organizations formulated a series of guiding principles for General
f;Grvice salary determination that were rev.iewed and amended by ICSAJ3, hereafter
~eferred to as the gUidelines. These guidelines set out several methodological
c,.?.9ro3.ches to meet the different conditions and organizationaL needs at the four types
of cluty station8 (see paragraph 207). The purpose and intention of the guidelines' were
-~'J recognize both the need for flexibility in applying the principle and to ensuxe
consistent and eq,uitable practices at all duty stations.

197. Since 1966" di:fficulties and disagreements over the in'terpretation and application
of the guidelines themselves have increas.ed. 'This has led the organizations to seek
tte advice of ICSAB on a nLlID.ber of occasions. In May 1970, the organization infoxmed
ICSAB that the General Service salary scales for similar jobs in the seven headq:uartere
cities "appear to be 'at variance with what is known about salary levels in the countries
cO~1.ce:rned... It is difficult to avoid the conclusion that the guidelines pexmit
different duty stations to have widely different interpretations of the term fb~st

prevailing rates'... JThcisting methods have, at some . duty stations succeeded in
~aiJlporarily minimizing clissens:i,on with the staff. The value of this should not be
underestim",ted, cnd were there an assurance that haxmony would continue to prevail, it
mlgp.t D(? :I:'8ason for· leaving things as they are. Unfortunately, the methods bywhiqh
dissension is ended at one dut~r f?tation can cause difficulty at .other 'duty stations".
Z"le organizations fUrther stated 'that "in some duty stations the rate'af'increase in
r;':-110ral Service salaries is so much greater than the rate of increase. in :j?rofessional
sale.ries that, in five years or so, the extent. of overlap between the: two catego;r'ies
ID!:l0'- cause problems ll

• The organization concluded that lithe efforts to improve the
f';'/dtC'!!l must be p1ll.'sued".

198. The General Assembly, in its resolution 2743 (XXV), which established our Committee)
noted. "tha.t the system of establishing salaries for the General Service category in
~cae areas has also given rise to considerable difficulties and concern". Accordingly,
i -~ :t:eguested us to .ihclude in our review of the salary system lithe principles whioh
::noul1 govern the establismnent of the salary scales and other conditions of service
far the various categories ll •

199. In pursuance of this mandate., we have reviewed the guidelines and the problems and
.:~esults that have arisen from their application in the seven headq:uarters cities,
di3cussedthesematte~swith representatives of the organizations and .of staff
assooiations and considered the \-7Xitten views and proposals submitted by Si;atesMembers
of the United Nations or members of the specialized agencies, the exe0utive heads of
the orga:uizations and the staff association~, '~ncluding FICSA.

200. The guidelines interpret the req,ui~ement that General Service staff s~oUld be
J.'3L'rJ,ul'lerated according to the best prevailing. condi.tions of employment in the locality'
to mean that the "organizations w'i11 'be among the 'best employers' in the locality but
"lilLnotnecessarily be the absolute best".

~Ol • .Application of this principle involves four main :processes: (a) the estaplishment
of a 1;rading structuxe; (b) surveys ofconditions of serncein outside. employment;
(0) Gstablishment of base salary scales for each grade and (d}determination of the
rates of allowances to be paid in addition to sala~J. The last of these processes
(d) will be dealt with in ch~pter V.
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202. Grading structure. . The guidelines state that the overriding consideration for
theorganizatio!ls is to evolve a grading structure 'chat will' suit the internal needs of
the offices as. regards the relative importance of the jobs. The number of grades
should be kept at a minimum consistent with efficiency, economy and the provision. of
reasonable promotion opportunities within the grades. In the absenceof'specia~local
considerations, the normal structure should ~onsist of six grades r~ing from
"messenger or eg,uivalent" at -grade 1 to "principal clerk, administrative assistant or
eg:uivalent" at grade 6.

203. The follo"ring variations exis"j;ed in the grading structures in the seven headg:uarters
cities,as of 1 Januar,y 1~72:

(a) Ther~ are five grades in New ,York and .Paris, six in Vi~rma, seven in 'Geneva
and Rome, eight in London and nine in Montrea1 1 . '

. (b) The sal.ary spread 'from grade 1, step 1, to the top step of the: top grade
varies from a little more than twice grade 1, step 1, in New York to almost 4 times in
London;

(c) The, salary spread from step 1 of'grade ,I to step 1 of the highest grade
ranges from 66 per cent in New York 'to "alm9st 200 per cent in London;

(d) The salary range from the mipimum s'tep to the maximum step in a single grade
varies from a.pproximately 25 per cent in Montreal and New York to 52 per cent in Paris;

,. (e) In New York grade G-3 is the most heavily populated grade, comprising
c42 per" cent of the General Ser'V'ice staff,' but in Paris grade!:? G-l' and G-2 contain
50 per cent of the staff;

(f) The overlap between the marimum salary in the General Service salary scales
and theP:t.'0fessional salary scales varies frQm none in London to an o,terlap 'idth P.2,
step ~,in.P~is.

204. The total number of steps covering all grades varies from 46,i~ NevYork to: 92 in
Rome. If>account is taken of the salar,roverlap bet'ofeen grades by eliniinating the
overlapping or duplicate step rates, the ,total number of~ffect:f.ve steps-.a more
accurate measure of Career progression possibilities - varies .from 25 in Montreal and
New York to 47' in Vienna.

205. An &"la.lysis of the presentdistr~butiono~ ,staff members by grade and of the' entry
grades for most new recruits (tables 12 and 22 in annex, V) 'tndipates 'that .promotion
prospects within the General Serv"ice categor,y are generally more, ilimite.d than the number
of grades and steps would su.ggest. For eJCample, in New York, th:e bulk of General
Service staff are recruited atG-3,.and only 13 percent o:r the star:r i:8 currently at
G-5, so that most entrants do, in practice, progress through no'more than two grades
(nonnally G-3 and G-4) withir! the General Service categoI"',f.
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206. The table ,below inclUdes, in addition to the information cited in the preceding
paragraphs, a comparison of the minimum and maximum net salary levels, in United States
dollar equivalents, in force, as of 1 Janu.ary 1972, :in the headquarters cities. From
that table it will be seen that the maximum General Service net salary in Paris ($12,740)
is appreciably above the maximum salary in New York ($11 ,010) and nearly twice the .
maximum in London {$6 ,480} • To determine the extent of overlap between Professional
and General Service salaries the maximum General Ser:vice net pay rates were compared
with the netbase'p~ plus post adjustment (at the single rate) of Professional staff
in the same city.

COMPARISON OF SALf..RY SCALES FOR GENERAL SERVICE CATEGORY
AT HEADQUARTERS CITIES AS OF 1 JANUARY 1972

~ercentage Highest
salary; range Prof'e-

Number Percen- Number within grades ssional
of' ta~e'of' Total of Net salary range (Grade in grade

Head- Number General sta.ff Number ef'fec- Ratio parenthesis) and step
quarters of Service in top of tive (MaxI over-
City Grades Staff grade steps steps Min. Max. Min) Narro- lapped-- T T --r Broadestwes

New
York 5 2 782 13.8 46 25 4 '835 11 010 2.;3 24 (2) 41 (5) P-l/S";'7

Paris 5 1 245 8.8 74 43 . 3 738 12 740 3.4 46 Cl) 52 (3) p-2/s-6
"

Vienna 6 1 015 3.6 66 47 2 713 9 099 3.4 29 Cl) 32 (7) P-1/S-5

Geneva 7 3 326 6.3 77 29 4 423 10'688 2.4 30 (1) 45 (7) ~p"';2/s..1
~-

Rome 7 2 174 2.1 92 37 4 062 11 369 2.8 29 (1) 46 (4) P-2/S-3 ~

London 8 74 1.4 76 43 1 709 6 48d 3.8 27 {8} 38 (3) N'orJ.e

Montreal 9 323 2.8 54 25 3 036 9 288 3.1 25. (8) 28(1) p~1/s...4
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207tpurveys of conditions of service.in outside employment. The gu1delines recognize
four :.cypes o.f circumstances "Tere variations in the method used to interpret the
principle of best-prevailing conditions are not only justified but necessary. These
involve: '

(a) Ci'ties such as New York and Montreal,. where there are reliable data on
outside rates, compiled from' surveys of far greater magnitude than the organizations
themselves could undertake;

(p) Cities such as Geneva, where there ,are no pu'Qlished data ba:::>!'}d oft:isurveys of
outside rates and where a survey of the whole labour market cap.,. b~ made 1i'.si-ng random
sampling techniRues;

(c) Cities such as Paris and Rome, t.,here there are no published data based on
surveys of outside rates and where a survey of the whole labour market is
impracticable, thus ~ecessitating that the organizations undertake a survey of the
rates paid by' a number of outside firms re;puted to be 1lll10ng the best employers;

(d) Cities tvhere t~e organizations employ· so few staff that it is possible to
base UnitedNations rates on those of a few outside employers who establish their Tates
on the basis of' periodic surveys and whose salaries can be taken as representative of'
the best. prevailing rates in the locality.

208. In the case OJ:' (d), which covers mainly field duty stations,i;he :proo?dures
. f'ollowedhave generally workedt"elland theorg$1izat1ons have€lXp~ri~nc:ed~ew
dif'f'iculties.' Itls.usu.a;J.lyfai:rlyevidentwho '~e>the best ~mploYl?rs ox .$tat'f wii;h
comparab,le qual:i:;eica.tions in these cities- .inte:rn.ational i'irms.qr the Unite{i States
Embassy. These' enterprises of'ten mciintain fairly large staffs and use a' regUlar
grading system with rates of pay based on surveys that they have conducted. Th~
United 'Nations, through the UNDP resident repres.entative or the representative o.f""O-nE;l
of tlie. ~pecfaliied-agencies inquires atregula,r interval'S lnto the sala;t.ies and fringe
benefitspai,.d·by' those enterprises at levels- cio~responding·to GeneralSe:r;vic.e gx:ade.s.
Consultations on the information. recei_v~d.are held' withrepresentat'ives..of 'the s.taff.
The resulting scales axeco-orGiilated, tl1rough :the United 'Nations -i9r unifor.m
application by all organizations in the coriimon system. 1tJhenever problems have arisen
they have usually been .reso~ved easily and quickly. .

209• .The same oannotbe said withJ;'espect .to the seven he,adqua:r-ter,sdU1iy statipns.
In mos~, if not ,":11 ,of these citie'/? J. ~6ntention and disag.r;eement b~"tween;
administration and staff'haveoccurre.d over; decisions taken at different. stages of
applying the processes set out in tlie guidelines.

'210. TheE?eprocesf1es involve:.(aY choice of SUl'veyor; (b) selection efemployers to
be surv.ey.ed;(c)select~onofbenc1}markjobs; .. (d) .• interpretation of the data
collected ip.. the s.urvssr;".-'(e) determinatiou'o:f outside' and 'inside mat'cmng poi'ntf?;
(f)treat)1l.ent,of f'ringe-b.enefits;, (g) deternti.nation of margin, ,if' aDy,-~y"Whi"Oh
UnitedNations.xates ·shouldexceed outside rates; {h)corstruct-ion of' the salary'
scale; (i) f'req~ency~of salarY surveys;:- (j) interim salary adjustments'between
surveys; and. (k) iIiterorganizationalco-ordination and staff parti.cipation.
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211 •. Choice of. surveyor. This question does not arise in locations, like New York,
where surveys 'are not; conducted, or commissi~ned by the UniteaNat~-Ons;JbeGauseof the
existenpe of reliable and extensive published data ~m outside rates.' In cities like
Geneva, where the whole labour'market is:to be surveyed, the gUideline's stat9 that the
survey should be ~ntrusted to an independent outside body. This body shoulcl be
responsible, in conbultation with the organizations, for the selection of :firms to be
surveyed and the preparation 9f job-de'~criptJ.ons. It should, where' necessalY,. secure
the assistance of '-an expert l.n job cla:ssification.

212. 'Where a sample survey of the whole labour market is not possible, e.g., in Paris
and Rome, the guidelines state tnattheorganizations should, with outside' help if
necessary, conduct' 'a sUrvey arIa seiected number of employers whosecondition~' o~'
employment are reputed to be representative of the best. prevailing standards in' 'the
local~ty and that staff.' repre~entatives should be consulted during the selection,
process'.

213. The exeC1iti~e headsha've'statedthat theuse of an independent surVeyor has been
effeotive in ensu:ring objectivity. IAEA, however, expresses a preference for having
the surveys carried, out by a, working gToup of administration and staff representatives
wit~the assi.stanc~' of an outside expert who' is ,familiar with locial tax and social
security systems. '

214. Selection ofemplo:yers. , In. a survey o:f the wholelabourmarket, the guidelines
state that a random sample,o:f'high, medium and low-paying employers should be
selected', u,13ing reri<?gnized;(si;a~~sticalmethods, from among all the relatively ~a:rge
IOQaJ.: estap,lish..ments. ThellUxnljer of employees covered in the whole ,samPle' ehouldpe
about aqua.r;t~i::',of t~e-to~aJ>J.a.bourforqe•. In, analysing the C!-ata~, aJ-j::owance. should be
made :for ani markeCl-. d.i.ffere11ces between .t4e wo;x:'~ ·performed in the outsfd'e firm ana the
work of the Urp,:te~JNations post to which;i.t is b~ing,compared~

215 •.'Where the . entire 'labour.market isn()t~ being-surVeyed,..establi.'shment ,'sshouldbee ••••.•.•.
selecte.~ tha.t employ relatively large numbers of staff(w}ler~,'possibl,e,atleast:f.0 ur
times, :as m~in each kind of work cove~ed by the survey asthi9 cox-re,spondingnumber
in 'the ;nternat.;tdnal.organizations.in .the lo'cality). and arerepu:ted' to ,provide
conditions'pf employment that are among the best in the locality. .

216•. ~ti.sessentiaJ.forcomparison purposes that the employers. sel.e'cted have staff
performing ~ctions very similar to those perfo:t'1l1ed by at least >one group, and
possiblfiriore, .of .United Nations,., GJneral .Service .st-aff. ".:rncases.wh~re'}these
condition~donot eXJ.l:1t,.e.g. at European. 'be'~dqua:rters locations.,.the~e:iia:ve been.
probletils in intei'pr~t:Lng and applying the surve~'results.

~11• In. New York, nose~iousdiffigulties'ha"el.>een~n<?ounteredbGcausefu1;;t use:Ls
madeo£detailed 'published. data which cover a mde, range of emp;toyersand Jobs.
In Genl';<;{a, .the whole labour market is surveye(i (exc.luding'employerswith less than
10 male eIilp:l;oyees) by meanS ,of appropriate random sampling (134 out of 215fi,Z'IIl$ ar,e
covered) and,' thUS, the ghoice of bestemployerl;lisnot an issue there. In Montreal
and Vienna, no difficulties have arisen,.ina~uGhasthead!lIinistrationandstaff •have
been able to agree on which' employers are •to be ·;included .in the ". surveys; in MontreaI ,
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initially 10emplQye:re aJ:'~' selected.;lll.d,t:tJ,en r~d'qceg",:t,osi,:il; al;la result ,crfconsultation~be1<ween,administrat'.ton: a.n(t'~ta£f· ;reprea~'nta#ve s; ill Vienna~e firmswhose salary'ratefl'and:! €;radii1g'~i;::r1lctureare,£oun~lnotto conlp~~cwi,th those O'f theorgani;zations are GxcA-Jlded' a posteriori.;. ;'1,Lpndon, until 'I.'€'0entlyno problems' hadarisan, because the rates p,aicf:, by one local employer, the United States Embassy, hadbeenuse.d as the basis,i:or'dete:rmining~GeneralServicesalaries 'in ,that city.Inasmuch.as> the ,rates, paid by the EmbassyweJ:'e based on a survey of rate's paid by anumber'~:ofgood local employers ,'they had'beentaken to .repJ:'.eseht the 'bes';; prevailing'conditions. In 1970, however, the !MeO staff claimed that those rates 'were~ not' thebest prevailing rates. Consequently, the !MCO Council authorized the Secretary-General,oi: IMCO;i;ocbnduct an'independent Sux-v'ey toasceJ:'tainwhetherexisting salarY scaleswere in fact, in: accord with the best :prevailing local canditidns. .An outside" ,surveyor has been commissioned to undertake this survey, which is to cover 10 of theacknowledged<pest'emploYe:I'sinLondon. \ In, Paris 'and Rome, which have very'large aridheterogene.ouslabouxlIlarkets, 'UNESCO'and FAO'haveexperienced di·fficulties in 'reaChing, agreenient'torith theirre:spective staff associations oh which employers shouldbe surveyed'and'on:irite:r.Pi'etati'on of. the data ',collected. In recent years, both of 'these 'or~zationshave'madeadjustmentsofthe'General Service scales' based on'movements":i!n geil~r,a:1 ;"rage indexe,Bpubli~hed'bythe GOvernmentso£:Franceand 'Italy, J lil.' ,respectivel;5>V while ;g:eeking .1di1g'--ra'lge,.':solutionstotheproblell1sof Gen~J:'al'·'Service ;.. ;pay.':.': re"} " ' . '.... "" ..•.,,: .',' ','~ " , "',; (,, .:.. '

'218. Selection of benchmark liobs. The results of any survey are heavily dependent onthe reliabiii~y df"the Job, corilpari~0r.ts ma.dep.~m.Te~n-tlle .Qr:ggn.:i,:~,at;i9ns::;~9: o:gt~i~~"emlfloyers.· 'ICSABhas 'found'th,at."job comparison be·t't<reen internatic:>nal "0rganizations"'-'and Idcal £:i'riris'is 'erlr:emely air-flcwt,evendeceptlve., In most, cases ,jobscannot'easily'1:le€~upjeCtea:'t'o"B: jcommoneva:ruation·.·.:~'This ... ~de!'l:testhenecessity·tobasesiny coIJipari:soJ:f cm :,a;limited 'hUmber:'oI'jobs 'a~l suggested in'the I guidingprinciples"r.;' ..The, gi.rl'deXinesstate'that ·the'main emphasJis in .selecting.;obs,shouldbe pla?edon ci.scert~'ningtheappr6pri'ate'range'of salaries for the g:r,oup ,of ,grad~sthat comprisei:V,the ~'bulk"t)f':the secretarjJal andcl:ex.l.cal .staff, from, thebeg.inner. "copy':ty.p~s:li~'steno~al?her"or:juniorc1erkat'tlle';l.6we~' end of the scale' to theexperienced &letk br se6:tietaiyatthe:Upj)er end. '; .
~- "'1 ""~""~"

219. The number, type and levels ol' benchmark jobs surveyed hav~ vq.ried from dutystation to' dU:tyi~ltation,and'sometimes·';from. survey 'to survey:within :a'given duty'station'in:'the,"light::of changing ,ci:rc.mnstances., InVienna,'t:heorgelni:Zations hayebeen:~bleto'o1)ta:tn~o1it-side 'data for several" benchmark jobs ~(}1~~3i:f'ied!'~teachgradelevel 01' the 'General' Service'scaIe •.. InNew¥orki·Londonand'Montreai, 'surveY4ata,is'available 'on a, large nuniberof 'key jobs-JJFto T5'inNew York and. 30 t040'in, c, .'MO!ltreB1';'Inaeneva"aft~areviewhad'b$e~made'of'all' t:hejobs£or. which datawere repO!;tad:in,the 'SUJ;'veyofthewholeJ,ab"0ur 'markd,only 't\10 'jobs ::v.1'Sre' , 'cons:i,iieredtC1have ,comparable. outside,couriterpart's:G-2:junior ,clerks (to,wardthelowerendoi: ,thElscale) and ~5 'B;ccoifuti:rig cf-erk'S(:t'oward' ;'theupper erid). In 'Paris;'the' sYf;lt'emreeently a':'.lopted by UNESCO involves comPari.sonof, grade, G-2 ~ecretaryi'ates'"ii,tlithosepaid .byoutsidefinns:f'orbilingUal 'secr~t'a.ries~':t~Rome; the.: ; ,last survey,'6d~duoted.in':1969,;COnceritratedon'areiati1i'elY'r;lm~ll';'numberof job "descriptions,:eqitedtt'? .:define ,th~'~sSenti~res:ponsi~i:lities'ofthe.'dif.fElrent~ad~levels. The ,.fin<lingsof':'that'survey ioterethe ,subject o.f',disputebetween'.the FAOstaff and administration and nev8rput into ef.t:ect.
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220. Interpretation o~ the data collected in the survey. The guidelines state that
evaluation of data and preparation of recommendations are the responsibility of the
aQ~nistrations concerned. If an outside body has conducted the survey, then that
body should be associated with the evaluati.,)n prooess in an a..lvisory oapaoi ty. .All the
data and other facts ootained should be made available to staff representatives with
whom th~ conclusions drawn from the survey are eventually to be discussed. In those
duty stations where more tpan one staff association is represented, consultations
should be arranged wherever possible on a collective basis within the framework of a
joint interagency body.

221. Where the rates' paid for a particular kind of job are lower for women than for
men doing the same job, only the menls rates should be taken into aocount.

222. The saJ.ary data oollected should be converted from gToss to net rates by
deduoting from the outside rates the tax that would be paid by a single person. The
tax relief that would be obtained by a person with dependents is taken into acoount in
fixing the rates for dependenoy allowances. In addition to national income taxes,
municipal and state taxes are deducted in those places where they apply, e. g., Geneva
and New York. The outside rates must be oonverted from gross to net values beoause
the staff assessment rates applied to United Nations salary soales bear no direct
relationship to income tax rates, ",h.:i.ch vary from locality -to locality. Therefore, no
fair oomparison can be made between dutside pay and United Nations gross salaries.

223. Choice of outside and inside matching points. \Vhere the survey has covered the
whole labour market, the guideline s state that the actual rate to be assooiated with a
partioular ty})e of job, Le., the lIoutside matching point", should be taken as lithe
rate which corresponds to the one where 25 per cent'of the outside employees in the
work concerne'd are higher paid and 75 per cent lower paid - that is, the rate at the
top of the third quartile'l. This rate should be regarded as comparable to the
midpoint of the United Nations grade level to which the job concerned oorresponds,
i.e., the "inside matching point ". Where the third quartile rates for a number of
jobs associated with a particmlar United Nationfl grade level, e.g., junior tYllists,
junior clerks, or similar employees differ, a single composite rate should be
determined for equating to the midpoint of the United Nations grade.

224. When revising existing salary scales, the difference between the "outside
matching point 11 and the lIinside matching point tI will be a measure of the adjustment
needed in the partioular grade level. The survey results may be such that different
adjustments for different grade levels are indicated. In these circumstanoes, the
actual adjustments to be made axe a matter of judgement in light of the facts as a
whole. The guidelines, though not requiring that the same peroentage adjustments be
applied to eaoh grade, do state that excessive change in grade relati(:mslri~s was
undesirable. Some grades, therefore, may require an adjustment that ~s sl~ghtly more
or slightly less than the outside matching points indicate.

225. Where the survey has oovered only a select number of the best outside employers,
the guidelines are less specific as to the ohoice of inside and outside matching
points. The very. general instructions oall for separate compari sons to be made
between the whole span of salaries for clerical and for seoretarial work in tne
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Ox'g--<,lllizationf! aJ.ld in each of the, outside firms covt:;l:i.'ed in the 'survey. The appropriate
sran for' each kind ·of w.:>rk should range froI!l' a minimum, taken as the top of the third
quartiJ.e of the outside minimum rates, to amB.ximum, taken as th~ top of the third
quartile o'f the m~ mum rates. The total span dete~"lllin'ed could then be divided int,o
segments, i:e., grades, according to outside practices andadmi~~strativeneeds. Thus,
for ,example; .a tC;ital span fer secretarial/tY.l1ing work may' be defined from ou.tside rat~~'
for' job~ falling under this category that corresponds well wi'th the organizations' jobs
at the G-2~ 'Q.-3, G--4 and G-5 levels. This i.'.otal 0.-2 through 0.-5 span could then be
divided into segments on the basis of otltsidepracticeQ~ if the outs:t.de employers

. surveyed have clearly def5.ned saJ.a...""y levels for separate jobs, or according to internal
administrativs needs,if they have not.

226. In adjusting salary scales on the basis of such' surveys~ the same considerations
as thos~ indi6atedinpara.gJ:'aph ?24. apply.

2r,~Theabtualp!'acticesrollowedin each of the seven headqu.arters cities in regard to
ou..ts1.d~~-and inside:matching point~ va:I!Y'.·. In Rome, Paris, Mqntreal and Vienna,' the
0 11tside matching poiJits .are taken' as ',:the. top of' the .' third-qua.r.-tile rates for each
'benehmm'k;job•. '. In Ne,., York, '. the' third-quartile rates for selected jobs covered in the

., COmmerce and industry sUrvey have'been used:as outside mat.::hing points. The Uni'l;ed
lifations"has .atteroptedinrecent 'years to supplement the New York method with substantial
spot eheckf! ()foutside .. rateapaid byselected·firms. in •.... order to determine the appropriate
matching points bet,.,een the, outside; survey of thBwhole labour market Bl1d the United
Nat;i9n~'sc~es~.',In 1o~don, there' has .beenJ;lb .need.. fOf applying. the third-quartile
def~*t,~on,' inl3.sII!UC), as, onl~rone em,ployer"Tas survey~d. ~ Gep:evai.where the survey
cove~"e.a~he whole. labour m~lcet andnotm~r~l;ythe best, empl?yers within that mar~et, it
was decide'd,b.yanalogy'~.ith themetllods used' ,in Par:is and ,Rome" that the ou~side. . .
matching po;j.ntss,l:iou:I.d,.be talten,as tbethird quartile of the best rates only, with the

·c, llestra.tesbe.i.ngdefineda.~th~!fupper third oj.'. all rates' disclosed·'by·the survey".
Whus" .th~out~i~G;~~ching, point :r'et<3.ined:for agiyen job suryeyed cOrl)'esponded to the
seventY-fifth})~;r-gentileQfthe~l?pe:r tllird'9f ra.tes paid .locBlyfor. that job. This .'
is,~Q.ui..vaIeIlt tcthe ni~e'f;y-secondpercentile of alTthe '~ates paid for tl1e job. After
exami.zli.ngtliese proposed matching points, ICSABstated that it ""10uld see no objection,

. inviewQft:ne,P913ition iIlParisand,Rome., "to.u.s;i.ngonlythe top third of thera:t~st nor
. tot~l1gthe,; aey~nty-fiftllpe;t'cEmtile q:f t};loserates 'as' ~he outside'~tchingpoiritll,

:-) " although it had some reservations o;q. th~ inside matchin~ points prollosed (see
p~agraph 22~>.. .. '
22~'.J:nth,eQ~y~·thephoice9£ ins,idematch.ing, paJ.nt {or'jobSassociated with a g.1.ven
grade le've].should depend O!ltn.e.cQr].'e:I.ati,on iIlside and butsip.e the ol-gahizati.ons .
·betl~eenremU.nerationon the onehari.d~,d.age.and l<:mgth of service on the other•.• If,
:rorexa.mple,th~9utsid,e matchi;t.1&' points chosen represent the. ratesp~dto begirmers,
then the inside matching point should, be. step 1 of the appropriate grade; if they
repres~ntt};le rates paidtopersoIls,. who. have:reached 'the l'ay ceiling fora job after
lIlanyyea.rsQfse:r.vice~ then the inside matching poi~tshould beths'maximum step; ff'
theYre:pres~nt themidpqip:tbetweent};le,minimuma.."ld i;hemcaxiInUm ratef! for a j9b,; the
a.PP~oPi'ia~insidem~tclUngpoin,t shoUld. be .themicistep citthe .'approprd.·ateUm.ted·
Natipnsgr~e. .. , .'
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231. Treatnlentof fringe benefits. In assessing the conditions' OfEllnploymentprevail~ng

in thelocali.ty, account is taken of the fringebenefits ,offered by outside employers•

The guidelines provide that recurrent supplements paid to all employees should be added

t~ the salar,r figures reported in the survey but thatalluwancespaidon a selective

basis should be ,disreg?Xded. Over-all, , a roughb~ance "~hould ,be struck between the

value of measurable fringe benefits inside and outside, the organizations., Where these

benefits are appreciably betterou1;side th~organizations,somecompensatingupwa:td

adjustment in. the saJ-ary scales may be desirable. Where the balance is favourable to

the organizations, it is possibletha,t downward adjustment of the scales Should be made~

232.,. Margin fOr United Nations"scaJ,es over outside rates. Once.' the' outside 'matching

pointrateshavebe~ndetermined, .havingbeeJ;l supplemented (or reduced) where necessary

to take account of fringe benefits,' the question arises asto,wheth.er the'add~tionof a

margin.over these rates would.be justified. The ,guidelines state that, .i.n the ".absence

of 'serious, rE')crui tment diffioulties, there is no justification for any additionto

scales that correspond to 'the best l>reVailingratesforcomparable work, outside, the

organizations. If, t~ere arerecr.lltment ~f.ficulties,.,.,theremay be- 'but not

nece;:zsarily - a case 'for fixing s.alariesata somewhat>hi"gher level.

233. At no headQ.uarters city is a margin over outside rates bej.Ilg applied in order to

determine General Service salary scales.

234.Const~ctionuf the saJ.W sca12,. "As was seen a.bove, , a1though ideally 'aXl ()u'J;sid.e

matching point is' desirable for each grade, this ha.s not been found to;be:p.0ssiole in

some cities. In these cases, the rates at grades not covered by thesuivey are derived

fl"omthose established for tb,~ graa.escovered. The exactt'echriical methOdo:fdCJing se

by. extrapolation and int~:r:'polationdependson the organizations I needs, grading
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229. In practice, all attempts to establish the exact correlation between remuneration

and length of servl-ce in outside employment have met with failure because of the

difficuiiy of obtaining replies from outside employers to questions posed on the subjec~

by tha'organizationd. 'Information supplied was insufficient '~o allow a~ relevant

conclusions to be drawn from it. In Gene1ra, the inside matching point adopted was the

midpoint at each grade (i).,e., step 6). As' indic~ted above, ICSAB supported use of the

third quartile of the upper third of rates as the outside matching point, but it felt

that the correspondirig inside matching point might be themaxinniIn of the grade rather

than step 6. The BOm'd requested the ~neva organizations to inquire into the age and

length of service 6fthe employees to whom the outside rates applied. An extensive

inquiry was lmdertaken, but the limited responses 'iere inconclusive. Step 6 of each

grade has been retained as the inside matching point.

230. At locations \oThere extensive data axe available and these data relate to well

established grades and scales used by outside ccncerns, a number of different inside

matching points might be established,. In New y(jrk, the inside matching points differ

from grade to grade and, are', higher in . the ,upper grad.es because these grades include

jobs which the surveYs indicated were ,usuaJ.ly carried out by persons with considerable

experience. In Paris, the only outside matching point relates to the rate paid to

bilingual secretaries, and this is compared to grade G--2, step 1, con the ground that ,the

outside rate retained is the minimum rate paio., irrespective of age or length of

service. '
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The num1;ler of grades and steps
according to outside pr~ctices

struotures and policies regarding career progressions.
~thin each grade are determ.i.ned for each duty .ststion
or thea~nistrativeueeds of theorganizatio~s.

235. ~e percentitge relationships bet\'1een ~Tau.esma;y change, and the extent .of overlap
,between gradesm~ increase. ovel:' time, owing to di:f:f!el:'ent adjustments for different·
grades.;Som~of ,this change over a period of time is inevitable, because of the
changing circUmstances in outside practices w'ith respect to the ranking of, and the
rates paid for, different ·jobs. .... .
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239. The main preoccupation of ICSAB centred pn the use of the rates :paldto abil;tngual
sec.ret~ i:l,s the outside matching point for grade G--2. ' 'Thepost ofbiIingual secretary,
asdefi.nedbyUNESCO,would,in the other- organizationss- be placed at .the Jluddle, or·
somewhat above the middle. of' the scale•..:[ihe I :Board observed. that 11it' m8¥ well be :that
,,", ".' ". ','"',, _." ,,' " _', .. ', _ ," ',_ '","",' , ' ~ " ,":' - -', _,"" " '.',' ," -. - ,.-.- k - , .

COlltr<;lyeZ'sy •• as ,to COL"L'.E1ct ,cOInpa:dsonswiththe bestprevaili1;lg conQ.itions in tlLe.Paris
region will simply be' transformed into disputes as tdthecontinuedaccuracjfof the
particular percentage relationshipbet'll1eengrades, whioh \orould, be frozen by the proposed
methodll •

231.UNE!SCO has developed a new system for determining General Service salary scales in
Paris i.:n. response to the problems it has encountered in relating many of i tsGeneral
Service positions to the best preVailing outside rates. In particular; it has found it
di£ficultto ob.tainp:!.'ecise infQrmationoll, over-all remunerationandponditions of
emplOYment in the private sector and to iden:tify a sufficient,numger of'jobs in the
outside market that lend themselves to precise comparison with UNESCO posts. Under the
ne\i,system,theibest·p:teva;i.ling Qutside rates \'1buldpe dete~nedforonlyone job,
t'h.a,t, of.. a,bilingualsecretq:,ry, and these would be matched with G-2,step 1. A precise
piercentaserelationship. wCiuldthen. be establishe<l between G-2·, s~ep 1, - and the :other
grades ~dsteps in the scale in' terms of UI-m:SCO needs and, a.dli1inistrative stfuc·ture.
The.l:'atescorrespondi~tothe, m:i.nilnUm. of each ,grade ,would ,be, set", f.l.8.:s,percentage: of
the (},-?~step<.l,rate,,;asfollows: ,Ba per.cent for G-1, 125"per cerit~'for~3t:
155,i>eI.'centfor·G-4and.l90per,ceni; for G-5. The value, of ~ach ,step in,a grade, would
be3.5 percen.t qf- the, step Irate for thatgrade~. The new' f?ystem will n~tbeput into
€'ffeci tUltil the'next survey, which would' determine the single outside matching pOint,
is'made in 1975. -

238. The ,other organizations and ICSAB have stated that they could not endors,ethe new
DNESCOplan.. ,The organizationsi'el,tthat fixing t,he scales. for all grades on,. the basis
qfa,.reference·to gradeG-2., ",as undesirable for t"robasic reasons: ,first, any error in
thescpJ.efo~gradeG-2wouldbe carried intoi;he other scales for the· other grades, and,

"second,., '. there cou1dbeno assurance that the;proposed index relationship bet\>Teen grades
'W'oU1d·cont:i.n.1,letocorrespondtothla situa.tion inoJ}.tside employDlent ~nParis. over a
period of ,ti.mer/experienceinother dutys.tations sugges1ied that.,lower rate§l, in. outside
employmen.t incr.eased ,fas.ter. than the higheir rates in percentage terms. ,The; organ.izatioI'ls
also felt that putting the maxilnuDi ofG-? at 49 per cent aboV'e theminimwnrequired

,,' justificat~on based, on outside practice.

236 •. The extent of the overlap b~tvleen grades has,become excessive at"some duty
stations,ascan be seen by the relations:P.;ip bet\>teen· the total number of steps ~d the
number of effective ste.psin, the headquarters citi~sin the table in paragraph 206. In
Geneva, a staff member at G-4, step 11, \vould have to beplaceclat the next to highest
step (step 10) of G-5 upon prumotion. In Montreal, which has a nine-level structure,
with:sixsteps at each level, step30f ,each level overlaps with step 1 of the next

,higher level.. '

'... ~ ~. " _ • ~ n t. (. "
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240. l:reguency of salary surve;y;s. The guidelines.state that General Service salary
scales should be reviewed periodically to ensure that they continued to be in line with
the best -prevailing rates in the locality. This hasgen,erally been interpreted by the
organizations to me.m every-four or five years for headquarters duty stations. However,
surveys have been carried out at shorter intervals.in response to particularproplemsin
sonie cities.

..

-99~

247. Thefbur GOvernments which gav~,theirviews,on ;theGeneral Service. ~aiarYis;yatem
(the 'Federal Republic of-Germany,"Japan~" the Unit.edKingdomand ,the;Uni1ieclStatel3),,'
fav.oured ,'. continuation. of,' basing',the'conditions',of ,service'.Of',.,locallY're·cruite9>GeneraJ,.
Service,'staff 'on local practicei'3 at each duty station, 'but'theirint.erpretations"o,fwhat
constitlitesrelevant' local pr .., ',ces differed'in:certainrespects.

241. Interim adjustments between surveys. ,The guidelines state that between surveys,
interim' adjustments may be made on the basis of. an: appropriate local wage or' c~st-of
living indeX. The emphasis is placed on the WOrd "appropriate" ,and a distinct "
preference for the use of a wage index rathertbana cost-of"'living index is indicated
on the ground that the former better' reflects the :movements· -of best prevailing rates,.

242. In Paris and Rome', sala.:des are adjusted betweens~veys 'on the basis of national
hourly·wage indexes published by the French and Italia"nGovernments, 'respective1,y. In
Montreal, use is made of wage 'i:nd~es supplied by a localinstitute. ,:In Vienna,_ both a
locaJ.sU'q.ryindexand a cost...;of':"li'Ving index are used; In Geneva,j;nterim adjustments
are based on an index of the salaries paid to men only .published by the Swiss GOvernment.
No indices are presently uSed in New York and -London. 'However,in New York, where no ,
SUi've;y-s are undertaken by the Unit,edNations, the salary data reported in local' su.rveys
are reviewedpeV.;i.odicB.lJ..y. '

243. As salaxyor wage indices 'reflect the movements of grosssala:ties or wages, the
percentage adjustment to be applied to General Service salaries'is reduced' to·take
account of the income tax factors, in the given locality.

244. Interorganization,co-ofdination,and st1!ff consultation•..The guidelines-thE1mselves'
were drawnup,on thebasi's of extensive interorganization cQnsuJ.tations anddiscussi9ns
with lCSAB. ,Howeverj' the interpretation of thesegludelinesand ,the,aecisionson,th~
methods (:tctually applied in each' l?cality have, been taken wi'l!h littleor no, regard, for
the' repercussions they would have on the situation in other locations. Th±shas ",
resulted in fundamentetl. disparities in the practices follot-Ted andresults obtained·' in
the sevencities,as has been indicated'in the preceding parac'Taphs.

245~ . The method applied in Geheva,which, is the only locaticnilihere more than one
organization has its headquarters" was' ,the subject of 'consultation ~id agreements among
all the ol.'gam.",atiohsandc their~tarfassociationsloca,ted.in that' city_ '

246.,' Asindiciated inpaJ:'agraph220,the importan'ce. Of8.s~o~i~ting $tat':r repI'esentati,j~~
wJ.ththe .various, stages ,of ,Gener~'Service'sala1'Y,deteminatioIl .' is emphasized in the

'guidelines ana has been reaff'irnied by ICS.KB onc anuniberof occasions. ' Ex:tensivestaff'
consultations on General Servic'e, salary- matters do., .inf'ac't, take place in all:, the
headquarters cities and ~n other duty stations.,
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248. The Government of the Federal Republic of Germany favoured linking General Service
salaries to "the comparatively best salaries paid to national public servants, which
could be' appropriately increased, rather than the higher salaries paid in industry.
Salaries should be reviewed at regular intervals and allowance made for any changes in
the general costs of living and real incomes of public servants in the country where
the duty station is located, in accordance with the prevailing national indices".

249. The Government of Japan endvrsed rlnot only the maintenance of the existing
principle of the best prevailing conditions .•. but the strict' application of the
principle ll

• Staff-management conflicts over interpretation of the word "best" should
be overcome by defining the method for determining General Service p~ more precisely
and in "numerical terms ll ; at least 30 top firms should be surveyed in major headCluarters
cities,and more manpower and money should be invested towards conducting reliable
survey's. These surveys 'should take place at shorter intervals than at present, e.g.,
once every two years? because it is difficult to find a reliable index of salary or wage
movements on which to base interim adjustments. The seventy-fifth percentile, or third
Cluartile, of outside rates should be used as the "outside matching point" ~ as is done
in New York, rather than the ninety-second percentile rates used in Geneva. TIefinite
standa:rds along the lines of these t,.,o numerical criteria should be established and
applied universally. In the view of the Japanese Government "this is particularly
important in order to prevent an escalation of jealousy and undesirable competition both
among management and among staff associations in different localities, which has been
caused by the allowance of too much discretion in the present regulations and
practices" •

250. The Government of the United Kingdom saw no need for fundamental changes in the
present system. -It observed that 11 the ICSAB guidelines based on the best prevailing
local xates principle had stood the test of time, and the United Kingdom can see no
acceptable alternative to them". However, it recognized that difficulties in reaching
agreements on the results of surveys of outside salaries had arisen in the past, at
most major duty stations, and expressed the hope that the Special Committee would be
able to make recommendations for improving the methods of collecting and analysing
statistical data on conditions of service prevailing in a given locality.

251. The United States Government stated its belief that the level of pay for General
Service staff should be determined. by "periodic comprehensive surveys of salaries paid
by the mare T?sponsible employers in the 10calitYi the exact employers selected could
include any large employers nominated by the employees themselves". It also suggested
that the outside rates uf?~d could be those in the seventy-fifth percentile of the survey.
This would ensurethatUnited Nations salaries compared favourably with those of l&rge
employers in the locality and were above the average rates in the community but were not
the highest. \

\

252. The executive heads in their collective response to our questions on this subject
expressed the vie"r that the principle of best prevailing conditions, as interpreted in
the guidelines -1. e., that the organization should be aIilong the best employers in the
locality, though not necessarily the very best - "las sound and should be retained.
Although the'principle had worked well enough in the smaller offices, they acknowledged
that great difficulties had arisen over the, application of the principle in some
headClua.rters cities. They noted that "there appears often to be no such thing as a
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255. The ,Director General of I.AEA, in Cl- separate, reply to our questions, observed that
the present system.Qpera,ted satisfactorily in Vienna. In his view, th,e difficuities
experienced elsew~ere might. be attr:i-:pwliable to.Bthe. absence of prior agreementbn a
deJljailed methodology· and the consequent tendency to compromise on' eachoceasion that a
comprehensive survey is made". Takip.g intoac,count the current situation: in regard. to
staU-:':'management ,relations, he. felt the only' feasible way of .ensuring proper
implementation o,f'theprinciplewas to eniJrustthe fixing of General Service emoluments
11 to an. independent body, such~s anint t7rnational civil service connnission" _ He
believed flirthert:p.at, there ivas anee!i to develop a common methodo:logy, which should be
apprpyec1. by legislative bodies, so that "~t could be "authoritati~~",IY<'1Ppliedcnd be
binding on both administrations and staff".

256. Though agreeing.,w;l.thhiscolleagues inACCthat the exclusi'll'e.use'ofa wage index
for int~rim adjus+mentswas"inappropriate, the Di~ector General of lAEA did not shar13
their vie'" that, between ,comprehensivesurv-eys, General Service staff should be
compensated onlyforcost-of-living increase,s_ He'believed that account shoulda,1sobe
taken of real...,income incr~ases during the period. Re noted that in Vienna, a "combination
of thecost...ci'f'~living anli'wage indexes is used, and ne. problems had arisen on the
Occasions of':90mprehensiye reviews. As·an,a!terna,tive, he .suggested an interim
adj'.lstment in local pay scales, whenever anadditio!lalcla,ss '01' post adjustment became
payable to "staff in the Professional and higher categories.,

25.7. TheDirector-Generalo.f UNESCQ~ in his separate submission, stated that the
application of the guidelines ior theestablj shment of General Service salaries had
given rise to difficulties in Paris~ as .well as other headquarters cities. In 1968,
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253. The executive heads, in the light of experience, sa;'l no quick or easy solution to
the variety of problems involved in administering the principle of best prevailing
conditions in the ~even headquarters cities. In their view, the essential need was for
an examination of' the situation of each of the headquarters c:i:ti~s by a specialized
external body with certain fact~finding ~d regulatory powers, ih order to determine
which elements are subject to the application of a common methodology and which are
peculiar to the locality andrequ~re some special ada9tation.

254. As regards interim salary adjustment betiveen surveys, the executive heads believe
that the practice in some 'Cities of basing these on movements ofa wage index sp-ould
be reconsidered. The evidence indicates that, in some cities, the indlces are not
entirely apprppriate·and have resulted in the organizations I salaries being increased
ata muc~ faster rate than the best ,prevailing rates in ~he locality. They suggest
that consideration be given ·to granting simultaneously to all staff - Professional'and
General Service - interim adjustments lion the basis ,of movements of a special United
Nations cost-of-living index appropria.te to the wholestaffll • In view' of the
statistical eVidence. that the cost of living has risen more slowly than salaries and
wages in most countries, 'interim adjustIr:....nts on a cost-of-living basis would be
some;.matless favourable to the staff than on the wage-index basis. Use ofl;he latter
has often led to situatiQns whereby the organizations 'scales were found to be too 'high
on the occasion of a full review, apdaifficulties with the staff' ensued. The
frequency of full reviews, if a. cost-of-living adjustm.ent procedure we're adopted,'would
depe:p.d on the rate of r,eal--income changes in the Gountry concerned.

prevailing rate, best or otherwise: there is merely a vast range of different rates".
In consequence, there is often iri.de disagreement between 'administration and staff
associat~ons ~ver interpretation of survey results, vuth no machinery for resolving the
impasse. Thus far, solutions to such problems have been adopted at particularl

~ocations,Without much regard for their repercussions elsewhere.
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UNESCO had proposed a ne"r salary methodolog:, that would have used the best prev.ailing
rates s;yst€!I1,,to determine the appropriate ra~es ~o:r the bottom of the General Service
scale 1'lhi..le linking the highe~t grade in' the ..General Service categbry.... to ..the.. lowest
grade in the Professional category. In its view~,this uould }lave avoid.ed mariy' of the
serious disadvantages inherent in the present e:dual system", whereby scales of GeneraJ
Service and Profe~sional staff were fixed on entirely different bases. The Director
Ganeral Suggested that the proble"mof overlap between th~ upper grades of the former and
the lower grades of the latter, ",hich is inherent in the dual. system of salary scales,
would 1}.avebeen eliminated. The .Di;rector-General noted, however, that this proposal was
not acceptable to the other organizations or to ICSAB.

258.,InJ.97-0, UIilESCO put forward a modified plan in hop.es of meeting the main objec'tions
to the original plan, namely,. thatii! ,would .have led to a gradual' consolidation of the
Professional and General Service categories. As described in paragraph. 237,' the latest
UNESCO plan ,woulc establish General Service scales b;{ setting the:) G-.~, step 1, rate in
aC"cordancewith best prevailing'ou~sid.e:ratesfor a bilingual secretary and then setting
the ra..tes. for all the other grades as fixed percentages of the G-2, rates. The- UNESCO
General Conference ,has approved the latest pl~. However, the'Director-General, in ,his
submissi,on, stated. that the-plan is 1I0f an ,experi~ental nature and, thus, is subject~o

reviewinthe.lightof experience or of. aJJ,Y ov~r-all.decisions wh:i:ch might be tClken .
within tlle U~t~.d Na:t;ionssystem -but it may also provide guidanCe to other orgaili2 ations
1',hoses?tg.atio~iscomparabletothat of .U'NESCOII; HE? emphasized that the , system lL~s not
yet been pu.t· iW.J..yinto effect and:tha1;the salary scales now in ·force "'1ere t.h9se ,derived
froIn thereeultflpf thela.st survey made at :the end of 1970..' .

259. Finally, the Director-General J:'eiterated his support of the position taken'by tlie
executivehea4s. in.-the:j,.:r colf6ctive Stlbmis~ion that t1?-e ilse or the wage index for interim

cadjustmen:.ts. shoulci·be,reuonsid,ered, and might- b~ replaced by a cost-of-living 'indl?x~
."'~' .. '- -. . " --. ... . , '. . .' ,

260. The Di~ector-General of FAO informed us of'the recommendation made recently by an
FAO committee' established to stl,l.d¥ '~agement-Btaff relat.ions to iiheeffect that. the '
pre'sent" two;..categorysysteI!l $ouId .be· replaced bya "6i,ngle la.a:.ier ~ysteI!l"~The

Director-General stated his support of ;the. recommendation. but rE?cognize.dthat b"eforeit
'could be considered a more specific proposal would have to' be vrorked· out. As indicated
in cha.pter: T",w.ehavenot accepted this ,proposal to merge the t~19 grades.

261.·. FICSA •recQmmendedthat .General Bervi.ca; salaries .continue.to be:e~tsibli'Shed on. the
basiso:f",the.besii prevaili~g conditions principle and that fllexibility in. applying that
prine1.ple should'be maintaine[1,in order to meet .the different co~di~ions prevaili~g'in
each duty fltation•. It.beJi.eves.that ·sCj.1~ adjustJD.ents should be ma.de.-:freqdehtly 'and
at'in:terv~snot 'to· excee.d one' yea;r and tnat interim, adj~s~ments should. be based' on a
mutually agreed wage index. .Its position was that. ".1lnd,e,~no .clrcumstances should the
salary adjustmElnts be deltlyed, whenever the a.g.reed 'wage index rises by a percentage not

-exceeding 5 per -cent'!· ••• FinaJ.ly,FIC'!3A put ~phasis on the, need f9T staff representatives
,"to'participatefully"on tp,e. basis of equality in the collection and analysis of
relevant da.ta and in the decision~makingprocess leading to the ~stablishrnent ofan,y
new salary soa.:j.esoz· the iIg.p:t,ementation of 8J:iy 'aal~ adjustments betweensurveys'.I.. '. . ". . , .
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262. Basic principle. We believe that the existing principle of "best prevaXl.ing
conditions of employment in th~ locality" remains valid' aridrecommend it>'! retention,
if.only.becauSe '

(a) Fai~ compa:rison with remurieration of equivalent jobs is a widely, accepted
method of detGrinining salary scales and 'conditions pf service;

(b) The United Nations, as an employer, must have regard for the pra.ctices of'
the labour market in the host country.

263. The cuttent formulation of the princip1.e, however, co,.tains an inherent a,mbiguity
in that it is not clear whei;herthe emphasis should be on the word '''best'' or'
"prevailing"•. ,Althouf!'h the organizations have attempted, in practice,to follow the
interpretation given in the guidelines, namely,tha,tthe organizations "will be among
the bet;lt empl'oyers in the .locality but '\'fill hot necessarily be the absolutebestJ' ,the
s,taf'f have tended to place the' emphas:ls on "best" and tend to compare their salaries
with the one or two best eIllPloyers in the loca,lity. The' latter rates could be '
indica.tive, of ,the "best" rates in the coIIlIIlllliity ,.fhile 'not being a measure of ·the
"prev.ailing" rates. in the. community. Staff-II\anagementdisagreements oyer such a
fundamental interpretation of the basi0principle,althougoli'nottheprimcu'yreason
for tnedi,vergencies andinconsistenciesin--thepract'iGes followed i1nthe heaciqua.rter~
cities, ':have,in our vie\v-:, ,madethsalready ,difficult task of selecting which
employers are to be surveyed and how the data collected are tobeinterprete'd much
more difficult and controversial than is necessary.

264. The formulation.of the principle should,'inourview, be brought more in line
with the interpretation given in the guidelines~ •vIe therefore recommend, that the
following,restatemel1t of th~ principl~be considered. by the legislatiye o:r-ga!?-s:

IITh~ r~murieration and. conditi.ons ofsez:vice. of'locally'l'ecruitedstaff in the
C~neral Service categoryshQuldcomparefavourably with those of'nutside loca.l
staff employed in broadly comparable \'lork.'" . .

265. Application of' theprindple. .vTe 'have conside:r-ed the possibility of basing
Genera.l Service salaries on the salaries pai~l innati0n.al public eervic~js. '. In "I1ieW'
oftl:;te difficulties that have arisen in relating the General SerVice, salariesto~those,
in private industry, such a methog. appeared to us to bedesir~ble, first, because, .
public services. maintain grading, career, and .salary.structureslIloreakinto:those in
the international civil service than do private firms, and, second~b.ecaus-eit\'lotiJ.d

cemore consistent .with the practice' followed in regard· to the salaries for staff in
tb:e Professional arid 'higher categoories. "

266. We req~e,sted. f:rom the organizations iriforrnationonthe. types of posts at each
General Service grad,e at. the headquarters duty stations a,nda comparison of the'salar;y
scales in each locality with those applyingfor'comparable work in the host governmeIit
service. We received detailed informat:ien and .con'l'parisonsfor'Geneva,cLond.ori.,'
New York, Paris and Vienria~ reAO, 'in Mont:r-eal, informed us that no comparison with
government pay had ever been undertaken. ,FAO replied that the, qualification
requ.irements for General Service staff in Rome differed from those of the Italian
civil service for comparable work ?-nd, therefore, anycomparisons't-Touldbe misleading•
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267, In those cities where. comparisons had. been made it was found that. General Servicesalaries were significantly :higher than .those 'paid by the relevant pUblic services.Th.i;s was to 'Qe:expected inasmuch as the r.ates paid by' private' employers, who ..!3X'e the~ain,~omp~titors for the type o~ clerical and secretarial staff need~d by ~heorgariizat.loris, are invariably higher than those paid by Governments. The questiontherefore arose whether, as suggested by the Government of the Federal Republic ofGermany,. goverl'lIllent .rates could be "appropriately increased". The evidence wer~Geived·.indi<?ated ·that it would bedifficu~~ to quantify the differences ,in such amanner as to make the task of establishing General Service canditionl? of employmentless contentious.

268. In 1962, when the General Serv:i"ce salaries in Geneva were compared with 'thoeepej.d. in the cantonal and municipal public services, an Expert Committ.ee, under thechairmanship of Sir Harold Parker, recommended a margin of 15 per cent over thecantonal rate as being "fair both to the staff concerned and to Member States whichare ,called upo~ to provide the necessary ;finance". It acknowledged that "the amountof the excess must be a matter of opinion and judgement and that it would be unwiseto assess separately all the relevant factors". Thisrecormnendation WaS acceptable tosome organizations but not to others or to the staff· .asso.ciations. In the end it wasnot adopted. . . .

269. Either as a separate exercise or as a part" of the procedures followed fordetermining thE;t·.appropriate margin in each locality,studieswou.ld ,)lave to be un4-ertakenof the fringe benefits prQvidedby the public service being S1.U'v.eyed, which COUld' befede!'al, state or municipal services. These benefits often involve such difficult-toquantify elements as full payment by the employe!' of pension contributions, freemedical and life insurance coverage., special allowances. or bonus~s, iubsidized meals,assistance with housing costs etc.

270,~Wehavecome to the conclusion "lfl'W•.t use. of the public sar,vices, .as the primarycomparator,thougheliminating aome of the areas of controversy in the present system,wou.J.dcreate otherf? .ofa more ser~cnJ.s nature. The rates paid by public ser:v,tces arerelevant,· but theJ.J.' use as .the sole basis forsalarydet'erm:i,nation would mere;:Lysubstitute 'onetjrpe of di:f£iculty ~or ·another. This does. not. mean; however,. that 'theconditions.of employment in public s~rvices 13hould,beexcluded:frolt\ local surveys.On the, contrary,in.view of the similarity between n,ational and international~iviIservices i.n'regard to some elements of remuneration;' we recortUIlend •tliat the nationalservices sho-qld be: one of the employers to be included inasurvey of local conditionsof ·employnlent. . ,..-. - .. ... ..

27T. }lethod of establishing salary scaies. The disparities in the grading and salarya"trtlctures in force in the seven headquarters cities (see' paragraphs 203 through 206)seem to us to be wider than can be explained by reference merely to variations·in localconditions and in the needs of the organizations and to point to defects of method', inpart1cula:r; to the absence of agreed: standards' irisuch .matt.ers. as .the 'definiti:on d'flevels6f responsibility, the 'Provision of adequate within-grade advancement .and theconstruction of scales affording a· rea:sonablecareer'prog.ression'•. '"We recomend thatdefinition of SUch standards should be one CL the tasks to, be ,entrusM'd, .to the' oiVn.serVice'commission. In addition, as suggested by the executiV'e ;heads ,thisbodyshouldbe asked to examine the existing situations in each of· the head.quarters cities with aview to detemining whiuh elements are subject to the application of a common methodand which are peculiar to the locality and require special adaptation.
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2'(2. In the meantime, th;ough accepting that each orga!1.ization should remain free,
within the framework of' the guidelines, to adopt the siructure best suited to its own
internal re'quirenients, we recommend that each organizati.on shOUld re-examine its
existing pay structure in the light of the comments in th:is report and from the pbint
of viE?w of enlightened personnel practices based on principles of motivating employees
to do t~eir best work.

273. 11/e have not felt it either possible or desirable to formulate any precise grading
structure tl¥it might be applicable to all offices. vle suggest, however, the follOWing
criteria, which, in the absence of compelling local reasons, might be appropriately
applied in the construction of General SerVice scales; .

(a) A spreC!-d within each grade of about 30-40 pe~ cent from bottom step to t0P
step, so that those remaining' in a single grade can have a modest advancement over a
period of years;

("Q) Step increases of approximately 2-4 per cent, with the larger percentage of
increments in the lower €Wades; .

(c) LimiteJ. overlap between grades,usually with step 5 or 6in a,10-stepscale
overlapping with step 1 in the next higher g.l;,ade.

274. Applying th.esecriteria to a six-grade structure, for example inNew York, :might
riasu.lt in an inde;x t-elaiionshipbeiween .levels and steps similar to that shoWn in t,he
table below, with the 'b\llk of .recruitment at· the G-2' grade •

MODEL OF INDEX RELATIONSHIP BEr\tJEEN GRADES AND STEPS

Grade Step

I II UI IV V VI VII VIII IX X

G-l 100 104 108 112 116 119·5 123 126.5 130 133·5

G-2 119·5 123 126.5 130 133·5 137 140.5 144 147.5 151

G-3 137 140.5 144 147.5 151 154 157 160 163 166

G-2J, , 1::4. 157 160 163 166 169 1·72 175 178 181

G-5 : ,"r 172 175 178 181 184 187 190 193 196.~.f"')

G-6 184- 187 190 193 196 199 202 205 208 211

275. As regards the difficulties that have been experienced insev.eralcentres on
the method of surveying outside rates, we see no alternative,in those centres where
reliable statistical data on outside employment are not available, to the existing
practice of surveying a selection of outside employers.. Suchsurvws should not be
too elaborate: t.~ey should normally involve 25 to 30. localemploye:rs(including the
local.. ~tiomU servi.ce); 'which c.ould form a. semi-perman~n.t group for pay cgmparison.
purposes, sub·jec1;·to periodic ·review. Rates paid by such. employers for from 10 to 15
carefully selected' jobs should be assembl'ed, so that a ,good array of ~ates can b.e
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made. To ensure that United Nations rates will compare favourably the use of the
seventy-fifth percentile as the outside matching point for each job, as developed in
the guidelines, should be continued. The inside matching.point will have to be
determined in accordance with the relationship of the outside job to the United Nations
grade level and the relationship of the seventy-fifth percentile rate to the minimum
and the maximwn rates for the outside job (see paragraph'.228).

276. Frequency of surveys and interim ad.iustments between surveys. In the intervals
between surveys, current practice in most headquarters cities. has been to use locally
published surveys of cost·.of-living or wage-level indicators as the basis for interim
adjustments. Often, these are inappropriate for white-collar employees· and tend to
distort the "prevailing conditions" concept. .A. more acceptable alternative might be
to make a spot check of changes in pay rates for key jobs, in order to determine
whether changes in locally published indexes arebbrne out by actual changes in pay
rates. "!hen both the spot checks and the changes in published indi~es justify an
increase of at least 5 per cent, a one-time, acro.ss:'the-board raise might cemade. A
full survey, however, should be made the next time that a salary increase appears to, be
needed.···

277 •• 'Finall;y', we see .no· justification :for Jtlle haeof the post aa.;justment index 'for the
adjustment of General Service salaries.:·- .'Wereeog'Ilize, however, that in sett:tug the
-effective date of the adjustment. organizations may require _some flenbility in the .
intfn'ests of enBltt-iirgcqincidence with salary adjustments for other categories of staff.
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Chapter 'v

AI..LOWANGES .AND :BE:NEFITS

1ntrocluction

278.:We have ~xamined the system of allowances and benefits which form an important
part of' the 'existing conditions of service ~.n the United Nations oommon system. These
al10wanc'es and benefits amount to 25 per cent of the payroll. Certain aspects of the
pension 'arrangements are treated:;separately'in Cha.pter VI.

279 •.~Vith the exception .of the family allowances, education gr-ant; assignment
allowanl.. ... ,· ana. termination indemnity, all 'of which are' in need of adaptation to current
conq.it~ons, the benefits availa'Dle to the staff appear to be generally satisfactory.
However, as noted in Chapter 11 on the common systE;lm, there are a number of variations
in the practices followed by the organizations in respect of the terms of entitlement
to some of the e..llQ1.'Tances and benefits. WE') have revievred these variations and have
made a number (if'recoIDIIiendations which, if adopted, would bring about; greater uniformity
and con~istency pf pra.Jtice. The benefits falling"in this category'are: (a) the
langua'ge allowances f.or General Service staff', (b) thelangua.ge incentivea for staff
in the" professional and higher categories;" (0) the. non-resident I s allowance;
(d) al1i1ual and hon.] lea,?,e entitlements; a~1d (e) mode and standard of travel. We
have also recommend~d that the present provisJ.ons· of the installation grant and
repatria:l;ipn'grant, whiyh are described in paragraphs 365 through 368, and
t;laragraphs 373 through 376 . respectively, should be' reviewed hy the proposed
i.~tergovemmentalcivil service' commission'. ',' .

Family allowance

280. \From the' beginning, the United ,Nations salary system has distinguished between the
levels of remuneration of staff with depEihdants an~ those of staff without dependants,
in recognition o! the fact that the former - especially expatriat~ staff - incur higher
expenses. The present arrangements for dependency benefits have been in effect
since 1957.

281'. Since the 'principles governing the'establishment ,of.salaries an,a. other. conditions
of service differ as between staff in the professional ,and higher categories and staff
in the General Service category, different methods have been applied in determining the
rates of family allowances for each.
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282. professional and higuer categories. Eligi'ble professional and higher level staff
receiv~ dep(mdency benefits through both t~e scheme of family allowances and the
dependency differential in the post adjustment system. The amounts of the allowances,
which have remained unchanged since 1957, are as follows:

(a) $400 per atmum for a dependent spouse. The rate established in 1957
WC!oS .$200. In 1962, the General Assembly approved new base salary scales
into which two classes of post adjustment had been incorporated at the
ma.;rried rate minus $200. The loss of the $200 to married staff was
compensated by adding it to the $200 depe:ndent spoufle allowance. Thus,
this partial realignment 6f' .two 'remuueratlon elements, resulted in the
spouse allowance being changed from $200 to its present value of $400.

(b) $300 per annum for each dependent Child.

(c) '$200 p~r annum for at most one. s,econdary. dependant, provided that no
allowance is paid for a dependent'spouse ..

283. The depel:d,ency benei'it in the post adjustment system r~presents the difference
between ,the' rates for staff membel's with dependants and the, rates for s'liaff members
without dependants, which etre one third less. '36/ The amQuntof the benefit, which
does not vary according 'to the number of dependants, is, therefore, proportional to
the relative: cost of ~iving,levelofth~ duty st~tionas meas~ed inpos~ adjustment
classes. It 'va:I':'ies from no benefit in Class 0.01' minus post adjustment areas to a
fairlysuhstailtial benefit, inhigh,postadjustn}.ent areas. This feature hp.d been
introdlicE;ld into the, :POst'Flodjustment system topro"lide additional benefits i,n those .high
cost areas where the uniform dependency allowances would not be .l?ufficietli;.

284. ,Some'members believe that the incorporation of a dependency benefit in·~b.e post
adjustnIent system constitutes an error of logic or at least an element of confusion
between thepr±nciple of uniform purcha~ing power of salary'and the'social principle
which on the outside' is expressed throulsh· a tax differential and.. not ~th:ro'UgJ;1,cost:..of
living alJ.owances. . They' urge that the two-scale post adjustment system be 'apolished
and that full compensatio~ for cost-of-livingincreases should be granted to all sta!f
in the ,professional' and higher categories. Under suoh a scheme, staff',members with no
dependants would be subject to.a higher staff assessment to avoid their benefiting from
the "social elementll included in salary. Thus, the single scale staff assessment
would be replaced by a two-scale system. other members were of the opinion that all

• c. "'" _'. . f

family allowances, including spouse ",llowanclil, shcll1dcontinue to be applied on a
flat rate basis as at pre.g.ent. (See separate opinion by Mr. Bello in appendix B).
Since: we have decided,to recommend a further study of the" post ~djustment syst,em, we
took no position'onthis D.Jattlilr. '

36/ For post adjustment purposes, onlY'primarydepen.~ts" that is, spouse or
ohir~T'1., are taken into' account.
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285. A comparison of current staff assessment rates with the nati.onal tax rates in the
seven headquarters. countries shows that there are appreciable differences between them
in respect of the rdes applied to persons wi.th dependants" 3r

{ / . The 1910 average
national tax' rates dt all i.ncome levels, 1'0...· persons ~i1jh noCi.'ependants were
approximately 4;per cent higher than 'che average rates fo.r persons with dependent
spouses. In respect of each child there was a further di ffer€nce of from about
l per cent at the lower salary levels to 3/4 per cent. at the .higher salary level. .
One member considerr; that taxation in the United Nations common system is artificial
since no staff member, in his view, pays taxes.

286. In general, the dependency differer,tials resulting from the average national tax
rat.es in, respect of a crli1d are less tha."Yl the amount. of the children's allowances.
in the United Nations. The tax benefit., however, is proportional to the iucome leve.t
of the outside employee and, in ma~~ coun'~ries, a separate uniform chi] dren I s allowance
is .paid in addition. ,

287. The revers@. is the case in respect of a dependent spouse. The United Nations
spouse allowance of $400 is substantially less than the tax benefit for salary levels
of $16,000 or more in five of the seven headquarters countries. The table below gives
the average net values of the tax exemptions in 1970 for a dependent spouse at gross
.salary levels corresponding roughly to grades P-l through D-2.

- .......:...-

Gross salary Averaf!;enet b~nefit of. exemption Net benefit of exemption
in sevem.national tax systems in United states tax system

$ $ $

10 000 406 376
16 000 635 656
24 000 952 1 206

..

..32 ..000. 1..2-53 .1 -710- ...-
288. Since these tax data were collected there have been changes in at least some of
the national tax rates. In .the United States and France, the effect of som.e of the
changee has been to increase the dependency differentials.

289 ..~t was represented to us that two European organizations, the OEeD and EEC, paid
a ben~fit.for a dependent spouse which was proportional to the income of its employees.
In ..0EeI)" ~. Phead of family'.'. allowance of 6..per cent. of net base salary. .was payable;
in EEC, there were lower staff assessment rates for married staff and a "head of family"
allowance of 5 per cent of gross salary was payable. Mr. Bello, Mr. Chiba,
Mr. Chowamec, :Mr. Koulazhenkov and Mr. Roy believe that, on the basis of the
Committee's deliberations, it would be unfair to cite EEC and OEeD practices in respect
of the spouse allowance since no comparisons have been made of the total conditions of
services of. these two ()rganizations with those of the United Na,tions common system. It
is 'inappropriate, in their view, to arbitrarily select a few allowances which appear
to be favourable to-the staff.

37/ Staff Assessment Rates, paper by the organiza.l.,ions in the United Nations
system, document A/AC.150/12.
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Child.

$

448
474
500

'Allowanc,e requirad
after adaptation

to tne';qost of liVing
in Ja.nua.cy 1969

$

$

48
74

100
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(a)

471
444
421
400
381

·3t;?4
348
333
320
308
296
286
276
267

Spouse and
secondary dependant

Loss Df
purchasing power

at each class

TABLE 1

TABLE 2

118
11;1.
.105·
100

95
.. 91.
87
.83
80
77
74
71
69
67

% $

90. 358
85 338
80 340

100. 400

Actual
purGhasing pov,er

;'at.each l'}lass

C
B
A
o
1

.;2
3
.4
5
6
7
8
9

10

290. !The real 'Value of the dependency allowanoes varies according to the a.'u.ty· station
and 'the purohasing power of· each is. affected by cost-of-living variations aIld currency'
fluctuations over tim/? and. place. Table 1 shows ho\-, these allowances undergo a loss
or gain of purchasing pmver in proportion to the cost··of..living, i.e. post adjustment
class, at a duty station; Tables 2 and 3 analyse the loss of purchasing po\ver of the
spouse allowance and children's allowance respectively over time and place using
1 January 1962 as tll.; starting point for the former and 1 January 1957 for the latter,
the dates 'on which the present amounts of each .vere fixed..

Class of
pos t 'adjus tment

(b)

235 353.
222 333
210 . 316
200 309
190 286
182 273
174 261
166 250
160 240
154 231
148 222
143 214 1

1

138 207
133 200 l"--------------'"-------------:----,--'--.-.,..,-- -------.---.

I c

f ~
l~ Q as at.r]. January 1962

,,

('

I
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TABLE 2 (continued)

ion
ency. Actual Loss of

Allowanu~ required
oss Class of after adaptation
ent post adjus-~~nt

purchasing power purchasin~.po~er tOl 'the eOFJt of living
the at e'aqh class at each class in January 1.969

ter, % $ $ $

°as at 76 5271 January 196~ 304 127

1 72 290 153 553
2. 69 276 179 579
3 66 264 206 606
4 63 253 232 632
5 61 243 259 659
6 58 234 285 685
7 56 225 311 N'll
8 54 217 338 738
9 52 210 364 764

10 51 203 390 790 J.
!3:../ 'Ihe Geneva special index rose from 108.2 to 135.8 between 1 January 1962 and

31 December 1968. Since the index 108.2 was reduced to 105 by decision of ICSAB, the
corrected index as at 31 December 1968 is 131.7, indicating an increase of 31.7 per cent
during the base period.

I

I
---l

TABLE 3

Actual Loss of Al1o'tolance required
Class of purchasing power purchasing power

after adaptation
pos t adjus tment to the cost of living

at each class at each class in January 1969,

% $ $ $

C 82 246 65 365
:B 78 233 87 387
A 73 220 108 408

° as at
19.Q. 3.°01 January 1956

° as at I
1 January 1969 70 209 130 430

1 66 199 151 451
2 62 190 173 473
3 6(1 182 194 494
4 58 174 216 516
5 56 167 23" 537
6 54 161 259 559
7 52 155 280 .580
8 ·50 150 302 602
9 48 144 323 623

10 46 140 345 645



$

37.6·
65.6

1 206
1 710

Benefitin' United
'Stites tax sYs tern

$

406
635
952

1 253

~ge benefit in
national tax systems
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Benefi t under s ta:f'f
assessment rates

suggested
. • , c.••...

$

400
640
960

1.280

$

10 000
16 000
24 000
32 AAA'

GJr'OSS salary

291., On the basis of ctu'rent data, if ··the tire-scale staff assessment. plans we discussed
were introduced, the benefit, in net iams, for a depenre;lt spouse in comparison with
na.t:tonal tax benefitaW-QuId be:



ssed
h

'United
sYstem

292. Although it would ,also be possible to devise a scheme of basing benefits' .for
dependant children on staff assessment exemptions, the situation.differs from that
of a spouse allowance in that it is fairly commo:p. in outside practice to pay children's
allowances ~t flat rates which do not vary'with salary•. Insofar as these allowances
have come to be :.:-egarded as a social banefit,we helieve that to establish the rates

,according> to the salary level of the staff member might run cOUJ.lter to the modern
concept, of social securiiy• Furthermore, it wOl,11d .involve a staff assessment plan
far more complicated and cumbersome than the one we 'nave ,considered.

293. However, ,'we also feel that the objective of equal~zin.g the :purchasing power of
the United Nations remuneration over time and place cannot be fully met so long as
dependency allowances are ~ot SUbject to post adjustments.

294. Accordingly, we 'recommend that the following change should be introduced into the
system of family allowances for staff in' 'the' "profe'ss{onal an9, higher category wiih
effect from th€ date of application of the new salary system prgposed ib C~;pter Ill:

The dependency allowances in respect o~ children and secondaxy depe~a~nts

should continue. to be fixed as ..Let am0unts.; : They·should, however, be varied
by blocs of post adjustment cl.assestobr:.i.ng them'more into line with the current

,cost of liVing at the various 'duty stations. where post adjustnl,ents are payable.
More speCifically, the amount of each allowance should b El .!3.d.justedby 10 per cent
differentials for each 2 classes of post adjustment; no differential should,
however, be' appl±ed.to· the allowance at those du'tystations where the salaries
are subject to a, deduction of post adjustment; even though this is contrary to
the principle of'equalizing the purchasing power of allowances forde;pendants.

Mr. :Bello, Mr. Chiba, Mr. Chowani.ec and Mr.· Koulazlle~ov.. dissentfrQJll" thi~ ;
recommendation. They submit that there is no justification for adjusting upwards
the allowances £or children and. for secondary dependants according to post adju~tmerit ..
classifications of:. duty stations 'as these a.llowances, .were.intended to compensate fOr
the absence of dependency be:~efitl:3 in the staff' ·assessmentplan. ..,.

295.: General Service CategofY. The family allowances for General Service st!;!.ff,.
whi ch normally are fixed in accorCiance with local ~actice, vary from duty-.sta:tion to
duty station.: In establishing the amount of the allbwanc.e in a given locality,
account· is taken of. the children' s allowance'spSici 'by··th~:'State 0;[' outside employers £>,ud
the tax benefit. ,In thos~' duty stations where it. ,is ,not local practice forettlployees
to receive such an allowance or tax benefit,.the·JJ~tect'.Nationsorganiz\~U(;>nsestablish
the amount of the allowance. as a percentage of gz-ade 1, step 1, of the].ocalGenera'l ,
Service salary scale and limit,. the nUlilber of .. children for whom the allowance is payable
to not more, than six. In c€lrtain duty stations 1\ a General Service staff meIllberwhohas
dependent children but no spouse, may receive, inconformity with ou.tside local praptig'
an allowance in respect of the first child equal to the combined nomal' allowances for .
a spouse and child.

296. Anall-owaJ;tce :£or a. spouse or' a secondary dependant. is paid only in. those localities
in which outside employees receive such an allowance or a.tax 'benefit or both.. The
aI:l.ounts of each allowance are fixed,however, nctnly on thebas;i.s of the 1Jaxbenefit
which an outside employee would receive. Theuecondar,y dependant's allowance is
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payable in respect of-not'morA than one secondar,y depehdant and, only if no spouse
allowance is '1?~ing received.-In Rome, hOvlever, because of-the practice ofj;~P.tside

emplolY~rs.,_. a ,General Service staff member may rec~ive the allowance inaddit.ton 'bo a.
spouse .al~o~.anceand may receive more than one secondary dependan~ allowance.

297. We :find. the present mei?hod of establiShing the rates of the dependency allowances
for sta£~ .in the General Service categol"y to be s"tisfactory and recommend no change.
We "believe, how<3ver, thp.t the existing limitation, under which an allowance fora
secondary dependant is paid to a staff member only in resp~ct of one such dependant
and only. if he is not paid a spouse allowance, should be observed by all orgal'lizatinns.
This shou,Id apply in respect of staff in both the professional and higher categories
and the General Service category.

, Education gra~~

Underlying m;:in,;:iple

298. The 'Qasic principle underlying the education grant since ita incep'tion in 1946 has
beentha.t theUnited Nationo should help expatriate staff to meet the extra costs and
other pro:bleins which they face in prov,iding for their dependent chi:I.dren an _~ducation
thatwi:;I.l .~nc~.blethem eventually to be', assimilated in their own. cOUJ."1.try when they rotuJ.n
to it, wheth~r for further edu.ca·ticn ort6 findetlployinent. All past review bodies have
reaffirmed this principle and have reiterated that in respect of the financial provisions
of the system the purpose is not to relieve the parent of the :norIJal expenditure
incurred in educating his children but to assi~t,the internationally recruited staff
member -, bcith in "~he General Service and Professional. and highGr categnries - in meeting
the extra expense 'arising solely out of his expatriation in the seri.'"ice of the United
Nations organizations.

299. The changes which have taken place over the years relate to the basic provisions
of the system, namely (a) the conditions under which the' grant is "payable'~ (b) the
atlount of. the grant; and (c) the related travel entitlements. 38/

Jig:j.stin,g practices

300.Condiii:i.ons underwhioh the grant is payable. The basic ,condition f~ed by the
Gene.;r:;a;l"Assembly i.s that the education grant shall be payable to:a staff member ser.ving
outside his. own country for each dependent child -enrolled in ful1~tim.e attendance at a
school, university 0:r similareducationalinstitution.

301. The grant geases to be paylible at the end of the school year in which the child
reached the age of 41, which is th~age liJ?~:,t, under the. definition, of dependenc;r.

38/ Theevolutioh of the system ~s-§let out in Appendi;JC B, of document AjA.C.150/3.,
liThe Developm~nt ·of the U~ted NaUons"f?a.lary Sy~teJ:l."
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302 • .Amount of the &Tant. If the school or university is sitLJ.ated outside the country
of the duty station., the amount of tIle grant is:

where the school provides boerd -,5 per cent of the cost of board and tuition
~>

up to a maximum of $1,000;
(a)

(b) where boarding is not provided by the school - $500 plus 75 }:ler cent of' the
cost of tuition up to the DaXimum of $1,000.

For a primary and secondary school in the area ofthec.uty statifm, thegra."lt is
75 per cent of the cost of attendance up to a maximum of $l,OOO~ . Cost ofa,ttendanc.<:l'
includes school· lunches and co11ective transport to and from. the school. No' gran·t is
payable in recpectof attendance at a university in the country of the dU~y stationc
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303. Travel entitlements. If the child is being, educated away from ihe dul,'Y station .o..f
the parent, the cost of one return journey each 8cholastic year between the. schooTor .....
university and the duty station is payable up to a max:i.mum equal to the cOst ofar~"ll:t'll

jmrrney from the duty station to the home country.

304. :tn appendix A of this chapter statistical inform.a;l;±on for the Year 1970:8 gi;venbn
the !IUIl1ber of ch:i:ldren from whom the ea.ucation .grant wa~payableandt.he types, ,;
locations and costs, of the schools beiTl..gattended.. The. f'igures in Ta;ble.s 111. and Ill,
although incomplete in ,some respects, show that nearly 12,000 childrenaie affeqteCl by
the conditions of the grant.

305. The oistribution by cost groupings of the 'ac'tual costs 'reportedby~taffm~bers'
[Tabie 2A] is not coopletely accurate because of difieJ;'9ntteclini~u:e$llsedamong-fuel.....
organizations in recording and J.'eporting the payp.ent of"boardingGharge~~N(methele'ss,

the data constitute a sufficiently reliable indicator of the educatior:, cOsts~

306. The present oaxiJIltID of $1,000 wasestabli"sheo. by the Ge11,eralAssembly-a.t its
tVlenty-·third session 'Upon therecomendation 9f ICSAJ3' which reviewed the amount of.tll~
grant in relation to relevant school costs in 1965. From Table 2itcan be seen tM:t",
in :1970 slightly more than 1,300 children, or some 10 per centoi' the total, incurred
education costB above $1,333 , i.e. received the naxiDum. grant; in Ilorethan twohul'ldred·
cases the maximum. grant. covered less than half thecost~and in .abClU"l; on.ehundred cases,
it covered less the..n one third. ". . .. '. . '

307. There is considerable evidence that, sinQe 1965,tlie costOi'a:a.yschool~uition~e:.s'·
increased much faster than the general cost of living.. Table 3 of', appendix A 5ho,'8 tbat
the tuition costs at selected day schools attended by oa:nychi1dren .ofinternatianal
9fficialsin New York, Ge11,eva, Pari~. and Rooe have increased 'by fif'ty.,Per cent ·p:rm01'.'e
sip.ce1965. In New York, the tuition fees for'the United Nations International . L

School (unS) have recently been increased and presently range froIl $1,425 at the
primary level to $2,150 at the secondary level.

308. The costs· of boarding have a.lso been increasing. The 1971/1972 fees for boarding
pupils at the Geneva Int'ernationalSchool are $2,500peryea.r~ In theUnited.Kingdoo,"
the inclusive fees for boys at typical schools used by international staff are' .
approxiraately $2,000. Costs in the United States are considerably higher •
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309. It was represented to us that there are sooe national foreign services that
pay no education gr.:mt because the Imml of other allowances ~ s adequate to cover
all education costs and there are some which pay a grant equal to full average
cost.of an appropriate school. The urn -ted Kingdom, for example, pays the full
average cost of Uni tedKingdom boarding schools as a flat rate grant to foreign
service officials whose children are sent to boe.rding school; the United States
pays the ftlll cost. of the nearest adequate school through high school, less $50;
the Union of Soviet Socialist Republics provides free schooling for children in
Soviet SChOOlS either e.t the duty station or in the USSR.

310. ''le were also told that the problem of the education of chila.ren was among
the principal difficulties "Thich a.rosc in respect to the recruitment and retentic:l
ai' field staff and that staff and e~=perts in fieJ;J locations experienced marc
difficulties in the education of their chilO:.'en than did staff a~l3i&ned .to .Headquarters
duty stations. Because local schools were often not suitable for reasons of language,
cuIture, or the !lature of the educational system and its ste.ndards, the educati on
costs incurred by field personnel were often excessive Que to the almost inevitable
need to send their children to schools outside the duty station. "There this involyed
boarding schools outside the country of the duty station, there l<faS the prob~em of
hostels or dormitories often being closed during vacation periodso Fllrthermore,
frequent transfers of field staff often resulteL;. ill one or t"lO years I delay in the
completion of university education of their children. This fact, togother w"ith high
education cost~, inhibited the Llobili ty of staff.

311. ,After reviewing the existing practice and all the evidonce presented to us, vTe
examined. a number of proposals submitted to us for changes in the education grant
system.

312. Amount of the grant. In light of the statistical evidence detailed in the
appendix A and the other information cited in the paragraphs above, we believe the
amount of the grant should continue to be 75 per c€mt of the costs of attenda.llce
at a school or univ'~rsity, but that the max:'mun grant paye.bIe sho....tld be incrsased
from. the present $1,000 to $1,500. On the basis of the 1970 stdtistics presented
to us and projecting a 10 per cent increase in costs since then, only about 300
cases in1971/72 would have reached or passed the $2,000 cost at which the $1,500
maximum reimbllrSements would apply. Also, the limitations on t~e perceutage of
actual costs reimbursed (75 per cent) would continue to serVG as a ch8Cl<: e.ga.ir.zt
parents choosing unduly expensive schools for their children. Oil the othGr hands
the maximum. grant payable should be sufficient to ellc1.ble staff to send their chilcl.r0,·~

to the United Nations international schools without undu.8 finCl.ncial strain.. Two
members of the Coll1mittee dissent from this recommendation. :Hr. Koulazher..kov notes
that the expenditures incurred in 90 per cent of the cases repor Gad d5. d not' i.m oJ.V'3 .

payment of the present maximum of $1,000. There is] therefore, no gro11!ld for
increasing the maximum. Mr. Bello favours raising the maximum. to $1,200.
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313. Where the grant is payable for more than one child of a staff member, we
recommend that the staff ineraber should be ('utitled to have the total school costs
lumped together end the 75 per cent reimbUJ:sement criteria applied to these total
costs.

314. On the question of paynent of the grant for university a~tendance in the country
of the duty station, it was represented to us that the basic argurn.ent made against
payment in 1961 when the education grant system. was last extensively reviewed, was
that non-expatriate staff would feel unjustly treated if they received no grant and
the grant .was paid to colleagues whose children were in the same universities as
their own"

315. We believe that if this argw;lent had validity, then it would apply equally
well to secondary or priraary schools, e.g. UNIS. In our view, however, the argument
is not valid because the education grant was designed to enable the organizat~ons to
recruit and retain expatriate staff. The possibility of better university arrange
raents in the country of the duty station can be a strong recruitment incentive which
the organizations are presently denying themselves.. Furthermore,.·tha· non-payment of
the'grant for attendan.ce at universities in the d1:1.ty sta'~ion has led t9 additional
expenses for the organizations in sorae cases, in that it leads some staff oer.abers
to send their childien to a university in another country. When this occurs, tpe
organizations must pay the children's travel cost, in addition to the grant itself.
For these reasons we recommend that the existing exclusion of university attendance
in the country of the duty station from the conditions under which the grant is
payable should be discontinued. Mr. ChiDa and Hr. Koulazhenkov feel that the grant
in such cases should be reduced. by one half in view of the principle referred to in
paragraph 298 and the argument given in paragraph 314.

316. Fron the evidence we received it is apparent that the present provision whereby
the' grant ceases to be payable at the end of the school year in "Thich the child
reaches the age of 21 is unduly restrictive; it is often the Case that children of
staff members' are unable, either because of military service or the transfer of
their parents from one duty station to another, to benefit froLl the grant to the
same extent as it is available to those who are not subject to those limitations.
We therefore recoumend that the grant should be payabJe in respect of attendance at
a school or university up to' the end of the fourth year of university education or
until the award of the first recognized degree, ~f this is sooner. We believe this
formulation to be both oore flexible and oore reasorable t~~ a mere extension of the
age limit. Mr. Koulazhenkov does not favour clu':.'1.ging the existing age limit.
Mr. Hull 'believes that there should be some upper age linit and considers that
age 22 would be reasonable.

317. Education travel en~itlements. Tho proposal was made to us that dL!Xing the
non-home leave year, the cost of two return journeys bet,·reen the school and duty
station should be payable for children of staff raembers \\Those spouses reside with
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them at the duty station. Under the prGsent systen such a trip is authorized once
a year and, in addition,one ho:o.e leave jov,rney is providod once every two years.
Thus, the proposal would anount to providing one additional rElturn journey every two
years.

318. We do not recoooend al\r change in the eYisting travel entitlenents which appear
to ~s to be in accordance with the best national practices. No evidence was presented
to indicate that this 'vas not the case.

320. Finally, we recoJ:lQend 1 January 1973 as the date for iDplenentation of the changes
we have proposed for the education grant. Mr. Bello, Mr. Chiba, Mr. Chowaniec,
Mr. Hull and Mr. Koulazhenkov take the view that the effective date for the ioplementation
of all the recocroondations should be the date on which the new salary systeo for staff in
the professional and higher categories is introduced. .

319. We are also unable to accept the proposal that - in the interest of pronoting.
international schools - eligibility for the grant should be ext~nded to all staff
Ilenbers regardless of nationality who enrol their children in international schools.
Apart from the fact that the proposal ''1Ould involve a f'unda:o.ental departure £':rOIl the
basic principle underlying the education grant systel::L, it would raise questions of
eqUity in respect of staff stationed at duty stations where there arc no united Nations
international schools.

•



Assifinmept. _all.wan~

,321. The a~,signme!3-t allowance was introduced in 1957 on the recommendation of the 1956

Salary Review Committee as one means of ret..)nciling divergent conditions of service in

different programmes. At that time it wa::; felt tha+. in multi-national service. (in

which conditions of service cannot be varied on grounds of nationality) it woulcl.' be

difficult to offer,financial incentives to staff, for service at some, duty stations but

not for others. Accordingly, the assignment allowance was designed as compensation for

non-removal 9£ :p.ousehold effects. However, over the years it has also,become the only

allowance which serves as a financial incentive to field service.

I
f

~
•

f

322. In some organizations, the allowance is payable for short term assignments or

appointments to headquarters duty stations if no removal of household effects is granted;

in others, the allowance is never. paid in respect of apIlointment or transfers to

head/quarters duty stations.

326. Since 1957, there has been a great increase in the number and variety of duty

stations away f:rom headquarters. Although nearly all of them are referred to as "fie1d

duty stations", some are coml?ar~ble in. the amenities they have to the headquarters areas.

For such areas, the allow~ce 'may eic~~d what is nece~s~ to cover extra costs of

furnished quarters; and the excess, cannot be justified by a need for incentives. On

the other hand, there are many dut;y: stations at which cbnditions are such that a strong

incentive is needed and that the present assignment allowance is not sufficient. The

amounts of the allowance have not been changed since their introduction although the

average cost-of-living (as measured by the weighted average of post adjustments) has

increased bY.50 - 60 per cent over the intervening period.

~taff with a:ep~nde.nts

~l,OOOper annum
$1~200 per annum
$1,400 per annum

$ ,800 per ar.num
$ . 950 per annum
$1,100 per annum

Staff without dependamts

P-1 and P-2
P-; and.P-4
P-5 and above

323. In the United Nations, an official appointed or transferred outside his home country

for a period of one year OT less than two years is paid an assignment allowance. For

fixed-term appointments of two years or more but less than five years, the United'Nations

.decides whether to pay the assignment allowance or to grant removal entit1em~:ht.

Normally, ~n these cases the allowance is paid for field assiBnments and removal costs

are paid for assignments to a headquarters location. '

324. The assignment allowance is not payable for more than five years' service at any

one duty station. If a staff member is ex:Dected to remain at a duty sta.tion fo:t', ~t

least two years beyond the expiration dat'S'of the allowance, he normally acquires an

entitlement to removal.of his household effects.

325. The rates of the allowance, as estabiished in 1957 and applied by all organizations

at all duty, stations, are -

m
1
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330. .Another view expressed to us was that the present system was relatively straightforward in' concept and application' and operated. reasonably satisfactorily and that nochanges should be made.

..

-120-
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(i) instead of being applied at the same rates at all dutystati9n,s, itsnbuIa,iri future consist of, two rates; a reduced ra:liefor.,heB.a.quaxtersana 'com'Parable duty stations as detenili.ned by the eJl:ecut;i,ve heads of theor,goanbations and a higher rate for ail other duty stations;

(ii )a,:.1;"'lieadquarters:: alid cQliiparable duty' stations, the aJ.lowance' ,shoUld, be,'paid for assignments of less than two years; at all other dutys'tations it' stould be paid :tor 'the duration of the assi~~~t.MJ:e .. :'Kou1a:zhenkovbelieves:. that .a:J;:.rl~~dquarterB and COJIlPa.=t'a'Pl.e <luty,stationEfas'slgnment :allowance shotJ.d be paid for up to, two~ye$:'st9allsta:ffmembers"'wlio do n.ot use their ,entitlement to!:'eJIlo~~o:f
hoUsehold'effects~ ,

p

331. We haye concluded that the solution lies ,somewhere in between these two proposalsand, accordingly, make the following recommendatio~s:

(a) The assignment allowance should continue to 'be paid as compensation fornon-removal of hou ehold effects in cases where a staff member is assigned to a dutys'l;ation,.for 'a specified period, excep,t' ,that;'.

327. A proposal was submitted to us to revise the assignment allowance system to makeit a more selective system under which the amount of the allowance would vary accordingto the "hardshipu :olassificati0n of-, the -a.n.ty stcrtion. Under the proposed scheme, theallowance for the Laadquarters duty stations arid dti-tystations where conditions areessentially comparable to those in headquarters areas (to be. designated Class I) wouldbe designed to compensate s'ol-ely',f'"or non:"'removal o£hollseholdeffects; at other 'dutystati.ons (Class II' and In) 'lihe a:11owance would be ..nade up of two parts:, one part .cons;ist~.ng of the, compensatioJi'.i'or,;non-removal (ioe... , the amount corresponding to thea4lowance~:set for' Class I duty stations): which would be payable for no more than' fiveyears' . service' at any orieduty ..station, ,and the <;>ther part would be a finar,lcialincentive for 'service in an area where living <londitions were more difficult tl1..ap,i.-nheadquaxters locations, tliis portion being payabJ,e as long as the staff member remainedin the dUty sta~ion. . ,

~28.It}'was £urtherproposed that the present flat ratesof' ,the, allowance'might bechanged:to':a' percentage of net salary, perhaps a maximum of 5; 15 and 20 per CEmt forstaff with depemdants in Class I, II and III duty stations respectively. l1'Qi· staffwithout dependants the rates would be lower. .

329. In the case of Class: I duty stations the amount 9f, the ai,lowance would represent areduction in all cases, where the alloWance is 'now paid•., "It'~as argued that over-allthe revised scheme co~.il.d be developed:, in such a way that- its cost would not exceed theCQst of the present scheme increase,d by the average cost-of-living rise since 1957.



Termination indenmities

(iii) with effect from i JanuarY 1973,39/ the .rates of the' assignmen~
allowance should be revised as follows:

I.
Rates (in US dollars)Grade

Staff without dependa.nts Staff with dependa.nts
.:.....

IPresent Proposed Present Proposed

.. HQ, and ' Else- HQ, and Else-.
All comparable where .All comparable where

duty duty . duty duty.
stations stations stations stations

p-i anq I'-2 800 600 1,000 1',000 800 1,200

P";3 and P-4 950 750 1,100 1,200 1,000 1,300

P-5 and up 1,100 900 1,2·00 1,400 1,200 1,500

(iv) ·The ,criteria for the differentiation between duty stations for the
. purpose of applying the assignment allowance should be studied by the

proposed Intergovernmental Civil Service Commission.

332. The existing scale of termination indemnities for staff on permanent appointments
was established by the General Assembly in 1946 and provides for the payment of one .
month of net base salaryfo~ each completed year of service, up to. a maximum of nine.
As regards fixed-term appointments, an indemnity is payable only for termination prior
to the expiration date of a current contract and is set at or~e week of net pay for each
mbnth of uncompleted service subject in some organizations to a maximum or minimum or
both (in the Uni.ted Nations, the minimum is thirty' working days' pay and there is no
maximum). No account is taken of the years of completed service in,setting the
indemnity for fixed-term staff. .

a

. ..

333. A termination indemnityis paid to a staff member separated from the organ!r',ation .
if the" interruption of theoontractual relationship was a ,result of action :taken 'by' the
organization for :r;easons .of i t~ .own. The principa.;J.. grounds for 1;ermination ,under which
ar:i~ndel'ilnity is ·payable"are: :abolition of post, reduction of staff, unsaiiisfactory'
servide;' incapacity for 'further service by reason of health, in the interes.t' of 'good'
administration if the termination is not contested by the staff 'member, i.e. "agreed
terminations", and misconduct. No termination indemnity is paid in cases of summa.ry
dismissal, :volUntary separation at the initiative of the staff member, and non-renewal
ofa f-ixed..:term 'appointment.' : .

39j Mr. Bello, Mr.. ,Chiba, Mr. 'Ch01rTaniec, Mr. Hu1.1, and Mr; KoUlazhenkov dissent
on the date ..of application.of the changes for the reason set ou.t 'inparagraph 320.
V.r. Hillis enters a ,reservat,i.,on about the proposed rates of the 'assignment
allowance'.
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334. After a oareful review of all aspects of the existing system we have come to theconclusion that the present provisions fb~ ternunation and termination'indemnities canresul-t in serious inequities between

(i) ,star."'.£' members, w}lOse _'pe:i..lilC.tien:~·.g.l'P~in tment. ,is, termiIlated .after .L.ong"
s~ryice as rnmpared,to those'with shorter,se:"':7ice;

(ii) staff members o,r long serv'ice who hold fixed-tenn,p.ppointments ascompar-ed to ..th.:lse .,,,ith permanent appointments; and
(iii) staff members. whose appointmen~ is tenninated through no fault oftheir ovT.n as compaxed to t~qse whose appointment is te~nated forunsatisfactory service or misconduct.

335. Purthern.ore, we believe that inadequate compensation for uni.laterai.te:r:udnations ofaP1Jointment can inhibit the efficient ,management of a secretariat. A ~cale ofinc.3mnities, for exa.rr..ple, or its uneq~al.. ~i;n;;lication, if. ..'ITidely looked, upon as inadequateand unjust, can prove an obst~cle to measures for reduction in, pr reconversion of", theestablishment.. .Also ~ .where ,continuing posts are occupied by 'indLviduais no l6ngerfully productive, inadequat~' indemn~t±es can both discourage super~is6rs f~om initiatinga termination 9£ the appointment and encourage resistance through costly appealsprooeedings -.Jy stafr members who consider. :tnemselves 1ID.i'airly treal!ed~: '. In such asituation, economy on indemnities prbves tcrbe a false economy, thEf"ind"ettu1ity being lessexpensive than payment of full salary. for a continued employment which no longer rendersfull service.

336. The' condi'tions of the United l~ations comm:C)ll' sy-s'tem, ai3rega:rds terinina.tion indeinnity,should" in principle be based on those of" good national public sea:-vices.. It.was ., 'represented to us that an increase of the maximum indemnity ·pa.YIDemtto 18 months' pay,:auld not be unreasonable in comparison to the maximum in 'some' other·'s·chemes•. In. tlieEtfrope$' EconoInicOonimunity, the maximum (which depends ',bnage as well asse:t'V'ice) can:;;each Toe' mon~hs"'pay'~ though the compensatioriis not pal:d as i:i: lump sum. SWiss practice,(in cases 'whEir'e 'rib jension is payable), which was incorporat-et'l i..Tl.to the r.ules of'.i ITU andWIT before they 'en~::::red th~ D'ni tecT IT::.tion'3 common syst~, provided a maximum of, (3'0'·months' pay. In CERN (European Centre for Nuclear Research), the compensation fs' r-elatedto both age and years of service after age 30, and the maximum is 52 months' pay,reached at ages 54-56. In. the practices of·6 countries examined (Belgium, France, .Jq.pan,9,dtz-eJ:'land , TJnited Kingdom and the Uni;te~ States of' America.) , almost invariably starttcrm~nated wi~h a certain age and length of service receive immediate 'pensions, and othersreceive a lump sum, sometimes also with deferred pensions. Mr. Bello, Mr~ Chiba,:r-'.Tr. Cb.owaniec, Mr. KOulazhenkov and rlJ:r. Roy objected· to citing'in the report inf'orma~ion'IThichhad not -been discussed in thef'ull commi.ttee. They c0nEiideT'ed such selectiv~'references inappropriate.

337. In light of all the evidence presented to·us, we. favour ·lncl'eaSing the maximumindemnity payment f'rom 9 months' pay to 18 in those cases where the termination is .forreasons other than unsatisfactory service or misconduct.

338. 1-1'r. ~oulazhenkov favoured retaining the existing nine months' maximum although hefel t 'tha'c'bpth the prese:nt·'ahd proposed -schemes discriminate' ag2.in~ft fixed'::';tenn, s~aff.He joins nevertheless<'four Other J'lembers (Mr. Chiba, 'Mr. Chowanie'c, 'Mr. HUll and Mr.' Rc;>y)in the view that there is no justifiCation in doubling the existing maximum. They feel{:hat the most that would be reasonable is an increase in the maximum by one. third,p-covi.ding a full year's pay as termination inde.mnity.
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Permanent officialYears of service

339. In the interest of providing greater equity in the system, we r~commend thatthe
terms. a.pplicable" to 'fixed-term staff who are term:i.J:iated or their contracts. not renewed
after a 'long period of service under "repeated fixed-term contracts' sh.ouJ:d' bef harmoriized
witl1 'the, terms a.pplicable to' pennanent st:aff,. Accordingly, we propose the scale of
indemni,ties 'given 'below:fo1' staXf' members:.terminated after 5 or more yeais of service
if the, groUnd'fr'£or termina.'tion are one of the following:

(i) abolition of post,

(ii) , reducti9n of str~n~h;

(iii) incapacity for further service due'to impaired health, or

(iv) non..,renewal at: a ,fixed-term contract.

Qomp!t108ation in months of pav

Fixed-term official

340. The provisions we recommend' for a revise'd terminat:i.on indemnity scheme are:

(a) A staff memb'er whose permanent' appoiiltment is te:rminated. because of

- abolition of post,

reduction of strength, or

incapacity for' ftirther:service due to impaired health,

should.,'b'e paid"an il',\defilI?LtY~fonemon~h's ne't,-=?a.lary,:!'or' each Year.of seryice, sUDject
to a miiUmum of 3 months ·a;nd'.a maximum of either'· 18 months or the number of months .
remaining unt'U t~e age of ,sixty, whichever is .less. ", If he, :i,.s aged 55 ormoI.'S and ha.~
complete~25 years of' s~rvice, he, 'should be paid"asindemnity the difference between '~he

early retirement 'benefit pcwable to·him 'Under the Jomt Staff PensionF'und regulations
and th~ J.:'etirement' be~erit h.e. would have receiveClat age sixty;

(b) If the staff member whose permanenl, appointment is terminated for reasons of
health is entitled to a disability benefit under the Joint Staff Pension FUnd
regulations, he should be paid as indemnity the difference between the' disability
benefit payable to him over the first 18 months and the maximum of indemnity otherwise
pcwable ;

ice,
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10
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Cc) A s'lfaff' 'member ,whose ';pe:ciilaIient 'appoilitmeriii,· is terrirl.nated' 'in" ,the" intere"s'ts','of", 'the
good<:a:amiri:.tstration ,of the orgam.za:tion and the termina:tion is \hot contested by him
should :sinli'larly be' paid an ii1deniIiitY 'iJi' acco:t-dance with, the rates set ':Ou.t in l~aragra:Ph
(a) above':"Where 'un exe'cutive' l'1eadhas th~ discretion to P~' up to 50',per"'eent '~mGre'
than the standarC!. rate, if he considers' it' jus'tifled in the particular circUIilstaiices of
such an agreed termination, the indemnity payable should also besubjec~ ~o the maximum;

Cd) A staff- member whose permaneJ.!t appointment is termina1;edf'or uns<:l-t,isfacJ\iory ,
service should be paid an indemnity of one month's net salar.v 'tor each ye'Br of service,
subject to a minimum of 3'months'a.n:d amaximum of'9" months; ,

(e) If' a permanent appo:i,ntment is terminated for misconduct, the indemnity may be
paid at the discretion of the exe.Qutive head at the rate.of,pne month's net salary for
each ye<:J.!' of service,up to the ma:xiJIiliifi 01' '9 'Iil6nths";-. . . ~

(f) A staff member whose fixed-term appointment is teminated during the first 5 years
ef his service should be paid an indemnity of one week's net salary for each month
remaining until the end' of his appointment, ~ubject to a minimum of six weeks;

(g) A staff member ,whose fixed-term appointment is terminated for any of the reasons
stated in paragraph Cb) above, or not extended; after he has served more than 5 years,
flhould be paid an indemnity of one and a half months of net salary for each year of
service between 6 and 15 yeard and thereafter one month's net salary for each year
of service, up to the ma..~um of 18 months, 'subject to the same conditions as in
paragraph Ca) above;' .

(h) If a fixed-term appointment is terminate~ for unsatisfactory service, the rate of
indemnity s~t out in paragraph (g) above should be applied up to the maximum of 9 months;

(i) The rate' set out in paragraph (g) above is also applicable, at the discretion of
the executivehe~d,~incases of termination of a.fixed-termappointment for misconduct;

(j) No indemnity ,:!..J payable in the case 0:: summary dismisscU:-, abandonment of post or
retirement.

Dissentin~ view on termination indemnities

f i'

341. The five members whose-dissenting vie~ is set out in 'paragraph 338 ~bove, consider that . III

it is essential to see as a whole the four provisions for benefits on separation from
the ser:vice,besides pensions: Le£repatriation grant·; qommp.tation, of' accrued ,~ua1'
leave;,teXm.inat~on.tndemnity, ,and a" grap.tAn the c~se~.of flittaJ,~-by. The latt~r is '·n·ot
relevant,·in, relation to the present question , but th~,Qthers c9J:1lprise atC?tal package,
although el:l,ch on,~ has i,tsown basis, .for payment~~ N!?'V'erthel,~ss, the·' ad~qUacy .orother-
wise of anyone benefit has ,to, be seen,in toto. .Th~ existing maximmp. r;a~es,~;low 28
weeks of net salary as repatriation grant, the right to commute payment of 60 days of
accrued annual l,eave1 and 9 months for .term.Wation grant. Even. ~f termination
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343. The table below gives their rationalization of the. revised termination benefit

covering pa;yment of 12 months pay instead of the existing 9 months. It corrects what

some ·of them felt was discrimination against "fixed-term" sta;ff in the existing

proposal: •

3
-4.
5
6
1
8
9

10
11
12

Permanent official

Compensation ·in months of pay

l~
3
4~
6
1
8
9

10
11

.12

~ed-term official

5
6
1
8
9

10
11
12

'13
14
1-5

Years :, of service.

indsmnities are not payable for voluntary retirement, the total of three maxi.Im.un rates

amounts to more than 18 months of net base pay, payablE? in a lump sum. As the. ·average

. net salary. of Professi~n~ 'staff is about $16,000, the 'to-tal benefits inmonsy 1;erms

represent a considerable sum.

342', In their view, quite apart from the lack of ju.stif'i~ation for .such a sUbs.t~tial

increase, there is: a real danger that such generous termination benefits can in .

themselves become so· financially attractive that employ,~~s d~siring to leave

voluntarily may even be tempted to seek ways and means .to. :justify the payment of the

extra amount of··t~e te.rmination inde~ity,·.if it stands~ as now recommended,. 9-;; 18

months salary.
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Other allowances, ,

,

344.",Lar~e· a11~ce for Gl3.ne:ral S~C~ sta.ff ~ A,langu.a~e allowance is .pa.,vableto staff 'who demeIl?trat.e,.cby!>~sing a;n a:.lJJ;lination, profici,:.<ncy in two official or'approved languages' (one' of which IDay be the mother tongue). The allowance at: each·duty station is set at a level of 5 per cent of ~tep I of the, net scale of a,bilingu?lsecretary at the duty statio;n (e.g. ~5 at Geneva, G-4 at New Yorlt). , . .
345. Th~ amoup,t: or' the, ailowance' is inorea,sed when the relevant local base salar.r,scale has increased ,by' -is per cent•. Anadditionai allowance -;equal to 50 per 'cent; ,of thefirs.t, al,lq~ance'~,iS p;:tyable to,'thosesta£fwho d€'nions~rate proficiency in a·thirdof'f'icial or approved language;.no allowance is' pail!. for know'ledge of a' fourthlanguage. Ini'ormatio;n on th~ amount of the allowance at the seven headquarters d;utystatio~" and the number of staff receiving it, is given in table 13 of' annex V•

. ,

.. '.' -'. .346. In Rpme, the Italian, language i~ conside;red an approve'd language for·the purpOsesof p~ent of a language allowance.' ' For example, a staff' member pbssessing knowledca-eof English and Italian would: receive a langt1ageallowance~'" A proposal was submi:ii'f;~d·
to us to extend, this practice to other duty stations, that is, for thepu:L'pQses .-of ;dei;e~ng\entitlemen-cs tQ the, language,allowancethe, recognized language ·of: :the., ',duty stati,.pp ,should be COnsidered on the same· basis as t!J.eofficial· languages~ "

347. We recommend that the :9ra~hice' of paying an allowance fo:l:' knowledge 0:( a languageother than an qfficiallanguageo-<'the organization concerned should b€ discontinued.We also reCOmmend· tPat, the amount, of the allowance should be reVised when the salaryscale basincrease,d by 10 per cent and sh,01lld continue to be set at a levelrepresenting -5 pe:r-cent of step 19;" thenect 'sc~e for, a bilingual secretary at theduty station.

348.. r.AAe:uage incentiv~s fo:r:, staif in the..."Erqfessi<;>na.±.. and...ffi.,gp._~r cate,g;ories~ :fu .Resolution 2480Q3) (XX::i:llh 'which,was~dopted by the Gener~l Assembly on 21 December1968, the Secretary-General of the United Nations 'WaS requested, tS t~e a number.ofsteps aimed at achieVing a better linguis';:ic balance within the United NationsSecretaria,t ~ One 0.£ these steps ~ which waD implemented as of2 January 1972 provides·for the ',reduction ot the' interval between salary increments from· twelvemonths to ten months (;from 24 months to 20,months where the normal' incremental periodis two years) in the 'case of staff' subject to grographical' distribution who have anadequate and conf'irmed knowledge of a second official language of the United Nations.349. .The· Genera.l Assembly reoolutionalso provideo" that, from 1 January J.972',"all promotions from one grade to anoiiher, from P-l to :0-2 inclusive, for .staff subject to . geographict.l distribu'tion, will be conditional upon adequateand confirmed knowledge of a second langu,age; nevertheless, the SecretaryGeneral· may authorize the promotion of the staff members specified above whodo not fulfil that conditiQn if' he deems±t necessary. for the proper functioning~f the pecretariat; the Secretary-General shall, indicate ""hat action has beEmtaken in this respect in his annllal report to the. General Assembly on personnelquestions. I!

350. In the concluding paragraph oftheresolu:tion, the Secretary-General is invited.to report to the t'wenty-eighth session of the General Assembly "on the action takenundsr the present resolution, in order to enable t~,.,Assembly to take, if necessary,
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w~t'ever' :~tepiS, it may deem appropiiate' ••• ).t p~ing underst,ood that ,the'::aiPillioation
of the ~~~ bot:luse~tabliShedl'y 'the, As'semblY' ill: ':resolution 2349' B''CJaII) reme.-ins
in suspenSe~·~endi.Dgthe de'cisJ.on' to be takeh-' by the '~ssemb1y at its' twen~'-eight
session. n" "', , ,. , , ,

351. 'We .'~~~ a~e of :thE{importance' the General AssemblY' attaches to the question: of',
achieviiig lmgw:st).c 'bala.nce in the Secre-tariat and the 'attention it had given:, tc;' tms
question inrecent::years;" .. H'owev~r, as ,the' 'General Assembly Wi1.1 be 'revieWing ':tb:e "
effectiveness of th..: scheme in 1973 and sinoe' -the possibility of re~urirl.ng to::the
original, proposal that a language bonUs should be provided as an incentiveto staff
toacq..nre kno,,!,l~dge of a ~econd, J'10:r.:king ~a.ngaage; has not 'he,eJ;l ruied 'out, we believe'
the ',qen~ral'As$~mb1yma.y' wish to:'hl3:ve our viewli(QIi the existing language incel'.tive
scheme. " .,"" '" " ", "

352. We feel that there is merit to the claims of the staff that reSolution ~

21~80B' (XXIII)con"taiI\S Punitive and cti:sc:dniina.tory elements' wh1.ch may 'affect adversely
the recruitm,~il"t'Potential of ,the Uri±'tedNatio~.,':thecareer prospects of' staff and the
salary sy~teni 'i1i~elf. , in our. ,view'the ,'ci$ciSioi1>to appoint or promote an offici~; . ,
sho~d be 'basedpr~i.l.yon 'his prof.'~ssfoha;J.;quaiH·icationsand capabilitieS.';-"Whil,e
linguistic k:nowled~'shoUld b~' one 'fact'or'c'o~:f'd~ed,it shoUtd not be the admfpBrit ~r
cont~o:l.:ling facto:r.:,~' .. As regB,T~ t~e ~anting '0£ s~increI!lerits'over· shorter intervals
to starf poSSessing' knO:wledge 6£ moTe than, ope officiallaJ:lguage, i!h~se whose'motner .
tongue 'i~one of the official langUa:'ges- of 1}he United Nati~ns are pla.c~d in 'an , ,"

, advanta~ous position vis.;.a.-vis other 3'taff:meJil'bers. ,,::Sta.i,'£"mem'bers';:gi'lren'tJ,fue off ,
from their no:cina.l "lork to attend langaage' classes' to' :l:eam,a. :secona:'la:nguage:~ar'e''also
placed in an advantageous position. Thus, under the new schem9 the majoritY 01' the
Professional f?taff are in a ,di~advantageous position in respect of p'romo~ion

posSibili:ti:,e'S and:' ~ifyin,g for salary' :increments 'at" shortei" interVals. ,

353. The fact, tru;t the terms' '0£ the rssq'lution appiy only to the United Nations
Secretariei-t"staff who' are subject to 'geographical 'dis:tribu'tidn 'and that the other
org9.nizations 'b;;i,ve decided not 'to appiy"the language incentive' schemes means that 'the
salary structure"i~se1f', which is a basic feature of:,'hl;\e cO!!lmdn system,-"~s' be.~ , ,
dili?to±ted: an'accelerated'rate of."'progression through'·the 'steps oia' grade'J.s :n6~"

possible for some staff'members in:onEl' organization who ,would use it if they Iii()';ed;~b
anoth~r, '6rgani~t'ion. : "

354. We see more merit in the':oi'iginal Genera). AssemblY p::':'oposal adopted at its
twenty-second session, namely, that a language bonus be introduced which WOuld be
payable, to thos~ Professional staff members who obtained knowledge of' a second
o~£icia1 language. 'This practice woUld be similar to the practice which presently
exists 'for GefieraJ. 'Service staff•.

, .. .".. . '. ;, . ~:.

355. 'We"'tieiieV'ethat;:'in'grantl'iig' .ariy', benef!t tostafr' members woo 'ha.v~" demonStrated'
knowledge cif' a second':'official: :l~guage, 'the mother tongue of the stair::'m~llibe:r"should
'in no ·caSe be:~ounted' as ,orie(o£-'t}'o;" two official l~ges. Also;lartgllelgetraining
facilit,±es:"sh~~','b~,eXpanded and a.dministrative ,steps shoUld be taken to~suretha:t

every staff' niember'*~o'\dshes"toattend language classes has the opportunity to' do so.
Finally, whatever scheme is u1timately decided upon should,be a.pplied thr6ugh6utthe
common, system.'

.' I::' .
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356. Non-resident's allowance, A non-resident's allo~uce, the amount of which variesacc~rdingto the duty statiqu, is payable,to General Se~~ice staff who are recruitedoutside the area of the duty' station, ,itf.. the local pay scales by themselves areinsufficient to attract and retain such sta££. In concept the allowance is notintended to meet extra costs incurred by non.residents or to be an expatriationallowance as such. In New York, United Nations staff rules prOVide that the allowancemay be paid not merely to General Service staff recruited f'rom outside the local area,but also to non-local staff who are fill~g ppets which would nonnally have to befilled by recruitment from outside the area. '

357, The rates of the allowance in ,the seven headli-uar,ters duty stati~l1!3 vary f1'9m theUS dollar equiValent of $1,079 in Vienna to $200 ,in New York to no allowance ~eingpayable in Montreal. Except f'or Paris, the rates are always the same f'or staff 'with ;orwithout dependants. The allowance is pensionable.

358, We noted that there are gTeat variations witbin the ~even headquarters citiCJsboth as rega:r:-dstheam9unt of the allowance and .the number of staff' who receive it;for ex~ple;. in New York there were 1,901 non-AJD,er.iqans emPloyed as General. Sepicestaff, (64:'per cent) and of' ·~hase. oruy 209 received' an ailcwance of $200, while at theother. eitreme was the situation in Rome where FAO' had '888 non-Italians employed as.General Service staff (40.8 per :cent), all of whom received an allowance ofapproximately $356. In Geneva 2,435, or 72 per cent, of the Generrl Service .6.taffwere not Swiss citizens and of'these, l,?16, or approximately 50 per cent re,ceivedan allowance of approximately $456. Statistics on the other headquarters cities and onthe practices of each organization in, respect 'tio the allowance are given inannex V. '

359.-'iofe found it difficult :!iocorrelate the purposes of the allo"rcmce, Le. tocOJllpensate f'or insufficient salary scales, in a'gi,ven lo.c~ity to recruit staff' fromoutside the country of that duty station~ with the amoUnts of the alloWcUlce asestablished. at the dif'f'erentdutystations. In Par:j.s, where the salary scales arehigh.ertban> those existing in any of' the other duty stations in. Europe (in fact, higherthan the s~:il.es in. New York) t the. amount of,.the allolorance was gTeater.than ...theratesestablished in Rome, Geneva and London (approximately $881£or staff with dependantsand .$6;2 for staff without dependants). .The allowance in Paris is from :5 to.4. 5 timeshigher than the rate in lfe~ York de~pite the fact that the maxiIID.J!1l'Gi3iieraI Service 'salary under the PariS scB.1es is "greater than the New York maximum. Thus, it isdiffi.cuIt for uatosee any correlation betloreen the level of salaries and the amounto£allowance enforced.

360, .In vi,ewg£ the striking v~r.iatiQPs in the practices' ~ftf..e or~zationinrespect of' ,!:?ot"h the amQW1.ts.'of th.e al;Lowance and the' def.:l..Iiitions.of a non-resident forpurposes of d~tEirmining entitlements·'to"· it, ''Te re~oinm~nq, tpa,t the amounto£ the.allo~geip.· r~lation to the .;Pllr.pose for which it .was established should be studied bythe. prOllosedInterg<>'IJ'erpm~:mta1 CiVil. ,service OollllIlission.:', Spe.cifically, the studyshould.covE!r (i) the IIUi1-;t:ked variatiof;lS; in the 'ainount.of .the'allowance. between theheadquartersdutYetations; , (i.i) .the pei'sisten:t.ly high level Qf theall01~oe~tsomedlltY$t;:I:~ions c1eapitetherise ~§~larie.s in rece.nt years; and (iii) the d.efinitionof "non.....:resident" for the purposeqi' the allQwance.

3.61., Ann:ualleave. Except in ICAO where General Service staff have lower entitlementsbased on best prevailing practices in Montreal, all staff at all levels are entitled
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to 30 working days ar-nual leave a year, subject to the exigeneies of service.
Untaken leave m~ be accumulated, but not more than 60 working days may be carried
forward from one year to the next.

362. We take the position that divergencies in personnel practices among the
. organizations in the conmon system should be avoided. Accordingly, we believe that
IeAO notwithstanding some obvious merits in its present pOlicy, should accept the
granting of 30 days annual leave per year for all sta.ff as a common system practice
and adopt it•

363. Home leave. Internationally recruited staff may be granted home leave once in
every-two years of continuous se:rvice outside their home country, tne organization
p~ing the return fare travel costs of the staff member and his family between the
duty station and the home country. The mode of travel, standard of accommodations,
and travel time provisions are t1;lose set out in para.p;raphs 369 and 370 below•.
Among the divergencies in the common system which came to our attention, two refer
to home leave:

(i) FAO follows a policy of granting home leave on an l8-month cycle t.o staff
serving in difficult duty stations;

(H) For purposes of home leave, 1LO allows travel time up to 30 d~s in
addition to annual leave by an approved route and means of transport;

(Hi) One feature of the home leave provisions in all organizations t which seems
to us to be out of date, is that the wife of ~. male staff member is r..utomatically
entitled to Official travel with her husband,; but the seme entitlement is not granted
to a husband of a married female staff member unless he is a dependant as defined in
the staff rules.

364. We make the following recommendations:

(i) The two-year home leave cycle should be applied to all staff irrespective of
the nature of the conditions prevailing at the various duty stations. The practice
followed by FAO of granting such leave at the end of eighteen months in "difficult"
duty stations should therefore be discontinued.

(ii) The time allowed for official travel on home leave, lfhether by .air or by
surface means of transportation, should be determine.d on the basis of the air travel
time required to go fl'om the duty station to the staff membe~.'s__ home count1:'Y. The
practice Of granting up to 30 days' travel time, Which h still allowed in ILO,
should accordingly be discontinued.

(Hi) Notwithstanding the definition of a dependent spouse for other purposes,
a staff member entitled to home leave should be granted travel expenses in respect
of his or her spou$e in the same manner as is now done when he travels on
appointments, transfer or separation.
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,365. Installation grant. ~he puxpose of :the inStallation C!-1lowance is to cover the ,costs of 'temporary lodgings and other non-rectU'ring expenditures" in, the i~~~¥ perio~after arrival at a duty station. Staff mer~bers for whom the orgariizations 1>~ travelexpenses on appointment or ~rCl.tlSfer are entiged to the allowance whic;m ~onsists of:
(a) f~r staff with'dependants - 30 d~ sub~istence allowance at + e ~il rate.~p''p1icable to the area: for the staff meinber and a.t half rate for e,ach.'dEl~ant;:

(b) for staff without dependants - 15 days subsistence allowance"" .
~66•.For certiin.fie14 duty stations:, ~,. lUmp sum payment' ~f $690 fo~ staff withdependants and $300 for those withotlt aepen.dants may be added to the' installationallowance., As';a: general rule, no'lump sum is paid to staff to whom furnished housingis made available by a government or by a.i1 organization within the installation period.
367. In Qities where there are exceptional difficulties ab~ut'finding' :p~rman~~t n.vihgaccommodation the installation period may be extended to a ma.'tim:um of 75 da:ys and .60 days for st.~f with and without dependants·respeQtivelY. However, the rate ofsubsistence p~eht is reduced to 75 per cent ot. the normal entitlement if the staffmember has received a lump·sumpayment. Inclusion of a country or City in the listof places where a lump sum payment and/or an extension of the installation period may begranted is sUbjeo·~to inter-o:r€;a.mzation ag.t'eement. In reaching su.ch agreements, theorganizations are assisted by information on the area provided by the UNDP residentrep~esentative o~ a,designated ~~eld certifying official.

.368. !In: the' absence of adeq'U~:be information on the cOllditiol'.B exis tiD€ at various du~ystations to nlake a judgl:Wl~nt on. the practices described in paragraphs, 363 and 364, werecommehtl that the instailation gt'ailt prOVisions should be reviewed by the. propose~Intergovernment Civil Service CommiSSion.

369. Mode and standard of travel. Air travel is considered the normal mode for travelon 01'£;(oia1 busineS!3 and is used as the standard for determining staff entitlements inrespect ott,rave1 tim~., r~~t periods ,and cost. reimbursements. Staff members at orabove the])"2 ;I.evel'are"n0rIllSiJ,y provided,with first class accommodation, and otherstaff meinbers':with economy dlasE} accommodCj.tion. ' . ,

370. UndertJ:!,erules or regulations qf most, if not all, organizaUons (including theUnited. '1Ta.tions) 'the" ex~cutive head may'authorize ~ravelby sea. .In the United Nations,when the approved travel for home leav({ is by sea,' the staff' member is entitled tocabin-~lass accommodation or its equiValent.

371.1We accept the view that.mode~n"ai;r travel is no 10n~e!' as ~ slow and unco~f'orta.ble·asit was. when first class .tJioavel by, air wasf;rst introduced. Ma.'ly.more nationalgovernmen~~ now~equire the;r senior officials· to travel by econoDJ.V class. ~be differencein cost has risen so that riratclass fares are now appreciab·ly. higher than econom,vclass. ' ..

L
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372. We recommend that:

(i) The standc.rd ~f accommodation for travel, by air on o.fficial business should

be economy class. The executive head of an organization and such senior officials

accompanying him as he may designate should be provided with first class accommodation•
.

(ii) While the normal mode of official travel should be by air, the executive

head of an organization may authorize trave] by sea on appointment, transfer, home

leave and separation, provided that the allowable travel time is limited to the time

required for travel by air.

373. ,Repatriation grant. On separation from the service, staff members who have an

entitlement to repatriation at the expense of tne Organization are paid a repatriation

grant, unless the;)'- have been summarily dismis,sed. The amount of the grant is

proportionate to the number of years of 90ntinuous service away frornthe :Q,ome country,

ranging for a staff member with dependants from 4 weeks of net base pay for one year

of service to a maximum of 28 weekS pay for 12 or more years of service (see table in

paragraph 68 of document A/AC.150/4). The rates for a staff member without dependants

are one-half those payable to a staff memberw\th dependants.

374. When an expatriate official is posted to his hom~ country, his a.cOrued ..

repatriation grant entitlement is reduced at the rate ,of one year for each 6 months'

service in the home countl"y; on reposting abroad the lost entitlement is restored

at the same rate.

,375. :The higher rates .of repatriation grant are paid to all married male staff members,

while the higher rates are paid to married women staff members only if they have,

dependants as defined in the Staff Rules. -
,. .

376. :We ",ere divided on the question of 'the amount of th,~ repatriation grant". and

rules governing entitlements to it. Somefelt the grant should be reduced by half and

even to eight weeks while others felt that this could not beconsiderei in isolation of

decisions to be takC:1 on the re-establishmel::1; of an expatriation allowance., ,They noted

that the repatriation grant was introduced when the expatriation allowance ",as abolished

in 1950. In the erd,we have agreed to recommend that the p:r.ovisions of' the grant

should be reviewed by the proposed Intergo\ternm~ntal CiVil, S~rviceCommission.
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Table,1

CmLDRENi<TTIUiCTmGEDUC.t..TIONGRAm(1970)

A.PrimarYandsecondaryschools

Headc..1Ulrters·sta£filReg.officeandfieldstaffAllstd!reported Organillation- IncoUntryofInhomeInthirdIncountryofInh()meInthirdIncountryofInhomeInthird dutystationcountrycountryTotal
dutystationcountry.countryTotaldutystationcountrycountryTot81

uni.'tei.llations

lieadqua.rt;ers499(518)123(209)54(48:676(175)1959436",325694217901,001
Geneva'26679143592530282918214387
UllIDO1382719184935231482317922332 IDLAW'

135125152 ID~1184816182 IDAb
1365962257 Total

(1,605)(497)(209)(2,311) tlIiDP522215892241042935727612644446
llBICEI?19012084127103103128123 no334t67)82(105~33~25}449~397~43636061857170442941,306 FAOsif701475~154~81,7735932591,1,0495581251,n21,7507122022,664 tllm3C0199121833825163(Y{165609441681,118806524931,425 !CAO

~~~1l~
12061102624168151744229

UPIJ

4t~10jJl~~lg~30~15~680142815144
WHO3022773653946464061451,1979484531611,562
ITU755427247'6109848052111431557918252
~46615330'2576276318li5 .IAPJA.Y.216~137~

~~5~~7~.9~265~196~4307220457272 IMCOif27520389279238
GATT561847813045721482
UllRWA2413138(4)51422'2927359

Totals
7,003;,06785810,928

- yForpurposesofcomparison,availablei'iguresfor1966areshowninbrackets,'UnitedNationsfiguresthenincludedUlIDl'. HIHeadquarters/fieldstaffbreakdownnotavailable.
!:IIncludingWFP.Estimatebasedona10percentsampleofeligiblest~.
yAfewchildrenoftechnicalassistancestaffnotincluded.
!iflJaanofieldprogramme.
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-.-8I16I14I30
311611

)t(12)I(37)
).(10)(41)

..51(29)9111108
811320

,,.._:•2(4)101
_.•_.I...I53(21)6650116

....15'(7)13417

)~(6)(19)
)I0(0)3(1)

Totals8272511,084I
1

~Forpurposesofcomparison,availablefiguresfor1966areshm-minbrackets,UnitedNations
figuresincludeUNDP;

PiHeadquarters/fieldstaffbreak/lownnotavailable.

f2.lIncluding1'.JFP.Estimatebasedon.""10percentsampleofeligiblestaff.

YBreakdown.isbetweenheadquarters/regionalofficestaff,ontheonehand,andfieldstaff,on
theother.

~.Afewchildrenoftechnicalassistancestaffnotincluded.

YHasnofieldprogramme•
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EDUCATJ:ONOOS!J!S(1970)

A.IByoastgroups
,"

Primar;yandsecondary,schoolsUniversities

OrganizationUnder8501890111,33411,60182,001OverIncl.8500TotalUnder8501190111,33411,601$2,001OverIncl.8500Total
,.1500'-900-1,333-1,600-2,000-3,000$3,000boardingreptd.8500'-900-1,333-1,600,-2,000-3,00083,000boa.%'dingreptd.

UnitedNations'"

He~ersiJ~19623127019795111--,1,00101018,2l522--58

'~:ltol
891'4511524932--38741774054--41-

14;105725630
,,,-~,,,,"'.

33491163222-35
I,EeL!.,22210611911--1520110020--4

ECAFE.'W}/2628'60400--6411.1813214--40
ECAJY,1113963182060--_.257.,9/...·74200,2--15

Total'(467)(670)(632)(255)(143)(24)(4)-(2,195)(24r(64).(37)(33).(9)(12)(14)-(193).

UHDP.1211321123631122(70)446169.'1573(23)38
UllICEF,gf226'351921,015118064414120
no~5654901794521:1,55(317)1,32024862l424.1(95)142
FAO,gf~933913'5962021ei100~4.018338190029-

--
269

UllESC~7144661037352152(375)1,:;-.18961917243(127)159
leAOEl''11865338230

.-229"639331328
UPU:141891020

!i1
440120000

!'~1
3

WHO5745932976023132,1,5626"•1073482.66169
lTU'98865393302520,2l5330032
\IlHO'"'4443222130115o'401101'(

IAEA,Y.98788654',10--2720832331--20
lMColl:9126000027---------- GATT_:2041162400(18)83'0',;51200210'
tmRWA.,.211519211059

'.0,0101103

Totals3,7983,6482,1987193161023010,81179.5901831033242641,093

,gfCostsincludeboarding,'estimatedat1700peryear.

}/:tnclude~onlychildrenatschoolsinhomeC01llltryorthirdcountry.

£!Incl~dingWFP.Estimatebasedon10percentsampleofeligiblestaff.

yE$timatebasedon15per1EmtsampleofHeadq~rj;ersstaffclaimsand100'per;centoffieldstaffclaims.

dDoesnotapply8500boaxUingcostsrule;thesecostsrefJiIDursapJ.eat-75"per"cent'ofac~costswithinoveD-all
11,000mui,mumgrent.Costfiguresshownincl~dereportedboardingcosts,

d1970grantpaidunderrule,nowmodified,proVidingforafiat$1,000grantforsohoolattendanceincoontriesotherthan
thed~1;ys1;ation.Figuresthereforeincl~deonlychildrenatschools,intheCOU1'ltryofthed~tystationand,accordingLy"eXQlude
universitystudents.
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l,.
Total

6971 6? 7 . 304.30.3 1 001
1
9~. 5 : 28 ~ ~8,. 3 ~~ 51. 7 5~ 15. 5 ..~ 05~

36518-1.8 ,'8119.2 4416J92.1 r6~42.1 22f57.93~fl.·'T~9j' .484

1 234 0i,9,~::?, ,$6 6. 5·:~-.320l~0.3 13.1f92'!·O ,: III 6.7 142·L-9. 71 1 462

·2 442 9~~.!~2.2 803 2 6~11~0.8 221f~~2~.?t 481 17:?, .~691:.9~11 2 933
1 283 9~,.~· 14~ 10.0 1,4~5 .9.~.01133l83.61 26117.4' 159 10.01 1.584

216 94.,1,·--13 5.7 22989.1 18j64.3 1035.7 "28'10.91 257"

47,:, :~?~~.. :.j 6.8 .. "44 9.3. 6 1 3~OQ 0 0 .3' 6.4 47

1 464 94.2 98 5.8 1 5~? 90.3 147~87.0. 22 13.0 ·169, -9..7 1731

237 .9,4·.~ 15 5.6 . 25~ ..,88.4, 261181,~3 6 18.7/ '32 11.~ I 284
109 1'94.8 6'· 5.2. 115 '94.3 4 57.;1 3 42.9: 7" 5.1l '122

2.62 96.~ 10 3.7 272 '93.1 I1j 55 91 45 -2_011_6~?·\\r~. "?29-72"
27 100 0 0 27 lCO -/ - , ...j-

349 90.2 381 9.8 387 90.4 28,68:3 13' 3i.7/1 411 9. 611 428

320 95.81 14, 4.2 334,90.5 26;74.3 9. 25.7, 3519.5 369
13085.5 22 114.5 '''15~1''9'7.4 2150' 250 412.6l 156

60 93.8 4 6.2 64 60.6 3~ 75 10,25 40/,9.41- 104

21382.9 4417.1 25794.5 11173.31 ~12,6.7 1515.5 272

-6353.4 5546.6 1188505110:50 1':150 I 2°153.4 138
77 92•81 6 7.3 83 6\60 41 40 ' 10193
55 93.2 4 6.8 5995.2 li33.3 2j66.7 314.8 62

f ,

---::::::..:.:.:,,::::-------i- ------, Total
1- Pr....-im_a_ry,_I_s_e_c"!"on_d_a_ry__~I---__r_U:-m-·-ve-r-s-it,...Y --fC1aimS

$1,333-' 1 'Ove-![;_~_ ,-.j :T~tal "J $J~ 3S5 ,I' Over j
or less I $1;333' : -:. or less ~1,333

Organization

Totals

l •.••

B. By tyPe of school - aJJ-1ltaff

United Nations
UNDP,

no
FAo~:l
TJNE£O(}Y
IOAO -

UPlJ

WHO
lTU

WlIIO

!AEA

JlJlCc#
WOG

UNIDO

lOOLA

lOOAFE

lOOA

UNICEF

GATT

UNRWA

Y Incl'UdirigWFP. Estimate based on a 10 per cent sample of eligible staff.

El Estimate based on. a 15 per cent sample of Headg;uartersstaff claims and
100 per cent of' field staff claims.

El Grant paid under earlier ruJ.e (now Changed) under which the amount of grant for
school attendance outside the United Kingdom was a flat $1,000. Figures therefore
include ollly students at schools in the country of the duty station and, a.ccording1y,
exclude univ:ersitystudents. ' ,
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1
Table ~

-TUITION FEES AT SELECTED DAY SCHOOLS1

IN HEADQUARTERS CITIES

School Citz 1964L1965_ 1910/1971 1971Ll 972
$- S $International School New York 800-]" ~5q _ 1, q50-1, 650 1,200-1,800

IiY~~e tra.."l~ais New Yolk 750-1~O75 1,00q-l,600 _ 1,200-1,800
International School Geneva 420-800- 690-1,050 1,050-1,450
College du Leman Geneva 530-93Q2! 690-1,130 1,010-1,520
American School Paris 640-895 not available 1, 350-1, 660

_.St. Georgets School- Rome 800 Av. 1,160 1,275
Overseas School Rome 62~740 1,250-1,360 Av. 1,420

~ Reterc to 1965/1966.

11 •



Appendix B

Separate opinion submitted by Mr. Zakaria Bello

Mr. Zakaria Bello (Nigeria) submitted the following opinion for inolUsion at the
end of this Chapter:

I entirely dissociate myself from the attempt by a number of other representatives
on the Committee to link certain allowances to the cost of living changes. I am of the
opinion that all allowances are fringe benefits granted by the General Assembly at its
absolute discretion and shOuld therefore be prescribed on fiat rate basiS as at present•
.Any attempt toalter this to the abnormal percentage fonnula, as the post adjustment is
to base salaries, will result in the rapid increase of the allowance$: since. they must
go up eveI7 time salaries are increasedcin the grounds 01' rise in cost of living in a
locality. This will in turn mean colossal increase of the Budget which is already at
its full capacity and corresponding increases in sta.tes Members annual contributions.
I humbly submit therefore that ali allowances should remain as flat rates and that
consideration may be given for increasing some of them .onl;y whe:rl the Gen<:lr81 Assembly is
prepared to consider a general reVision of salaries - possibly Once eve~£ouror fiVe
years.
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Chapter VI

RET~, PENSIONS
. .Am>

THE UNITED NA.TIONS Jom STAFF PENSION F'U11D

377. We."have e~ami.ned the following ~spects of the United Nations pension arrangements:~a) the age of retirement , (b) the-level of pensionable pay, and (c) pensions andsocial flecurity co'Verage. A fourth aspect, the United Nations Joint Staff PensionFund, was also examined though many members fel t that it was not within the scope ofour mandate.

(c) These organizations adm:i..nister the Fund through the Joint Staff Pension.:Board (tw~nty-one'llle~bers), .. one-third' 9f whom are elected by tl'le General Assembly ofthe United .Nations.. a.nd "the .corres:Bon~i;i.llg bodies of the other. international organizations,one-th:i,.rd are .appOinted by the ExecQtive Heads of the organizations and one-third areelected by the participants. :Between'sessions, of the Board its .functions are performedby a. Standing Committee appointed· by the Board.'

(d) ,The asse.ts of the Fundconsiat of;

(i) c9ntributions from .the .or~zations enUIIlarated a:bove;

(ii) contributions by staff members of tbeae organ:i.zatic)ns;
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(iii) income from the investment of the assets of the Fund.

(e) According to the data supplied to the Special Committee, the receipts of the
Joint Pension Fund over the past five fiscal years (1 October 1965 to 30 September 1970)
amounted to US. $299.2. million, namely:

contributionS by organizat,ionS-f

contri1:"l1tions by staff ,mem~ers:

income from investments:

$160.4 million

$ ~o..2. mill~on

$ 58.6 million.

nts:

f

)f

tall
ter

the

Lons,
~

Iled
..

Payments by the Fund during the same period amounted to $56.7 million, and consequently
were' fully covered by the income from investments (data taken from document
A/AC.150/CRP.2.5, July 1971). " , .

(f) During the last fiscal period, ending on 30 September 1970, receipts exceeded
~enditare by $73.2. n4llion, ~d, the Fo.md' E! assets amounted to $505.5 million, since
which time the assets have furthe:t increased'~' . '

.~. . •.. Jo

Age of re'Urement

319. The age of 'retirement, like the level.o~ pensionable pay, is regulated not by the
Un,i:l!ed Nations Joint Staff Pension Fund but by thEI organizations themselvel;l, through
their 'staff regulations arid Mes'. In all the member orga:iii.zations' of the Fund; ,.'.
except FAO, it is fixed at age 60, with a discretion left to the executive head to'
retain staffi,n service beyond' ~~at" age, usualiyltin.the in,te,rest' of the organization".
In FAO, tl;J.e a~ of retirement is 62 years for ;regular staff 'and 65 years for ,staff ,
engaged on :t,ec,h.Pioal co-operation:p:r;:oje'cts. Certain staff members of ITU ha"fe acqui~ci
rights, to 'a ':~eti,ring age of 650 ThUS, ~etirement benefits under the Pension'jiund beoome
payable' at ,"age ,.60,' or at whatever ~~ter' age the official actually retires. The level'
o~ .the retiremenit.,.benefit is deteD.Pined by the number of years of credi,ted se:rv:i.ceand
tb~ .level of penSionable remUnera;tioh£ Unde~the present provisions, i tis 2. pel'cent
of'a staff member's average pensionable remuneration over the b~st three of th~ last
t'ive years of his credited seryice for each year up to a maximum of 30 years, i.e. the
maxi.mum pension is 60 per cent of pensionable retIiuneration which consi,sts of gross
"salarY and, in the ca.se of General Service staff, certain allo~Tances referred to in
paragraph 389.

380. .As. already' indicated in paragraph 20 of' chapter,T, as of' 31 August 1971 there were
2.9 pElr"cent of the Prof~ssion4 and higher level staft,?<t age:60 and' over. ·The. "
'corresponding' figu:r:e f.or ,the~eral Service staff ~,:the,headqua~te,f.sduty stations
:waE! 0.9 per., oent. Withthe exception of UPU, which, i::{ not' a member, of the United Nations
Joint Staff Pension Fund 'ana 'has a retiring a,ge of 65, th.e, percentage of 'staff above the
normal retiril'lg age varies little from o~e organization to 'another.

381: The q.uestionof' the age of retirement h6S recently been linked with that of early
retirement, not only b~c;:.a,use of i,t~ effect on the pl3Ilsionanofficialreqeives, but as
3. matter of goodpersomiel, policy in encouraging early retiIoetnent in suitable cases.
In 1971 the Joint Staff ~~nsionJ~oard, following an earlier propoGa.l,:bY IC,SAB, d.ecided
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torecotnmend to the,'General Assembly that an official with 25 years of credited servipewho wisl1ed to retire before the 'age of 60 should be enabled to do so with a: 2 per centreduction (instead of 6 percent as formeJ.'ly) in h..i.s ebXl'led pension for, eaoh yearbefore 60. .

582. In making this recommendation the Board was conscious of the £inaneit" implicationsfor the Fund of early :retirement, particularly since the relatively low reuJ.rement agein the organizations, and the relatively high average age of entry, markedly.inoreas.edits costs and restricted the level and range of 'benefits that could be provided. It wasthe estimate' of the Board's Committee of Actuaries that .for every year above 60' by wi>.ichthe average age of retirement was increased a disposable surplus of about $60 :millionwould be cr~ated"in the Fund; such surpluses, if available, would help to finance theincreased.commitments which would arise by lowering the reduction factor for earlyretirements from 6 per" c~nt to 2 per cent. The measure recommended by the Board amountedto a commitment of souie$l5.5 1lli1l:ion of the FundI s resources, and in order to offsetthis the e~ecutive heads gav~ a l:(:mited undertaking that they would in future, in allappropriate cases, extend the application of their discretion under the staff regulationsin such a manner that some inorease :might be expeoted to resuJ.t in the average retirementage. T'heGeneral Assembly by resolution 2887 (XXVI), adopted the Board I s recommendation.
~83'~.The Assem'blt's ac-tion ,implies a recognition both of the principle of a flexiblereti;remen.t age and otthe' int'erdependenoe .of personnel and pen.sion policies. It may nowbe eXpected that some Officials wi:!.1 now be able to leave thF3 service before the age0!':'60 and.· others:Willbe i~etainedaf't~rthe;ageof60 to a greatei' extent than··.'h~eto:ro:re•. Intllel:i.~to£·this development,~have co!lsidered two specifio issues'..~itlg·01.1t.o.t' the ~xistingstat""t'ory':Provisionsin the organizatiens:

(aJ)wh~ther the retirement age o£ 60 years shquld be maintained or modified;
, ·'(~).in.the event that it is llIainta~ned, whether any action should be rec6mmend~dto bring,a.lloutunii'ormity within the common system.

384. On the ,first.. point'veb~lieve:that the presentregulatlon governing retirement;-enWinsvalid,andtha,t the retiretllenta~ of ',60 should be maintained for allo~~zations. The, majority also consider that yearly extensions, at the option of thee=plo7ee, ",Jll8¥b~t,~Mted' in ,cases where the value of the employee 's services has been 'cle~lleS~~~~i;~hed, but notbeyond"two.ktensions beyond age 62 should require theQpe:t'S~tlal appr~veJ.,o£th~exeputivehead to ensure that promotions of younger staff are.'l1otblo*e~F a:n~;that ~hEtWork o'f tlle organization .clearly requires the extension. The.> . :majprity-calSo 'belie'Vetl1a,tearJ.:y, retirem~tsshould be encouraged and in cases where aneJl;l:ployee~4.$;nolonge~,oapable.)iPrOdllot.ivework,thatit be made ,mandatory, at the. option of tlieorgar~~tipn,providedtha.t.8'.l<employeehas attained age 55 and has had25~ea.rs,o:f'~erV;j.ce.Somemembersi'elt strongly that it was not healtl\Y" for anyg!'~.Ze:t,~on,tolJa.V'e"more.'tha.n.70per.,cent.,.of.,its,p1.'ofessional"andhi&b.er level, I3t'aff·,ote~(40,''w;th,onlY4.6:pe-:r:ce~i>,unde1' '~'and thatthia is'untena.'bJ.e i1)' awo,rld "·or~zation".o!lar~d. tdth·,grav~., ~~Jponsibilities in.a ,dramatically iohanging, world"1, . ,' ..'The~)',th~:ro~,1urged 1l1Uollst~onger,meal;lures.' to, red:ress th.i':l,' age, balance, by •means of"IT lI1o:t'e.manQ,a.tQ'xy-retirements~,.<folJ..owinganannU$.! assessment of the, capacity to perform
n, eft~~ti,Vely of' pe;rso:gnelover 55 With 25 years of service.... ~, ',f;;'-'·{'· ';, "',,<':,"- ,'.' -<.-," -',",," ," ,.,' '- ,", -"'.' , '-',' ,'•. ,,' .
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385. Mr. Hillis, Mr.' HUll, Mr. Mariko, Mr. McGo'..tgh and Mr. Milliez dissent from
this view. r.t'hey are prepared to agree that the retirement age should remain at
60, though theY' believe that there are valid consid~rations for some modification
in practice. But theY' believe that the remainder of 'this reconunendation is
unduly restrictive of the discretionary powers of the executive heads\) and run
counter to the policY" implicit in resolution 2887 (XXVI) and to the undertaking
given to the Fund by the executive heads to liberalize the application of their
discretion to retain in suitable cases beyond 60 as the counterpart to the
improvement in pension terms now made available to those retiring before 60.
The effects on ~the finances of the Fund, if retention beyond 60 i~ to be
restricte& while r~tirement before 60 is to be encouraged, are too serious to be
ignored. In the opinion of these members, the practice as regards retirement
should be SUfficiently flexib'le to all-ow for the individual variations between
one official and another and to ensure that organizations can retain the services
of the experienced staff member who is still at the height of his powers 'While
pel'l11i.tting the retireJjlent of those .....ho, for one reason or another, ha.ve come to
the end of their useful career before the age of 60.

386. As to the second point, to which we refer also in chapter II (paragraphs 1J.5
and 117), we considlar that the :age at which a staft member normally retires is one
of the fundaments,l conditions of service that ought to be applied generally. The
span of an expected cal'e<ar is an important consideration for anyone who contemplates
joining a service and should therefore not bea source of competition between
organizations that are bound <by agreement to avoid such competition. M noted
in chapter II, this is one' of the discrepancies in the re~ations that ye had
in mind when we propoSedths.t';the future civil servic~ commission should be
entrusted with the taskof'establishing a single statutory framework for the
c.:>mmOIt sY'$tem.

387. A related mat'ter Yhich came t,o our attention is the practice of'organizations
. to emploY' for short terms forme1" staff members in receipt of retirement benefits

from the Pension Fund and to p~~ themt'he full salary rate withoutd~ductingthe

retirement benefit. We believe that this practice is un3ustified a.n:d reconnnend
that it should be discontinued. .

~nsiona'ble pay

388. A staff member's ea.rnings~ specifically th6sereckoned for pension purposes,.
and his length 0·1' credi.ted· service ultimately determine the. level of· his pension
benefits •. The pensionable. pay,. or ... pensionable reDluneration as re.ferred to in
the. regulations,is 'therefore an essenti&l element of total compensa.tion ; it
constitutes the major pM'tof the staff' member's current emdlumen"ts and determines
the am~unt of pension he 'llillbe receiving when he becomas disabJ.ed or retires
and the amount of· pension payable to his survivorS'.

389.~e regula.tiOllsof. the Fund. define pensionable remuneration as that part of a staft
member's total emoluments ttom his. employing·organiza,tion •that is pens:ionableunder .. the
terms of. his· appointment.. It: normalIy consists. of grol;jssaIary .. end· .atlY. la.nguag!!!
allowan~eor non-resident's allOWance pa.id to sta<tf ia the General S.ervicecategory.
It does not include dependeney 01" any other tilowaneas or post .a.djus-tment paidtostatt
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in the Professiona+and higher oategt)ries, P3nsiona.bl~ rem:uneration, acoordingly, is
that part of a. staff member's emolumentsf'rom which an amount of' 7 per centisdeduct~\i

monthly as his contribution to, the Fund, and the part in respect of' whioh a,corresponding
14 percentc.ontribution is paid to the Fund on his behalf by tha organization., VJhere
total service turns o¥t ~o be less than five years",~~of this 14 per oent is returned
to the organization, whiJ,e the residual 7 per cent is retained and uti1i,zed by the
Fund.

390. The latest information received by the,C01IUI1itteerelated to the year ended
30 September 1970. The orga.ni.~a:bions I contributions on behalf' of their sta,ff members
amounted to $45,836,626.06, and those of staff· members to $22,918,313.03.. The refunds
to the organizations in ~13spect of persons. who had ~thdrawn after.· less than five
years of service totalled$2,222,775.l6i a similar sum was la~d out by the Fund to
meet all obligations towa'rds the participants. It should be noted that. the, Fund does'
not keep separate accounts f'or expenditures against each iiielp of itsrecE3ipts
(i.e. contributions by the organizations,. contributions by thepa~ticipan1is and
dividends from investments).

391. Some members of tlleCommittee noted that the receipts of the Joint Staff Pension
Fund are cons'iderably in excesfiof current and ··f9r.eseeable disbursements. The J!'imq. IS

-principal.. now stands at approximately $650 million. They believe that the contribution
to theP~nsion Fund of 1.4 per cantof·salaries paid out of the budgets of the
organizations ,of the United Nations,sY$tem· is:excessiv~ and that'the retention in the
Fund of 7 per cent; outo! the 14 per cent contri.bu:!iion· for staff mE3!llbers withless than
five years servio'e< in the United N8:tions system is not fully justi.,f'ied.;In this· .
connenon, the opim,onwas,expressed that the axce,ssivecont:r:i.l:iutioris from the budgets
of the organiza1;;ionstc the Pension Fund and the unjus1;;ified retention of the 7 percent
in questionmaiY provid.e.groundsfor member States to review the ,amount of their, "
oontri'i:>utions ill the direction c:r a corresponding reduction.

392. ·As. regards the level, of bene:f.:i:t?s tor the same year, we. :we~e given the following
averages for eaoh of the two 'oategori~s,the first. figure being f'or professional staff',
and the seoond for ge~e~~servioe staff':

Rei;iJ:'e'!Dent benefit-" .$ 3,600 and' r~ 1,,990;

DisabilitY-benefi.t .:. ,. $ 3i79~ and'$ ~,802;

Surviving,spousels benef'it .. , $ 2,i61and $ 814;

Children I s benefit - ~~ 600 and $ 476;
"

Secondary depend~tls 1;>enefi1; - $1, 789 and $ 1,077; and

Deferre.dretirement benefit - $ 1,939 and $ 742.

393. Froni om-discussion of theprin~iplesandmethods tor e.stablisbingthe·saJ.aries
of' staff' in the two main categories, it is oleaI' tha.t pensionable remuneration represents
one .proportion of ithes~uI1e ·total emoluments·· for a.'Professional 'staff. member. and· quite
anotherfor8;'General Se.i:'vicestaff rnemberwcirldnginthe s.aIl1~ duty station•. This is
because thebasicemoluments,p1eaning 'the portion of. pay that is applied 'general1.y,of
a Professionc:'l.1. stai':fmembercompriseboth salary 'and. post adjustment, but only 'salary
is pensionable. In the oase of' a General Service staff member,however~ not only his'
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basic pay (saJ.ary) is pensionable but two of his aJ.lowances, i.e.: langl-sge allowance
and non-resident IS aJ.lowance· (when entitled). However, for Professional staff the
1960 Pension Review G:roup, which was established by the GeneraJ.· Assembly ,to undertake
a comprehensive review of thepe1lsion scheme, recommended a method, which was approved
by the GeneraJ. Assembly, of adjusting pensionable remuneration between revisions of the
salar,y scaJ.es.. Under 1lbis method, anotiomU 5 per cent is added to pensionable
remuneration whenever the weighted average of 'the post adjustments paid at the main
duty stations moves upwards by that amount. Since it was introduced in 1961, such an
increase has been applied for three brief periods. Each period ended when the salary
sCCl.les were revised by incoJ:'!l0rating classes of );l\\S-t adjustment and providing for an
increase in reaJ. income•..,Another increase is due- O~.l. 1 July 1972, when the requirement
of a 5 per cent variation from the weighted aver~ e of post adjustments as of the last
~'evisionof the saJ.p.ry scales mll have been met. Thus, the professional staff have a
built-in system .of tincor,porating post adjustments when this is justified. Inthis
context we particuJ.a.rly:noted that the recent change in the systet:lof caJ.culat.ing
pensions on net salary -to using gross ,salary as the base contributed substantially to
increasing staff pensions.

394. The salar;y' systeDl tor staft in the Protessionalend .higher- categories provides a
maximumpensi-on after ;30 years of 60 per cent'of.gross salary. 'We 'found that the
UnitedStates maxilmwlL'is 80 per cent: after 42 years service,' althOUgh very few
Uni!lied States employees attain this ,maximum. Most members' thougi'it i tsignifican~' ::tha.t
the salaries' of, the highestpaying"Earopean countries are'from one-haJ.f to a quarter·

'of Uni-ted .Nations salaries and therefore the resultant Uni.ted 'Nations pension is
substantially. higher than any 'percentage 01' such lower salarieB.~ ", :Other members
considered'sufficient data was not available to arrive' at this conclusion.

395. In their proposals to us, the executive heads cited the 1.0wer pensions obtainab1.e
in the United Nations common system ·as onsof the reasons for establishing a. margin in
United Nations remuneration over that of the United States. They noted in that connexion
that the lower pension.swere 'pa.rtly due 'to'. the .lower retiring age and ~.rtly·to the. .
lower limit on the n.umber of years of credited saniee. A similar point was made- by
FlCSA, which a~so su.ggested that, without changing the normaJ.. retirement age,
individual. staff meL.lbers whose performance Has satisfactory should be .able to continue
1-11 service beyond that age. Most ,members noted, hOl'1ever,several elements of the
United Nations pension scheme that appear to be, superior to the United States system,
ani concluded that presen.t pension provisions of the' United Nations system were generous
and did not cont~ibute to any basis for establishing a margin in remUneration over the
i:n5..ted States, end that ,there was nO need to recommend en:y.cbanges in the present system
of assessingpensions~ . Other members held that on this also there was insufficient
date., and one member considered that this should have first ·'beendiscussed w.i:l(h.the
ex~cutive heads.

i 396. Weareconscio~ of thesigniticance ,of the pensionable.element intlletotaJ.,
r~mt!Ileratio.n of '8.11 ProfessionaJ."t?Ild higher level s:taff, both;f'ortl1ose Who h~V'echosen
the 'j.ntema.tional civil service aa ,8. lii'etimecareerand for those who '~--eassociated
ldth i tfor,varyipgperiods'! .J;IieitJier,case, ,>it is essentiaJ., we belie'Ye, that iifrle
:i.nternationaJ. organizations sho:uJ.d !>r6videanadequate',scheme: 'f .social, seourity~ ,It
i~ S.n this spirit that we'e:xamined the vie'W o.t'the execut:ive headso:ri thesubjec;t. They
suggested that ,iwithin the 'ove~aJ.l re1ll1}.nera.tion" the level' of .. pensionable pay .. .' .... ,"',., ,- ., .'- " .' .' .



(in practice, the base snales) and the pension syatem must be such as to ensure thatthe independence of sta:t:f during service is not affected by'll'.lXieties concerning theirposition after retirement". The conclusion that we have come to, which, in part, isalready reflected in the .formula we have proposed for 'determining the basic emoluments(see chapter Ill, paragxaph ), is that:

(a) The United Nations gross salary should be such as to represent an adequatebasis for computing pension benefits for all staff irrespective of their country oforigin or retirement;

Cb) In'the periods between revisions of the salary scales the existing methodof increasing pensionable remuneration by 5 per cent whenever the weighted average ofpost adjustments varies by that amount from the previous date of increase should bemaintained.

Pensions and social security coverage

397. The United Nations pension. scheme provides bE!Defits that are mOl'e or lessproportionate to the period of service a staff' member participating in it has' spent inthe organization. In this respect, it is comparable to national civil service pensionschemes. In addition, because of the special circumstances in which members of theinternational civil service must 1iork, particularly the predominantly expatriatecharacter of the service, the pension scheme incorporates certain' elements more typicalof a national social security scheme. These include such provisions as minimumbenefits for staff members incapacitated for further service, for dependent childrenand for surviving spouses.

398. The main 'benefits available to staff members under the scheme are as follows:
(a) A staff member l'1ho rgtires'is ~ntitled toa retirement benet'it which is1!50th (2 per cent) of the, final average remuneration up to a maximum of 30 years. ,The theoreticalmaxiPl\lIll pension is thus 60 per cent of pensionable remuneration, which,as noted above, differs betvreen the two categories. No present staff member can complete30 years until197~. .

(b) On the death of a retired staff member,' ,his vudow, if she vras his wife whenhe retired: is' entitled toa vridow's benefit amounting to '50 pe:t' cent of his :t'etirementbenefit·.

(c) A staff' member who' is forced to cease vTo:t'k because of long--termdisabilityisentitled to a disability benefit so long as the disability lasts; after age 55 thedisability is assumed .tobeperma.nent. The amount of the benefit is equal. to 2 pe:>:> centof the final. average-remuneration for each year of serVice. up to the date of leavll'tg' theservice, subject to a minimum o.f'whicheveris less of (i) one third of the final averageremuneration or (ii) the retirement benefit the staff member wouldht:l.ve received, had hecontinued to work until age 60 without change in his final averag<."J remunerCj.tion.

Cd) If asta:f'f member dies in servicel/ leaving a l·ridow,she is entitled to abenefit equalto one half of the disability benefit the staff member would havereceived had he become disabled instead of dying.
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, (e) Up to one third of a retirement benefit can be commutlid '\.00 a lump sum based
ori actuarial tables •

'(f) , A staff mf)mber who leaves the orgrnization before re"'iiring age with less
than five years1 service reoeives only his cwncontributions w~th interest at
3 1/4 per cent.

(g) If a staff member leaves after five years' service, he has the option of:

(i)

(ii)

(iii)

A benefit deferred to age 60 and based on his actual length of
service (should he die before age 60 his widow would be entitled
to survivor benefits); ,

Withdrawing his own contribution,dth interest and taking a partial
deferred benefit at age 60;

it cash settle'ilen,t consisting of a lump sum equal to his contributiolll'
with interest, increased by 10 per cent for each year of service in
excess 'of f~ve, up to a maximum of iOOper cent. '
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399 ~ The fundamental. principle of the equalitY' of staff members under1y'ing the
,QPnditions of service generally also applies: to the pension arrangements. J,n line with
this principle, the pension scheme was so des'igned a.s to provide the c01!l:Prehensive
protection staff members "TOlUd need to make them independent of the 'Social secu:rity
system of'their own country, where it existed, or to'seek alternative a.rrangemellts,
"There it did not. Two developments in the international civil service and ou.tside it,
however, have led to a certain lessening of the force of .the original concept. '

,400. First, the internationaJ. secretariats now employ manY' staff' members for limited
periods. Some of these staff members come i'rom national civil services or insti;jutiOl'JS
.yuth w'ell-established pension schemes. On joining the international organization, theY
'expect to return to their previous employer at the end of thei:c leave 6f absence and
are therefore anxious to preserve their employee rights, including tmseof perision.
When the penAion scheme oftheirllpermanent employer is a contiributoryone, q,uGstions
o£'ten a.rise as to the most effective a.rrang"'iUen-~s for regular pdyment of the contribution
by, and on the account of the employees for the duration of their absence.

401. The solution adopted in 1957, on the :recommendation (',)f theSala.ry Review Committee"
lL'lder which such temporary staff members "(vere ]?£.,iLl. a cerli'ain. sum of money in the form
of a "service benefit ll related to the length cif theirseritic~ in the intern3.tional
9rg~zation, .one purpose of whichwe..s to enable them to maintain their pension righ+s
,a.t home~ proved inadequate and had to be abolished six years later. A new initiative
;in, the.t :t'esp~ct ,vas taken more recently by the Governtnent of Canada witha. vie,·rto
securing continuity of pension rights for euiployeesof the Canadian public service
transferring to a member organization of the United}fations Joint StaffPensiori Fu:.-:1.
That led to an agreement with the United Nations~·!±2.1underarticle 13 of the regulations

~ Official Reoords of the General Assembly~ Twenty-fifth Session~ Supplement No._2
(A/e009), addendum. -- . -
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of' the Fund, which enables a Canadian staf'f' member returning to his Government'sservice to count as pensionable service the period of' his service in an internationalorganization. We believe that agreements of' this nature, though limited in scope, willrepresent a welcome step in the di.rectionof easier movement of'" staf'f' between nationaland international civil services to the benefit of both. We theref'ore recommend thatmember Gover.nments concerned consider the advisability of' concluding similar agreementswith the United Nations.

. 402. Second, the steady progress of na~io~al soCial security sc~emes, both in scope of
coverage and in range of benefits, is reaching increasing numbers of internationalcivil servants. Many of them now come to theinternationaJ. organizations from ~ountries
with such schemes and remain covered by them throughout the period· of their servicewherever they may be assigned. Others have obtained national social security coverageafter joining the service of' the international organization andeam credits while theyremain in their home country. Still others get certainnationaJ. social s'ecuritybenefits, e. g. health protection, by reason of' their residence in the host countr,y of'the organization's office where they are serving. .. The result has been a discerniblediff'erentiation between members o:f the international civil service in regard to currentand prospective f:locie~ security. In addition;becausesome staff' members covered undertheir nationaJ. social security schemes are required to pay a percentage of' their earningsas a social security tax, they have a dif'ferent take-home pay than those who have nosuch cc>vera.ge. Finally, the f'act that in the case of one particular social securityscheme a staff member can earn credits only while working in his own countr,r has adeterrent ef'f'ect on mobility.'

..
403. Though recognizing theprob~ems it ha~ created, we view ~th favour- this trendtow8.rd the integration of international civil servants in their national social securitysystems. Indeed, the more they f'eel part of' their own national development,thegreaterwill be their willingness to· place their skills and experience at the service of the .international organizations. Interchange of'· personnel between national and internationalcivil. services has not only filled a distinct need in the staffing of the internationalsecretaria,ts, it has also brought· about a; v:ider understanding of the work of' theinternational organizations generally. It would clearlyserve.theinterest of' bothmember Governments and the orge.:nizationsifsuch interchange "rere facilitated byextending national social security coverage to all members of' the iriternational civilservice. Accordingly, we recommend that member Govemmexits that have'not yet done soinitiate steps towards the integration of int~r.nationa.1officialsintheirnationalsocial sec1.U'ity systems. vie further recommend that the issues that have recentlyarisen from the interlocking of the United Nations pension arrangements anf\ national .sOcid security provisions should be siudiedby the· proposed· intergovernmental civiI·seJ:"tice coIlllllission.
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ANNEX I

Dissentins statement by Mr. Hillis, Mr~ Mariko~~l Mr,. McGo:uejh and...Mr.....Milliez

1., We regret to be unable, on a number of questions, to. concur with the majoriv

of our colleagues. The poirits on \vhich we individuaJ.ly gissent are stated in the

relevant chapters on the main report, but our position in relation to the majority

recomm:ndations generaJ.ly requires ,to be more flll~ defined.

2. Before proceeding' to examine the majority recommenda-j;ions, we would wish to

make twogeneraJ. obse:rvations. The first relates to the work procedures adopted by

the Commi.ttee. Although a' large part of the 1971 sessions was devoted' to .. a series of

exchange 01' views with representatives of the SecretalY-GeneraJ. o:fthe Uni:te~Nations .

and of the specialized agencies,~he 1972 meetings were by contrast held 8lmost

exclusively in closed session, wi'th the minimum of contact with administrati,on,'

representatives. As far as i-re are aware, no previous reviel.v body hasattempt,ed to come

to conclusions on matters which so diregtly a£fect the organizations, and th,eir st~f,

without firs.t testil1g theirvci1:i.~V by. means ,of full and detailed discussions With '

the agency heads and their representatives, and "lii;hClu~having the 1:?enefit of the

views 0:£ the sta£;f. The present Committee was an outside review body appointed by

the General Assembly , and its m.embers for. the most part" came to their task without

previous. knowiedge of the United Nations common system; the need for such

consultations with those possessing an expert and intimate knowledge of the system

should therefore have been, the more apparent and theoIllission can only, in our view,

detractseriouslyfX?m the authority: .to be a:ttached.~p.th,e Committeets conclusions.

·3. ' Secondly, we do not' believe tha.t the limitea. time avi;4lablefor this :t'eview

was' uSed to best advantage. The Committee ,while devoting: a p.umberofsessions'to

matters. which in our view were either peripheral or irrelev~t to 01U'mandate'(Sllch

as tP~ f~nancing of the United Nations Joint, ~taff Pension FQTJ.d) ,left w:p.oleareas

either untouched - such as the question of field service C)on,i:i:tions, or the prbblem~

of establishil1g,coIllIllon grading standards. - or only Sllper;fie:tally. examinedfsuch 'as

the whole range of 'questions rela.ting to initiaJ. recruitment, career progression, in

service" training, promo'tion 'procedures, e,tc. - questions 1-1hich in our view are no less

relev~rt''to the centralprobiem.o:f recruiting and· retairiing- .staff 'of .•.. the highest

-q1;ality'th~is the detenninati01lofthe base salalY scalesthemselves~:Sonieofthis

faill4'e. :J;oac]1ieve an, adequate balance in the report maY .beattrib'u.ted- t0w.llat". in our

view., was the ,exce~sive preocClLpationof the Committ,ee "With :t;inding a fon:znl1a w~ch

would.' bring-about,a reduction: in the level of Professi,onaJ. aal¥,;i.es ge~erapy..Wehope

we &'c no less .. conscious than' the .majority of our colleagues Of the ne~d:t:or e.co~oIW

in administra:tion; bUt on our ree-ding of the resolution we w~re apppinted n~~ther

. !I In respec't otthe proposal to establish <aninte:r.-nationaJ. civil service

coDimission, Mr. Mariko ~eswith the majorityviev l!I.s set out in chapter 11 of'

thebo~ot the report.
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to reduce salaries nor to increase them but to ratione~ize the present system byeliminating some of the anomalies whiCh have been identified, and subjected todetailed criticism, by previous review bodies. In our view, the formula adopted bythe majority (on which lve comment in paragraphs 18 and folloWing below) would leavemost of the present anomalies untouched, while creating new, and possibly moreobjectionable, anomalies of a different order.

Chapter I - T'.ne International Civil Service

5. 've feel that the Committee's analYsis of the nature of the international, civilservice has been inadequate, and that certain points might have been more fullybro1;1ght out, in order to situate the problem of salar,r determination more clearJJrwithin the f'ramework of the tasks of a contemporar,y: international secretariat,
6. The "exclusively international character'~ of the responsibilities of theSecretaIY-General and his staff, and theobil,igation ofNember States not to,'seek toinfluence them in the discharge of th9se responsibil~ties, a.r~,clearly laid. down illArticle 100 of the Charter of the United Nation$. 'The ,i956 Salar,Y'Review.·Committe'etook this position ,f'or granted ,and proceeded from.ther~to consider ,the desirabili~of' a common system of Salaries and con.dition~of s~r:Vice~:, SiXteen y~~.s late~;theconcept of a commbn system' ha.s' -gained, ;acc,,?pta,nce, but ,there h~s be~n a m~ksd'ch;mgein the nature of thesecretariats,whi.eh in our view ,Iita.ke·s ,.~ tdesi:;t'aole, 1Jefqre' " ' .. .conclusions;are, reached as to the approp~iate ,saia:r.rsYsteni, ,~o ~~-:examine··~drest:atewhat sho'llldbe the role and, the 'basic ..fu:p,cti-ons' of :the. "irttemational ;civ,i1' 'se~icEfiThe ch;;mge is exemplified by the evolution of the Unit'edNations'awa;r"f'rom the' ,origin8J.concept cif a; priJIlarily headquarters 'political <;}rg,~zatjpn into oneincreasin.glypreoccupied ,w.ith the problems, of, economic; sCi~i).ti.fi.9 a.:t:ld'SObial'developUent, an4 wit~ nearly half' i tsst~fworki~g: outside ·EJu.I.op~and'North'America.

7. ,.Among the factors vlhich might, if thoroughly. ~xamined ,wa;r~ant chtinge in thestructure of' categories and grades .... thef,j,rst, que?tibn which the General Assemblyasked us to examine'-'are: the growth of the Secretariats,. which doubled in thetenyears.£rbm1961 to 1970; the increal=ling degi?ee of specialization and the w.iderange of. s:peciali.z;ed skills now require~;· and the in~reasiilg tendency to ;recruit ata later age (f''iguressup:plied by the Joint StaffPension:Boaxd indicate that the,ave:page' age of' :recruitment of' Professional staff was 'around 40 and that only 12 pe-r"centofsta£f were age 35 or Wider). All this indicates the e:ii:tent .towhichthe system hasmoved£rom the traditional concept of a staff recruited sQon after universit,y an~apemiingtheirwhole oareer 'in the -j.nternational service. Olearly a large' pwportionof the ~taff have in effect two careers and expect to spend only a part of theirworking lives in the international service, and this' f'act has implications for thesaJ.ar,rstructure, for recruitment policies, and for the pension fund.

8. Thestaf.'f'reqttirements of the organizations differ so widely that generalizl3,:tionsare 'llllsafe;.:But two general points might be made at this point. The ;t'irst ie that ifthe;interIl?-tional service is to :t'$tainany cohesion at all there must in each

4. With these preliminar,y observations, we proceed to examine briefly the v~iouschapters of the majorit,r report.
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organization be a cadre of long-term career service staff in appropriate posts to
provide continuity in administrat~on and a repository of experience. The .size of this
cadre will'vary f:t'om organization ·to organization and may be quite small in those
highly specialized agencies where the prime need is fo~ staff. to. pe in continual
contact with the developments of their branch of science. The second is the need,
emphasized by several of. our witnesses~ to review the methods of executing their .,
programmes and to' integrate .United Na.tions programmes more closely..with ~h06e of the
developing countries; this may in t~lrIl involve. C!-qhange iri the rEilationship between
the international and the national civil services,or what Clne of our. witnesses called
"a continuing dialogue". in which the int~rnational civil servant ca!), participa.te
withaut sacrificing his independence while being s0U!-ewhat l~ss aloof. than in the past.

The present structure

9. We agree with our colleagues in endorsing the present division into' two categories;
and though there are good arguments in favour of creating additional categories e.g. for
language staff or scientists, we do. not think .that this question needs' to 'be pUrsued .
at present.' .

10. We regret however that the majority of the Committee should have dismissed the
proposal of the executive 'heads to transfer a limited number of posts from the ,
Professional category to the General Service category, which would be transformed int.o
a Local Service category. This .proposal seems to .have several merits. It would
improve efficiency by permitting the local recruitment of well-quaiified. persons. with.
knowledge of local cond:;l,tions and languages; ii;wo:uld ea:~,'7'relations. between United
Nations officers and the host ·.goverrJIDent; it would ,provide promotion' out;tets for
suitably qualified General Service staff without diluting. the Profession~J:pategbrj;
it would help to remove the sense of discrimination which (We are told) General S;rvice
staff sometimes now feel because their category is limited to inferior t;y:pes of work;
and. .'it would produce budgetary economies.

11. APParently the' objection felt by the majority of the Committeew.as that :teechallge'
might reduce the number of posts subject to equitable geographical distribution. 'We '
believe this objection to be misconceived. Mostaf the posts envisaged are' servicing
:posts in such are'as as transport, building maintenance, .printing etci, in ~ich a. "
knowledge a! local. col'iditions is indtspensabie $ld.coti.lC!.'!lot be filled in practice by
:ii'iternational staff, however well qualified, recruited from other areas,. In fact, they
are 'for the most part already filled by, regional sta.ff'; . and. wb,ile und.e:t' this proposal'
there. might in individual offioes .be ,lefis thaA' ful]. ,geo~aphical distribution (as
indeed there is now) the world-wide totals shou1q. continue to show a satisfactory
overall ,position. If desired, 1I!-oreover,posts in' a local service oategory, aboiTea
certaiil'level,' might be counted for overallquot~purposes•. 'We believe that the
proposal merHsfurther study by the appropriat,e 'bodies.

Chapter II· - The c01lllllon. system

12. - The 1956 .SalaryRE'view Committee thought that the. common'sys~em ShbuJ.db~;Freta.ihe'd
by those organiz.ations then using it, but stress~d thedesirabJlity~fflexibility as
against what it called "cast-iron uniformity". None of our witnesses doubte'd the neea.
to mainta,in the common system, though some of them re;ferred ~o the problems ofinter-' ' •

. agency consultation and ,to the need to ~odernize the. ,machinery. Most' of the executive
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heads '(with~ertainnecessar.1reservations) favoured· the estabR~s~en~:ofaniint~r.n~tion?1
ei'Vi1servic$coJ:l1Illi~l?~ontodealwith the many common problems th~y:;"are faced with,in
personnel aJ.'ld ~ala:ry administration.

~ . . . . . . ~. ....

13. lJi~~1?~oposal (wh~ch was also favo\l!.'ed:,'subject to ,certain conditions, by ICSAB').
represen1is, an~'pq;rtant mile~tone in the 'development of 'the common ,system, and we .' ,
reg:re;t: .th~t the Jna'joritY 'of'our':colleague'S have, not. felt. able to endorse it. " Clearly
ther,l~ 'axe ~~ problelD:s t~ lie~'resolved, including ,:f;he mode of appointment of the ,'.
COIllIl?-iss.ione~s~and;'~lie definitldri' of their', functions, before such a'body could be set
up,' and 'theposit:i:o'n of the various legislative bodies would need to be 'safeguarded.
'We do not propose to review these in detail now, but the evidence put before us
indicated a substantial. convergence of opinion in favour of a central body for, ,
el?t~~lishing the de~ailed regulator.f conditionsrequired for the admini'stration 'o:f:-the
commo~ system, and for "improving the':co-ordination and the mana.gerial efficiency .ot:.
the system; . a'l1d, the fact :that most of the executive heads' are prepared to conte!1lp,la.te
a significant transfer to Cl. comItission of 'their powers inrell~;t;~on,t9...versormel' . ..
matters indicates that th.e time is ripe for this further development in -the evolut;ton
of. thecotnJ:!l,on sytem-a development to which the present Committee mi€ht have '

.signifi.cant~y contrib11-t,ed.

l4_Insteaq.,themajority ot=''the Commit.tee preferred theconc~pt or. a regqlatory body
~co.mpri:sedc':.gqver.runental.;~~presen.tatives .... some~at on the lines of the preseut
Pommittee -aPPQinted by the General ~ssetnbly,and repo.rting to i;t~ .Re:pr,e,~entatives
of the agminist:rationswouJ.d b.eassociated onlY on 'fnvita:t;,io~.Such a body could not
possib1y,'aswe,see it,be"'a: ,substitute, for ,the kind '01' e~vil service,coIlll;n1ssion
r~:te~ed·to.,.in thepreviousPaxagrfl.ph .. _Instead .of. a smal1,.,: c01l).pactbo'dy ,Ofq~lified
.eXp~.r~l3enjoying the, conf~dence of the legislative bodies" the ,executive heads~and
the staff- but independent of all of these in its day-to-day operations and.subject
only to the overriding control of the' General .Assembly - there would be a compaxatively
l~~e,'body ofgover.nmental representatives, divorce,df'rom any direct and first hand '
cont,~ct,wi.ththedai.lyproblemsof administration, and exercising something .more· in
the..~tiLture, ofa generalpo~litical control.The~UJnerabledetailed problems that
faJ.ltci ba· d.ealt.with by the present. co-orClina.til1g machine'ry. qfACC, COAQ and ~variety

of' _.tnter~cag~ncy and' intra-agency working parties., and which impo,se. an. increas¥1g strain
on that.mach:inery,.. ~ch.a,,! the .elaboratio~ of common grading standards. ,~~, r,ecI,'U~tingi
stang.a.rds, tb,edefinition ,of entitlemerittopenefi:t·s,. and. the development ofi,n':'service
training,a:re<quit~unsuite.d for such .·an .int,er~governmentaJ. body, . which w9u1dIil,0r.eover:·
tend toduplicate,as';rega;rdstheUnited Nat:ions organization itself,. 'that ,part of" the'
work.0t'theACA:BQwhichre1a.tes to personnel matters - and salari.es anda.liowances "
accoWltt'or some 75,per cent'of the regular budget of the 11nited Nations,.' Nor' 'could
such~a body hope to J:'ivaJ.theexpe:r~enceof ICSA:6"or ,the' intimate and detailed 'klipwl'edge
of the system which .ha.sbeen built ilp over the, year,s in ,CCAQ;.

15. .T'nereisampleevidence that the present arrangements consume.f,ar tqomuc:h of
·ev§!r.y-bo!lY"' stime.anderlergy-, . wi.t1>..outprovidingfora firuir'aetermina'tion -b:f"
controve,isialquestions•. in. V1ewofthe cop.stitutiona:l {ilutoP9!Ilyof tJ:le ,a,gencies,.and
thetermsof.their ·relationship. :with the .·~neral.Assembly, th~; ;establ,ishfuen:e' of' any, '
kindofceritralregulatorybodywo~ldha,ve·tcbepreceded.,by.,.. a., gQQ~deal ,of de~ai;~d
negotiation, In this,as in other respects,thJ?C~mmit'teemavrhave been u.ncOns.ci.oi1s1y
cobsideringthe c.ommon system:-tooexclusively :from the angle of the Uri.i-ted N~t~:on'~·.,:'
org@.ization .itself. The larger part (some 57 per cent) of the staff In the .common"
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system are employed" by the specialized agencies and, IAEA,and -the_ working of t}j.e common
system cannot be appreciated if v-i'6wed -only through New York spectacles. He;re again,_
fuller discussion at all, stag-es with ,agency- representatives 'coulti hav,e deepenedtlie
Co~ittee' s understanding of the problem and led to a fruitful cross-fertilization' of:
ideas from which c~eat:i.ve -solu'liions might have emerged; it is a pity, in our vj.ew,
that this opportunity was missed.'

Chapter Ill" .;.'The salary sYstem for st,aff' in the Professional an6.HiAAer C~tegories

16. We arelin:ableiio ac:eept either the'Committeefsanalysis ofthepreseni;~ystemor
their recommelidat'ions for its amendment, partly;because the latter )ieeni to '1;18,., :
unsupported by evidence and partly because we bel5,eve that their appiication wq'lUd
involve worse anomalie~ than those now prevailing. -
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The Noblemaireprinciple

17. ' -qne must distinguish bet'\'Teen the Noblemaire principle 78J."'l.dthe formula by which it.
is applied. _' The principle itself, if it is taken to .mean that international salaries
should be adequate' tb: re-cruit and retain nationals .bf all Member states, becomes
little more thana statement of the ~b7ious, given the pritnarY aimsoi' universality
and of equal treatment of staff regardless of nationality. '_. But if,salaxies are to be
sufficient to attract nationals of the most highly paidcountries{it must follow tha~.

at most duty stations at least, they -w'ill be more than sufficient to attrac'l;nationals
of less highly paid countries. This isaneCe6Sary, 1.f:unwelcpme,corol-Iary-tothe ,
principle of universality, 'and{togetherwitn the'faptaT 'ofexpatriation)accountsiri
large mi$asuxe for the discrepancy between Europearinati.ori~ sa.laries·and those of the
United Nations system. ' '

Comparisons with United State~ Federal salaries

18. WebelieV'e that for purposes of pay and personnel admihistrationthe United
Nations organization, and to a lesser' degree,' the other organizations _in the ' common
system; should be ::'egardedas"sui generis. They cannot ,be, strictly c:ompared w:ith
national citl'il services, with private sector ente:r:Prises,'or with diplomatic missions.
If a:D.y analogy is to be, used,the __comparison~-,with.the United Stt:,ttesFederaJ;Ser'J'ice
is ,the least opent-o objection 'for the reasonfistated in, the~inreport. ' ',But, we " ,
endorse the opinion expresse9. by prsvious revIewbodie$ (most,l'\'!ceritlybyICSABin<itS
1910i~port) that thereneyer has,~dnever s1,l,oUld be" ..~arit.hmeti.cal, or automatic
formula, by, which salaries in' -the Uni:f;ed Nation13,.comtI1Q~<$Ystem should be :elated to those
.of the.United States Federal Service. ',"Jhile i{ may SOIn,etimes' be relevant to comp~e.
movements'in real income u( the'two ,services,theconclusions'to be drawn will depend
almost entirE?ly"!>n the dates selected for comParison.,Tht. majority .of theCpmmitt~e
took .th,?vie",that the right relation was that which obtainec',(at .t~e particular
matchingpoints chosen) ~t~hetime,.when the 1956 Salary Review Committee repoJ:'ted.
i3ll't thatCommit.t-ee_ d,idnot itself propoundanypart ';:a.lax relationsllip ••• Itcoll~:i,n~d,

itself. to endorsing the e~istingscales asbe~ngaa.equate,. in its, view, ~orec~it
and retain staff at 'Geneva., , The question of ,thedesirableratioatany'gi'ITen'Pb~~

of time shoUld beamatteroi' judgement.;. in part apolitical jU9-gement,.i,-hiPatr:~
ba.sed, on thepragmat:f.c test of recruitment, but in aiq" ,'case one ,t6, 'be -baken'in':-
light "of al1 t):'le circumstances. '
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19. L~ the light of these considerations, the majority formula for the dete~~ation

ot professional saiaries seems to have two grave draubacks. First, it ties United
Nations salaries·mot-a Closely than ever before to those of a single coUntry - the
United States.' It must 'be borne in mind t::'1at since the passing of the Salary Refo:r:'li1
Act'of 1962 USFede~l:l1 Civil Service scales have been brought into line at most grades
with salaries paid 2'or equivalent work in 'industry and commerce; and they are reviewed
~ually to keep them in line. To forge so close a link between United N~tions s~laries
and tho.se paid by the riOhest and most economically advanced oountry in the world
might prove it'- the long :t:'UIl: tQ ,b.e.~ E1JC'hr~me1y cos'tly solution for the UlfitedN9-tiop.s.
In,:('ecent' years the increases in UN base scales (as d1stiri6t ":from.' total remuneration) ,
hav-e' been appreciably less than US Federal scales; under' th~ system proposed, ihey
would-increase at the same rate as US, scales, since any increases in the l,atter would
au.tomatically be carried into UN sal'aries. '

2<4, Secondly, the 115=100 ratio between the two systems seems to be an arbitrary
figu~ with no clear justification and is moreover based on the unvercified assumption:, ,
that the two grades selected for comparison are equivalent in duties 'arid resp6risiriilT-ties.
The'~:"~'~' that the ratio has increased since 1956/57 i's due to the fact that the COB,t .... "
of 'l:i.v$ngin New Yo~1t (to which UN salaries are ,related) is, according to official
US s-tatistics, apprl',iab1yhigher than the cost of living in Washington, an<l' that US
civil' s~~ants in'1few •York are in eff'ect on Washington conditions because the U:S
Government do'~s, Il(jt !lay inter-city di.:f'ferentia1s. The current ratio (on the same
lIla.t"Clring po~t'srisca.1culated to be 123:100, so, that the formula implies that,~,
reduction of some 8 perce.l'1tage points is desi:t'able." '.It happens that this reduction.

icoiqcides almost ~actly wi~hthe Sper cent increase in base scales, effective
l,j'~~y'1911,~i:'Cli"thei~nera+ Assembly approved in 1970. Th:e facts before the
Comm~ttee were essentially thesame'as ,those available to ',ICSAB,' to ACABQ, and to the,
F~fthCommittee when the 1970increasewa.s decided on. There maybe valid arguments'
for holding that thel~nO decision 'sh:ould hav13 'gone the other way. But the onus of
proof is on the Special Committee, a..'"ld we~!l,o not, fe.e~ th~t tlle majority report, re:alliV
attempts to discharge it. '. , '.. , , ,.

?l;.. It l.sthemajority'position that a, United Nationsjuniterl States,relationsh'ip 'Q.f ~
ll5:.l00,i.n Ne:WYprlc,~s~fficient, if coupled with ,impwved recruitment .and career: ,
de..J-~lo:pmet:itpll:ins" 'to a~tract and :retain staff of :righ oompete:p.ce., Theresexvation

.abo~t' recruitment is' ail important one , since the approp:r?1ate level of salar,y-sc:ales
{a.$,th~<195,6;S$ls.r.vReview' Committee emphasi2!sd) cannot' be separated from the non...
fll1an.Gi~ ,factorEiin recruitment. As we have said elsewhere, the Committee devoted
tq.,these factprs averylimited .share of its time." ',:But there was a .considerable amount
cjf.svidencethC.1 marl;Y'>staf£members find,clif£iculty' in living adequately in New York '
on,~istin8tJ'nitedNationElsalaries, generous though ' thes'e may look on paper.' ,'This

· ~~p1.1.espartit:ftl1aryto staff with depep.dents in the junior grades~ In, practice' the
Un~tedJiat.ip~s·has tended to avoid ,the problem by reoruitingprofessiona1 staff as
p-; level'and'upwards~'thuaintensi£ying the problems of oareer development,' as,well'

· as ~denn.i:hing·th\) grading 'stande,rd.s of '~he system as awho1eo
• It w0tlldseem the:refQre

a des'iic;oleob.je'ct pfpo1rcy" to, MClf"l conditions" selectively' in,New York while refraining
· f;prni.n.creasitig ;t'_~ra:t#>IL#i \duty ~tatiO}l!3 where it j.EI,alrei\dy(on Jlationa.1_ comparisons)
over-g;~nerous.Tfle~ol1itj.onfa,voU!.'ed by the major'it;y: of' the Committee 's~~ms ~lio,fal1

sh0rt.i.!lthisresp.ect~,·. MoreoVer', the. majority seea to' have given insufficient 'attention
t(),t1:leette~ottli~irpropc)S'Ql'on the level ot pensiona'bleremuneratioll1.



22. Indeed, 'the question whether New York should be trea1ied a.s a special area with
problems peculiar to itself seems to us to deserve more examination than the Committee
has given to it. The difficulti.es m.ost felt by the new arrival, according to the .
evidence tendered to us, include the follo1Ulg: rents (espec~ally in Manhattan)a:re
prohibitive; costs of hOuse j,J'1lrcihase are soaring, and the UN official cannot obtain
tax relief against loan charges und.er the tax· assessment system; if the official
moves out to avoid the' high costs of living in the central area, his journey to 'woxk
is expensive and time-consuming, public echooling and facilities are often unsatisfactory
and private school fees (as mentioned in Chapter V of the main report) .are rising
faster than the cost of living generally; 'and. medical care in New York is notoriously
expensive, while only a part of the cost of insurance is borne by the Organizations..
~ereisno quick or obvious answer to this problem; and ,in the absence of' full .
discussions with the interestedpaxties we do not feel able to propOse solutions, sUoh
as ,differentiaihousing grants' or othe:c selective benefits. We beli€Ne that the question
merits 'study in depth by a small group of ~xperts.

Comparisons with othersalafu[ sYstems

23. The abandonment of the,!present single set of base scales t?r international staff
in favour of two (or :more) .,systems, e.g. one based on United states Federal salaries
for staff serving in North America and one on European national aala.riesfor staff:
serving in other duty stations, was one of the possibilities considered by the'
Committeee but disc.arded for .the reasons stated in the main report •. :.L.oQkip.g to the
future, however, there may be a case for the development ofa regiona):'c'ategoryof
civil servants, based on regional scales, as part of the process of integrating Un.ited
Nations programmes with those of Member States~ This idea might imply a· greater
degree of decentralization. of programnle control than would be generally acceptable"
at present, ana for this reason (and because therl;l WPS no opportunity of pursuing "it
","ithadministration representatives) we do not make JIly specific recommendation;·but
we believe that in the long run the health of the United Nations sytem anl.l the
effectiveness of its· programl:ll.es must. depend on reversing the. tendency of recent years
towaxds career oentralized bureaucracies.· at headquarters 9 and on reducing, not
increasing,thenuDber of staff paid at iIJ.te:rnational sala:I"'J' rates.

The ,Post A~justment System

24·. The passage ai'- "-time since the posta!ljustment l$ys:tem was introduced· as.. aresu.lt
of the recommendat'i1)ns of the 1956.Salary Revie* Committee has diselosed. ,anUniber of
distortions and 'inco-nsistencieswhich a:te analysed' in the reportprepa;re"dby tbe
Committee t s Consultant, Mr. Frochaux. Un.likethe majority 0 four .colleagueswe favottr
the acceptance of the main recommeno.ations of that report,inclildingtheproposed
change from a net to a gross method of calculation (whicll.woulfLincidentally e~se

.90nsiderably the position of the Tax Equalization Fund) a!idfpr', the elimination .. of
~he '."social" element in the present system, which shouldmore'apPJ:'l::Jpriately."b·e
reflected in adiffe::t'entiatedsYstem·of staffassessme!lt•. We do Iiot· agree· with the
view expressed by the majority that the system is primarilyadeviceforprovid.ing
cost~of-living supplements to sa;,ary at high-cost d:utystat,ions,orth.at it should be
re.v±'ewed\1ith a view to makingitmore.discre"tionary and less<automaticthaiiat
pr~sent.The function of the system is nbtto supplement salaries.but ,to. equalize
thei:!? :Purchasing power as between one duty station and another•• It may be 'PJ.,1atits
effect"is·,:,to insulate ~aff members against inflation to a great e:xtentcr 'With a,'
shorter time-lag than is common. in n.ational ser:~ices. But in aIl~te;t1tat±()~a1service'

whose members are employe~ in some 160 cOl.m.tries and ter:ritories, over the wOrld s~me
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28.T,he.Committee's.·.i'ecommendationa take no ace-ount of the pro-pose.l by. theexec!itiveheads to change the General .Sei-vice category into a Local Service." categoryby thE?2'i::iclassif'J.cati6n of'a limited number of Professional posts, mainly. o;fa.serti~ingt'ha.racter~'which can "onlyb~ effectively filled by local recru1tmento )leha'lT~·;a:d.ve:rtedtothismatterin our oomments· on Chapter I of the' rep,ort. .
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26. We have few specificcommen:ts on ~lleCommittee'is proposals in this chapter. Bu~three consequential matters need to be noted. '

such system is essential to 'a'l/'oid gross inequities of:' treatment and to eliminatewindfall gains and losses such as those arising from devaluation or revaluation ofcurrenoies." We believe that this ba.sic premise of equalising purchasing power isclosely bound up with the principle of equal treatment of all staff irrespective ofnationality. It may be nevertheless that the statistical methodology employed callsfor a more searehing revie"t'1"than either Mr. Frochamror",the .sp"ecia1Commit~eewas "abl,eto give" it., ""..

25•..Between"1950 and the end of 1961 United Nations base salaries (with minor'exoeptions) remained unchanged, oost-of-living adjustments being made from time totime andsirl.ce 1 Ja:nuary1957. under the new post adjustment system. Since then, ba.sesalar~es have beenincrea.sed, by decisions of' the' General Ass~mb~y, on four occasion~ "(from'i January,l962, 1 January 1966, 1 January.1969 and 1 July ~91l, respectively), .B:fldon each occasion' the Assembly a.pproved the consolidation in the base salaI'jt" of one ormore classef:{ of post "adjl.1stment. It is to" these increases, ·not to ~ th~ automa.tionatuJ;'e of the post adjustment system., that theinc!'ease in the United Nations salariesin real terms over the last decade should be attributed. Post adjustment.increasesalone do not quite fully compensate for increases in costof'liVmg "si-nee 'they yielda 4-4t per cent'i!icrease for each 5 per cent cost-of-liviItg increa:se. This slightl::o.g' is periodically removed by' lihe t"rtleincreases in base salaries. (as distinct frOm.consolidation) and those incre"a.ses >further provide an increase in real income terms.In the 15" ye,ars since 1957 the totaJ: reaJ.-income increase has been just over ~O per'cent; from"' January 1966tb J"anua:x.y 1972, despite the· fa.ct that post adjustment'.incr~a~esoccurredmore frequently~ and despite additional salar,y increaseso£5 per "cent 'gross on "1 Januar,y 1969 and Sper cent gross on 1 July 1971, the increase in real~income i;ermswas only 2 per cent. It cannot .besaid the:refor.e a rapidly I'isingcp~tof'-living benefits the" staff, or that the automaticity of the post adjusWnent .systemlea4sto (3Xcessive r~al-income increases. ,The majority report has. Jjot anSlysed .theactual "results of ,the flYstemin practice, or in relation to comparablem9vementsmnational" services.

27-. Since. GeneralSel""iice .salarieswillconti.nue '. ·to be determined on the' basiso.f .1oc.a:1.'paY ,comparisons while Professional'salaries' -:,ill (under the maj:orityPl."9PO?MS inChapter.III~ beheld at current "levels until the ratio 115:100 withUnited States saleries is achieved,' it mUst be <:ixpected that :theexisting relationbetween General Service anc1PJ:'0:fessional' salaries will become progressively distorted;and the~alary9Verlap'betweehthe two categories,which is already high in some cities(a.tP-2,-step6in Paris: 'see" the table of paragraph 15 of this chapter) will tendto be pus.hed:evenhigherc The position 'would be ex8.cerbatedif', as some membersadVocate, a freeze orslowmg·down were imposed on post adju.stments. This secondary.- .consequence oi'the. maJority's. recommendations .on·Professional salaries seems to havebeen insufficiently considered.



29. : ~na+1y' 'the recoJllJiienda'tion (paragraph 80 of' this chap'ter) to refer 'to 'the
new central regulatory pody the, definition ~f' agreed::standards in grading and sala:r;y
structures serves toiemphasize, in our view, the nee'a: for expert skills of it' .,
speci~ized kind in ,the regulatory body ano. the unsuitability, as a medium "i'or co- .
ordinat,i.ng the common system" of the type of political body recommended by the maj'6rHy
in Chapter II.

Chapter V - Allowances andbenef'i'ts

30.. It is unnecessary to review in detail the :recommenda'tioI..:s of t,ne' Corilmittee over
this extensive :field. '\'Tith most of them, as fa;ras -'they gO','we .a;rein general .
agreement. But ~he ,fact that the Committee was' obliged to 'reach. conclusions on
allowances before it had formulated its final recommendations on Profe'ssional base
salaries and post adjustment illustrates once again the drawbacks of :'&hewo!'k plan
adopted·by the majority, to which. W!3' refer:red in our preliminary coments. Asa
general proposition t.here is much to be said, from jihe standpo~t both of e~onomy

and, of sound personnel axdmin:i-stration, for a lower level of base .salaries . coup;J.ed
with a. more generous'system,~f selective allowanoes and benefits. But s'l;lch a system
im.J:llies.a pre-e~ist~gview on. the prmciples which should govern the salary base, .
,including the qu~stion whether the 'system should differentiate, for example, between

.e:xpat:dates andnon-expatriates;,"without su.ch a framew6rkinto which the system,o,f
allowances could be fitted, the review of cUrrent benefit~ necessarily al?sumed an
ad hoc character.

Chapter \T!-.- Retirement and,'Densions

31. The resolution appointing the Committee include4 superannuationi.n its enumeration
of the :questions ,which,the Committee might study. 'But the SponsorS-of the -rese>lution
made i'l; clear that this reference did net imply that the Committee .shoUldexaJIiineth~
details 01' ,the Pension Fund. As we see 'it,thequestion of United N!!Ltions pensio~s
entered into our work mainly at two poi.n.t~~, first .as. orie6f the cOIlili-~j,onsofsenice
which should be· taken into 'account (as fa:r as the benefits ''Of ·the pensJ.onscheme'can. b~
quantified) in comparing the tot~l package of United Nations}t'emuneration 'and benefitE:"
with those of other serv;i.ces; secondly a.t those points where pension policy·and ..
personnel policy co:qverge, such as the age ofr~tirement (Which hasin1plicatibns~oth
for career dev~;L9pmentand for the Pension .Fund). The Committeel·s. consideration of "
these questionst and our own· dissents from some of the· majorityrecommendationEl, are
fully summarized in the main report, and we do not propose to add. ~hi:lighere,except
to emphasize the obvious point that the Committee. had neither the time, the data, nor
the te.chnicalcompetence to enquire into the aciiuariSlcalculationsunderlying. "'he
present level of benefits and rates of contribution or the adeqUaCY or othe~se .ofthe
assets of the Fund, all of which matters are considered annu"ally by the FifthCoinmittee
on the X'eportof the United NationI:' Joint S~aff,'PensionFundBoard..(We believe, .
therefore, that any opinio);ls on thesa pointseXI5ressed by Cor.nnittee:memblE:t's·a.'t'eJ of
questionabla relevance to the Committee's man'fl,ate and render little's~rvice to 'those
responsible for, the management of the Fund.

Conclusions: A possible programme for action

32. It will be clear from 'lihe foregoing analysis that in our view the majorityrepOJ::t
has signally failed to discharge the mandate laid. upon. it by the GeneJ.'alAssembly. .
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We .~e~~eve that:the d\'1li'~cts and anom4;ies in the present structure, the existenceo:f which,has been acknow1:edged by all rev;:ew bodies in recent ye,ars, will need to be:further :t"~View.ed i:f the 'international secretariat is to become a fully effectiveinstI'1Jlllent for'carrying out' its ~asks in a 'changing world. " To justify this statementin deteil would mean ex-tending this memorandum to an excessive length; we willtherefore oon:fine ourselves to indicating certain broad lines o:f enqUiry which might,in our opinion, be usefully pl;lrsued.

33~ Since the main anom~ies stem from a failure to distinguish, in terms ofbasic remuneration between expatriates and non-expatriates, 'we believe that'the'institution of a system o:f expatriation allowances (~hich was one of the' proposalsput forwa;'~,by the executi~~ he~ds)needto be further 'etplored. Clearly; it wouldbe impossibly expensive to giYEt-:$ expatriate alloWaD.ge on~qp of the 'present scalesto the 90 per cent or soofstaf,+ who, 'Would at present quaiify for it;. 'and equallyit would be:i,nequita.1Jle-·t'o lJlake' a .corresponding reduction in' -the·:('emun~ratioil.of the10 per cent f;f:,no~-expa:\';ria;~~$~"We"1Quld therefore, favpur'a gradual' approach. Itmight be ,P9ssible.,l for exampl~, on the next review of bas.e' salaries by the: 'GeneralAssambly,to stipulate .that .any increase should be conueded' 'only to non-expatriatesand to proceed similarly in subsequent reviews up,til an adequate' expatriation marginhad been bUilt up between the,. two classes. Such an expatriation allowance could begTaduated so as. to benefit..e:ti~efly sta;ff at lower pay levels.

34. .We beJ.ieve. that the mainten~ce of the eq~vaJ.ence of purchasing power ofsalaries at all duty stations can be achieved by the continuance of the, post adjustmentsystem,asmodifiedby· the recommendations ·contaiIied in the F:rochaux RepQrt •. Them.ajo:tdtyha~ ,taken, no position on these recommend.ations, except to recommend that theybe!'u.f'therstudiedby exp~r.ts.Weourselveswould favour the"iniplementation of mostof ..themainFrochaux·,recQI!lUl(?l1dations; -including. the change trom a 'net to'a"g-ross basisandthe.elimination of ,the present differentia.tion between staff with and staffwithout dependants, tp,ough' we have ,reservations on some others (such as the degr:ee 'of ve,r(ieaJ. regression to. be d~siredand on the modification' of the foiU'-month rule).We agree also with Mr~ F:tochaux. that the appropriateness of the present statisticalmethodsshould.be :furth:ei: considered by EcPA.

35. AdOp~ion of the main Fl'Ochaux. proposals woUld involve the intrOduction of'new rates of staff assessment which 'WOuld.diff'erentiate (as do most national taxationsystems) in favOur of married staff. Apart from this 'pomt, the staff assessment pIer..is oneo£. the areas. 'in which the, mainrepo,rt ~as neither discussed the issues !lorformulate<l any conclusiona~, We refer to such: points, as the place of.staff assessmentin the sala.r,y:system as ,~ 'oThole and the basis for establishing the rates. Werecommend- that'.theapprbPr.:tate studies be put in hand. '

36. A .diffei-entiated staff assessment system would' entail the di~appearance of. the allowance for a dependent spouse; and the application .'01' :the '. prin~iples of. thepost adjustment system to allow&"1ces and benefits generally would "require. the re- .examination of certaina1lowances (such as those for children and seconda:i"Y dependants)which are at ,present expressed in fixed rate terms•. As the majority :£las failed to<iratoT .conclusions on these matters from its stUdy of the post .adjustlllen:ti.fiystem, ithasimaQ,e\nq rl?co~end,ation? on. the spouse allowance.



37. The majority report has failed to provide the General Assembly with any

criteria or guidelines' by which to judge future movements in the United Nations

profes.sional salaries' (after the ratio of 115:100 between United Nations and United

St","\;es salaries har' been achieved), apart :"rom a recommendat:L")n that the proposed new

inter-governmental bod~r should determine the equivalence of the grades which should be

linked in the two services. Since, as indicated above, we disagree 'With the majority

both on the composition .of the new inter-gove:rnmental body and on the desirability

of a closer link than at present with the United States salary system, we cannot

consistently support this recommendation. In our view, the question to what extent

international salaries should be increased in real te:tms from time to time to enable

the staff to shar~ in the benefits of economic progress is too complex to be answered

by reference to any single formula, and is essentially a political one to be dete:r.mined

by the General Assembly. We would however, suggest that the Assembly should intervene

in this respect at :r:egular intervals (say 'every four years) to dete:rmine whether any

and. if so what percentage increases should be given; ,for this purpose movements in

real salaries of national civil services (and not only the United States Fede:t'aJ.

sel"vice), would seem to b~ among the most relevant data to be considered.

38. 4 n9table lacun.a in the majority reP9rt tsthe absence of specific

recommendations .on the non-financial factors in the recruitment and retention of staff,

such as methods of recruitment, th.~ practicability of competitive examinations (Whether

on an internation8J., a regional, .or a country-basis), the :n~omotionmachinery,. the

procedures for reporting on staff Ilerformance, and the development of an adequa.te

career structure. We agree'wi.th tJJ,e Salary Rev.iew Comtnitteeof 1956 in helding these

factors to be no less impo.rtantthan the level of aalaries; but since the present

Committee did not discusSi:l;he;rnin any. detail 'tire are not in a position to fonnulate

definite proposals. As far<a,sthe. United Nations Organization is concerned the study

undertaken by Mr. Maurice83ertrana.contains a detailed analysis of·lilie problems, and

his proposals 'will no doubt receive the fullest consideration. We merely mention the

subjeot here as one which in our view might profita.bly have been examined more in

detail by the Committee than it has done in ~hapterI of the repone

39. In conclusion. we wo:uld emphasize th~.tthe present system has been in Operation

now for some 16 years and it· is inevitable that dl;ficie1l:cies shOUld ha.ve crept. into.it.

The. Specia~ Committee was therefore presented with art opportunity to recommend timely

and necessary improvements. which CO\lld have· ~elped the organizations to operate the

system with greater e.conomy - and ,,71th uoreefficiency -' in the years to came. It is

regrettable that the 13 months of its eXis,tencehave not been used tpthe fullest

advanta,ge, and that instead a good deal of the time has been spentotl topics whir.m

, are perh1'l.ps more properl;y- the concern of other bodies. It- is our hope, none the :~'- .

that even what we regard as the failure of the present Committee will have serveG ,~,,~.

purpose of identifying the problems facing the org;mizations, and of indicating the

lines .along which fruitful solutions .may 'be found. in the. years ahead. -

~.:'
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ABNEX II

1. At the initial stages of the liiscl.1ssions in the Spec.ialCommittee it lla,S clearthat there were very distinctand~ssentjally'differeritattitudes, and some verystrongly held views • They varied from those 1,!110 thought little, if any, modification1-TaS necessar;v' ,'to others who ,'mnted .very substantive c:hc'Ulges. The task -of theChcdrmanof the Committeethus,essentially became one of holding the committeetogether, as at,rorkinggroup" arid' ,creating corrditions, ill ,,,hich the variousvie'l'TS o~experts woU,ld not be submerged ~erely on the basis of majar.ity d~cisions. This.required the maintenance of sucha balan.c.:;d ,and Uncommitted position that my Viel-TS&::l the Ind,iap. expert '011 :f;heconUJ:4tte~ had tobe totally subordinate~ to my role a~Chairman It Therefo+,e, in fairness to myself, and to those lV'ho ,appointed mel feel,bound to record my position;,; \vithout in any 1iay dissenting from the decisions aildrecommendations given 1 in tl'!-e report except l'There tIllS :lJiJ speci~ically stated, Iconsider that the :v{hole question he.s"j;o pe viel"ed in a d;i.ff'e:;:-ent co:nteit.

2. I would like first toempllasize' ;ny total commitment to the ideas v;hi~h insPiredthe creation of the 'United ,N'a.fioris, and my deep Conviction' that since its inceptionit has achieved much ;more than'could have been expected of it. If "\ih$re are ne@tiveattitudes,about its contribJltion"this i~ su'bstantially'because~chmoreis expectedof it,th~ the world, circumstances, atld the requirements 01' individUal Member Stateswill permit. Therefore;cd 'W'i§lhto pay a persona,l.tributE;!to the creative contr:ibutionof the many distinguished and dedicated menl,rithin tr.e bommonsystem, 'and to the, enlightened and wise leadership provided by Secretary-Geperal U Thant during: the pastmost eventful, decade., :".

3. Sltch organizationale-..n,d st;ructuraldefects ",hichha,ve'developed arise from thevery il1'JUensity of the changes that, ·have taken, place since the, United. NationS'l'TaSestablished". ·,Instead of a small, secre:f;ariat in.lfe", York charged vith limitedBe:rvicing,'and co~ord±nation responsib;i.l.:i.ties,the United Nationsnol'l has, 'll1ore.thandoubleditS membershi,p alto. has an enormQUS h~adquarters staff' ldthabout 50 per .ce~t, of i~spersonneJ:,ser~ing'at somel50 dutysta,tiCins. It is these, c,~rcUmsta:nc?'~:;J thatmake it imperative to re··exandne the fundamenta1.principle in 'relation to the'vastlyexpanded tasks of the Uni ted l~ations family, and the' different times in "Thich thevorld organizations now' have to operate. Tq try to do this within the eXistingframework s~ems to me to~aliy unrealistic.
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Present position

4. Y.largina.l changes in certain areas, and an examination of the general sala:ry,

levels is all that could possibly be done in the six working,monthe available to

the Conunittee. A fel10", member, Hr.., Hillis, estimate(l that a total revie'-T would

take three to :five years: two to tw6-and-a-ha.lf is certainly the inescapable

minimum. ' This w'ould have to be linked with mea'l'ling.ful visits to all regionaJ.

hea.dquarters, and a cross-section of field duty stations.

5~ It is unfortunate that the short time' span also makes conspicuous many

shortcomj"ngs in administration and in persom'lel management,. without giving us time

to examine' them in anough detail to make more constructive suggestions. This is

particularly true with regard to special facilities for staff serVing in difi1~ult

working conditions, and the need to take specific action to cover non-exp~triate

and non-mobile staf.'f. However, ''le were able to get considerable insight into the

",orking ,of the common system. I have endeavoured to set out certain additionaJ.

points which pro~de some basis for more detailed study.'

Structure

6~ I ,consider that, probably largely because~ my colleagues and I did not have

enough time; 'the recommendations in 'Chapter 'II ,dO not go' far enough. The pr~s~nt

structure is'wC?rkable Within certain :Limits, but giventheriIanyadditional ~d

diverse tasks the United lifationsnow undert~es, and the substantial inc~eas'esin

the number of:personnel required, some major modifications in the "!hole cQncept must

be undertaken. Orie senihr executive spoke to us of the llossible need for 'c4'astic

revisions in the s"~ructure, a.i:ld another advocated an a.ttitude 'of "creat;lve destruptionll •

Today, some 48,OOO,staff members, 35,000 in the 'United Nations and. 13,OOOinlINRWA,

are paid according '\;0, the United Ha"tions rates. These are ~bstantially'above tlte

levels in:allexcept', two or three of the most economically advanced countries uith

the higb~st"standa.rd'of living. , I'recognize that the United Hationsmtls't have the

very best personnel asenvisC\.ged in Article 101 'of the Charter•. It ma;y~ven be

necessary to' pay higher salaries for really to'P quality lleople.. HO''1ever ;:there

seemsnoju;;;tificatfon'for seeking to have the-very best in every' fteld ofaptivity..

I am, corifident thatuith more time to 5"0 into this in det~i1 the Coimn~ttee could

have fo~d a, new formulation introducing many eC0nomies 'with an increase in 'Working

ef'ficienct.' ,

Remuneration
---~---

7. I, in cOInlllon with most members of the Coml:liittee, wa.s very ~i'essed bar the'

presentation of the Director-General of IAEA.. I particUlarly regretted that "

organizational inadequacies prevented our having more detailed ,d:t~cussions'with

this,', Agency. The basic points he set out in a letter addressed tome as Chairman

(A7AO.i50jR..3/Add.J, aee Annex •••) seem to touch tbe heart (}f the "thole ,problem.

In his view the present syste:IIl ot remuneration 'Ilia based on, three false premises:
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"(a) That the level of remuneration should be so designed that i tsliould attract
a group of elite from 8.11 l1ember States including the highest pajring. Even if it was
desirable to have such a corps, an elite by definition is a small group m1d the idea
could in no case be applied to the present international civil service consisting'of
approximately 30,000 persons of varying levels and ty'!?es of expertise, many of lvhom
are required to Carl'Y out very routine duties j

Centralization

9. There has to be some fundamental re-·thinl\:ing on the t;<l:pe of' Secretariat needed.
to respond most effectively to the extended tasks in. so many dii'l:erent .. countries. A
major problem the United I~ations ana the organizations face is related to the very
evident need to de-centralize' very .much more l-ridefy,and to delE:Jgate substantially
greo:l;er authority to t'egional headquarters a.11d operational areas. We have today a
centrali2ied bureaucracy located in neil York, .and a few European headquarters countries,
with a danger ol: creating a salaried elite. CertainlY,many people bring to their
work ge11uinededication and real \jualit;y- but l''lany ol: those recruited,a.nd p~idon the·
basis of' stande..rds set out in the Charter, are in practice frequently of a quality
"rell below 1'lhat is envisaged~· The large number of staff, and the .somel'1hat rigid
hierarchical structure, buries the real talent availal)le. This results iLL its under
utilization, and the perform8Jlce of comparatively rputine tasks .by very highly
qualified people. The consequent frustration of even the most committed individUals
is understandable.

. "(b) That the international civil service should consist only of the very best
available candidates from all Darts of the \rorld.. This is not a practice,l concept
and in any case the i1'lternat:i.o~al civil service like &"lY other service can only expect
to have a fah' share of brilliant ~d extremely able staff members; a.'Ild

." (c) That the quality of the staff is directly related to the level of remuneratioJ;1.
I believe it is erroneous to assume that qualified persons are only attra.ded by ",hat
they are paid. The more able in £2.ct are motive.ted in choosing a career by severaJ.
considerations, remuneratfon being onfy one of' them. What is importe..nt is that it
~hould be "high, enough" to attract suchpersons. fl

8. This viel'[ f'rolll 1'Tithin the conunon system provides a valid beginning:for basic
rethinking on the le·vel of' emoluments and recruitment policies. It is clear that
non-f':i.nancial f'actors a..re as important as the ac·tual remuneration. I.n terms of'
performance alone, it is :o.o"r·a ~,ell"establi~hedrea.li ty .among to];l me..nagement th8.t an
avere.ge individual committed to his l·rork will prod1lCebetterresults than a brilliantly
able but uncommitted one • For the Uni ted ~ratie>:rls idealism and .commitmen.tto its
larger purposes 'seems to me a vitally imp6rtant .factor in. se4.eeting suite.ble staf'f'.

la. Over 60' per cent of staf:E: in the professitmal and higher categories 'are nationals
of Western .European countries and Canada and the United States of Anierica. Almost
70. per cent of the personnel are located i~ the major citie~ o.f cotUltries with th~

highest'standa~ds o.f living. The present' limited mobility inevitably leads to a
j
t
I
1
jl••••••.IIBIIIIII~L~__Il.n



tendency to divorce the polioy-makers from working realities in most places whe~ethe

United Nations operates. A kind o£ ivory to\fer, air-condiiioned isolation can too
easily develop. Most countries have been forced to recognize that no really meaningful
administration or development can be done from the top down. It has to refleot
varying conditions from areas of greetest prosperity to those in the remotest and
least developed ones; and this is true even in the most advanced countries.- Therefore,
there is usually a regular circulation of national oivil service personnel between
field duty posts and work in the headcauarters. Such a polioy is ma.ny times more
essential in a world organization with 135 Member States in vastly different stages
of political, economic and social development.

International Civil Service
--"';;";"-'---~------

11. The policy of one specialized agency to liNt career advancement directly to field
experience is only a partial solution. It does not allow for conditions in those
organizations which lack an administrative froarne\o1orl,: to provide such experience. This
onlyem:Phas"ises the need for much greater movement of personnel between the different
organizations and the importance of developing a really functional, fully mobile
Internaiional Civil Service, centrally administered, with the organizational capacity
to undertake both short-term and long-term career plarming. Such a service could .
contribute substantially towexds developing more effectively the essential unity of
the entire United Nations family with the common pur:poses and taBlcs of the \-lOrld
organization as a vnlole. At present, there does seem to be a tendency for each
organization to emphasize its essential autonomy, and to operate on the basis of its
ovm specially conceived sovereign status in a particular area. This frequently
resul ts in consider~ble over-lapping of interests and activity, "ri th consequent
dissipation of scarce resources.

12. Pending a broader based examination, Bome immediate meaningful improvements
can be undertaken. llIember States can themselves make a major contribution to\vards
improving the quality of personnel. First, they should be prepared to make available
candidates from among their most capable personnel instead of, as was indicated to us
several times) finding a "resting place" for the :person nOllllnco.ted (the 2.ctual terms
used were much more explicit). It would also be d~sirable, and relatively simple,
to develop a convention by which requests for individuals by name would not be
considered. Instead, this could be met by ihe despatch of a panel of at least three
names from which selection \lould be made. Obviously, the organizatio11S themselves
must simultaneously do more to achieve imaginative and up-to-date recruitment and
personnel policies) combining much more vigorous and demanding recruitment uith
modern methods of selection, promotion and personnel management.

necentralization

13. The problem of over-centralization is very much more complex, but greater
decentralization is gurely essential, partiCUlarly in the context of the recognized
need for far greater delegaiion of au thority to field personnel. Constant reference
to a Headquarters, 'frequently not in a poaition to comprehend properly local conditions,
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results in·time and ,mo~ey wasting delays, and frustrs.tion on the part of the
op~ationaJ. personne+ .6onc::~rned.;;1major fao1;or is 1lhe' very sUbstan:bia:l: additional
expense inv.olv.ed in 19ca'liing such a l¥,ge percentage of p~rsonnel in the most
expensive co~tries~ 'A 't'lhole ne\,1..0-perationalmethodq1loW'has .to beevolysdainied·.
atgiying.muqh gre9-te~ ·a.u~tihori~y to the regional .head,quarters, developingpossibiJ,;i.ti:~s
of gr~ater,i!l~~+,-regionalca-o;peration,' and reducing the concentration of personnel
in a few- he~dqu.art~rs. We l1~.ve to vie"r!Ie?-dQuarters Secretariats less as' centres'
of autho.r1ty,andmore~s'~as originally ";4lvended, . small·secretariats to service,
and cQ-oJ:'dinate.:pol~qies..·,

:1:4. Apart ~rom'the obvious operation~ ratior,lale o:f such an approach, it would
itself ;t'csult;i.n very. ,substantial econoniies in three inter."lir.u~ed·ways • First,
the reg.uct~onin s.te.!'f.:LP. tlJ.e most expensive countries 1'1U:LloW'ercosts;, second,

, the :"a:rge number of liaison personnel.froIJJ. the agencies no"'lcated in' the .Unitea.
lTations headQ't1.aJ:'ters?-t lTew York l'1Ould nO"longer be needed; and thirdly, by
re_dl;loin,g the. pressll,!'eso:p. limited facilities in certain cities the oasts of
maintainil?g .persoimel.wciul9-C?qmedown~ ']Jor,instance:, in: Geneva. the.accumulatiori ' of
hi,gllly .pEl.i.d· .sta£fra;f:ses.costs in everY ,area, rents ,:general' c·ost...;o£--living, .domestic
staff,:.ho.tel cha,rges,.etc. .A:l.s.o, the ..United Nations' is by :far the largest employer;
\-Tages. of local staffthemsely~~,risebecause.the ciVeir~.lldemana: faJ:" exceeds .:the·
capacity of 1;he eIll.pioymen1; market. . .

Regu~~~ory ;organ ..:

15. ·\'lhatever,fQJ:.lD.the idea. of· a.. central regul~tory 'body may 'take, itshould:P:t:0vide
a direct link between the role of the Secretariat and the'wishes ofl1embe~ States ~s

expre,ssedthrough :the c.elibeJ.·ativeorgans. There is indeed a most urgentneed.t:or
some such bodY. 11;wouldpe veIl, )(forthuhile ,meki,ng.some immediatei:nter.~a+Tan,ge~ents

·to follo'i~upon.the ba,siC1'1orkdonepythis Corainittee, -t6 e:nsure-quick imp~ementat;ic~>n

ofsuc:hofit~ recommendations as are accepted by th.eGen~ral Assembly, and.to
examine expeditiously the many vi1;al areas· .Thich· had to be. left· untouch~d' fOl; lack
of ti.rlte.

Guiding'principle.

16. I le:f,'tmycomme:nts on the I1 guiding principle11 to' the last because I considered
that the ''1hole approe,ch must depend 011 the kind of Secretariat Member States want.
Istartedoutoonvinced that the Hobl.emaire principle required modification. Detailed
examination revealed olearly that the principle itself is an inescapable necessity
for the. world organization as a \'1hole. Ciearly, every member of the prof~ssional

staff must receive the same emoluments irrespective of his. country of origin. However,
the formulafo~ the application of this principle needs even more detailed study
than has been possible for us tounderteke. Even1'Tith the revisions suggested, and
these. do make some' real contribution to\'1ardsa better balance; I am left feeling
tha1; in. the name of equal treatment for all the present system in its effect is
less fair to ~;ts empl,oyees froa one or t,,,o of the highest paying countries, than
to those from ;all other countries.
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17. In effect, we are faced with t110 major factors which influence the principle as
a W;hole: first, UN emoluments are compared "Idth those of' the highest paying country,
the United States; and, second, 1:re have the categorical imperatives imposed by uhat
is probably the city "1ith the highest standard of living in the world, Neu York, ,.,hich
houses a major segment of the staff. In making allowances for these faotors we are
almost driven to fixin.g emoluments at levels just enough to mee-c the requirements
of personnel from the Jrl.ghest paying country~ particulm>ly for their reoruitment
in its most expensive city. We are simu.ltaneously unable to avoid over-payment of
personnel from virtually all other countries end in all other headquarters. This
may seem an over simplification but it is essentially what the present study has
brought home. Of course, to find a solution which provides more balance is extremely
complex, but one can be found. First lie he.ve to ~ecid.e w~hether the present almost
accidentally evolved system i.s·satisfactory or a: fresh view has to be taken along
the general lines indicated in the above paragraphs.

18. I personally consider that ,.,e have to gr back tb first principles and re-examine
them in terms of present-day w'orld realities. In ,his presentation to us an executive
head said that: liThe standards and effectivE:ness of the Vlorld public service may be
of dF.lcisive importance for the futu;re of the orrte1.'ly governmep.t of mankind". la-grae
on th~ need to improve standards but I see'today1s formu.lation more as the need for
an effective international civil service working for the common purposes and the
general l~,,,ll-being of mankind, according to the lvishes of the lliember States expressed
through "the deliberative organs of the United Nations, the specialized agencies and
the !AEA. The key role of Ileace~keeping remains as important as ever, but to it are
added others likely to increase steadily in significance; the economic and social
progress of the peoples of the world, end, most Fecently; the protection of the
human environmenJG for the 'preservation of mankind. The COIllDlittee ,.,as repeatedly
told 75 per cent of the United l~ations budget represents staff costs. This means
that basic restructuring must be done to ei,lSUJ:'S more of the scarce resources are
spent on prbjects rather than on personnel.
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Ambassador of India to Mexico
conc1ll'rently accredited to CUba, Nicaragua
and Panama

Vice-Chairman
Minister Counsellor for Press and Information
Permanent Mission of Peru to the United Nations

Ra.pporteur
Counsellor, Embasi!Y of Niger
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Director, Institute of Public Administration
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Government of JapEiIl

Permanent Secretary
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Minister of Foreign Affairs
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a/Appointed vith effect from 5 July 1971. Mr. Zbigniev Dembowslti, member
of the Special Committee from 1 to 10 June 1971, was temporarily replaced by
Mr. Edward Sabik· and Mr. ~bigniew Dabrowskiwho were designated as alternates.

b! Appointed as replacement for Mr. Aleksei V. Zakharoil, with effect from
18 J&.nuary 1972. .
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cl Was temporarily replaced by Mr. Ricardo A. RSJJ!Y'on trom 5 to 15 July19Yl
and by Miss Ruth Guevara Achaval from 18 January to 1 April'1972.

gJ Appointed with eff'ect from 18 February 1912. Mr. P. Robert-Duvilliers,
member of' the Special Committee. from 1 June to 14 July 1971, was repla.ced by
Mr. Michel Maler fro'ID. 15 July to 24 August 1971.

e/ Until end of January 1972.

f/ During the 1911 session only.

-165-

/-



ANNEX IV

Resolution 2743 (XXV): Establishment of the Special Committee for the
Review of the United Nat1oD.s Salary System

The Gene'ral Assl.;;nbly.

Having comd.der!2. the report of the Secretary-General on salary scales forthe Professior.al .QIld higb~r ~ategol"'ies al and the related report of the AdvisoryCanmittee on Administra+ .ve and Budgetary Questions, bl

Convinced that the Noblemaire principle which has been the basis of theinternational salary system has led to a number of' serious anomalies in itscontemporary application,

Noting that the sys-cem of E\stablishing salaries for the General Servicecategory in someal'eaf? has also given rise to considerable diffi~ulties andconcern,

Taking int.2...!ccouni the f'act that there has been no comprehensive reviewof' the United liations common system of salaries, allowances, grants,superannuation and other benefits since 1956,

Recallin&its resolution 975 (X) of 15 December 1955, which established;the'Salary Review Committee, in whose report cl it was indicated that, as theinternatio. g,l civil service increased, in ;i~e and complexity" changes would needto be made· in the system whi.ch tbe Committee then recommended,

1. Decides to establish a Special Committee for the Review of the UnitedNations Salary System, consisting of government experts from eleveli Member Statesto be nominated by the President of'the General Assembly with due ~egard togeographical balance, it being'understood that these States will nominateindividuals of' recognized standing and experience to serve on the Committee;

2. Requests the Special Committee to undertake 8, thorough review of the1011g-termprinciples and criteria which should govern the whole United Nationscommon system 01' 5,llj.J.aries, allowances, grants, superannuation and other benef'itsand to report, inter alia, its conclusions and recommendations on the following:
Ca) The'structure of categOries and grades which will best enable theinternational civil service to discharge its functions with efficiency andreasonable econ01D;1;

al' A/C. 5/1303 and Add.1.

hI A/8008/Add.3.
cl Offici.al Records of' the General Assembly? Eleventh Senion. Annexes,agenda item 51, document A/3209 (separate fascicle).
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(b) The base of the system;

(g) The principles which should govern the establishment of the l:laJ.ary

scales apd other conditions of service for the various c:atego~ies;

(d) The level of salaries and aJ.lowances 1I and the fringe benefits for

the various grades;

(~) Such· other matters concerning the system as it may deem relevant;

3. Suggests that the Special Committee could establish such panels or

subsidia.ry groups of experts as wiil ensure that adequate time is devoted to

the SUbjects under study;

4. Requests the Secretary-General ll in consultation with the. Admini13trative

Committee on Co-ordination and the Special Committee, to arrange for such

additional assistance by way of staff or consultants as the Spe~ial Committee

mSiY need;

5. Requests the Secretar,y-Generq1:

(a) To transmit to the Special Committee the reports of earlier review

committees ll the views expressed by the Advisory Committee on Admi~istrative and

BudgetaryQuesti~ns and the summary records of relevant Fit'th Committee

discussions; . ..
.

(b) To invite , and to transIl1it to the Special Committee,. the comments and

views on the salary system and possible modifications ,thereof 01' States Members

of the Unit~d Nations or members of specialized agencies in the United Nations

CODllDOn system, of the specialized agencies themselves and of the staff

associations of the organi~ations;

6. Invites the, Special Committee to seek evidence from such other qua~ers

as it m,S¥ deem useful;

7. Invites the International Civil Service Advisory Board to express its

views on the report ofthespe~ial Committee;

8. Requests the Special Committee to translIlit. its report, together with

the comments of the International Civil Service Advisory Board, through the

Secretary-General, in his capacity as Chairman of the Administrative: Committee

on Co-ordination, to the General Assembly at its twenty-sixth session.
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Table1

:REGULARANDPROJECTSTAFP'BYORGANIZATIONANDCATEGORY

catetsorv.
l'rofessiohaJ.&Dd:aboveGeneral."of'J:o'tal Organization''/JofTotalot'~'ot&.l

hegtiJ.a:rProjectSoo-totalProtessionail;)taff,Serv.l.ceotAllS'taU
..

Ui.itedNations.and
I

RelatedProgrammes

UNITEDNATIOi~S3on1221424821.0586it:J1((10929.3
UNDP419685413..5275#33069.6

"UNHCR10~41090.1192301'0.9
UNIClQ!205142191.4rc;r#l10183.0
UNITAR237300.234640.2
UNRWA74..,740.55790.2

Sn'h_i'.nta1':\Q071':\201i2?7~ilQ61;0148774':1.2

SpecializedAgencies,
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ILO75091911166110.5119928608.3
FAO142rJY2277370623.42162646818.8
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I
lCAO2191563752.4.3947692.2
UPU5639950.0611560.5
rru1711123492.23316802.0
WMO106912031.3160'3631.0
IMCO4212540.3121260.4
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GATT11732J.491.01623110.9..,

Sub-total4S8q56811051666:0-8Q7Qlq~%i.8 -
TarAL87967001158031QO.01862934432100.0

~InclwesthefolloWing:212Manualand202SecuritystaffinNewYork,102Manualam21Securitystaffin
Viennaand295FieldServicestaff:invariouspartsoftheworld.

ElIncludes103FieldServiceLevel(FSL)staff.

siIncludes68Nationalofficereand10Field.Servicestaff.

yIncludes3projectstafftemporarilyassignedtoGenevain~t1971.
!VIncludes34associateexpertsorotherstaffnotassignedaspecificgrade.
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Table2

BEGULABANDPROJECT'STAFFINTHEPBOFESSIONALAm>HIGHERCATFXrommBYORGABIZATION
ANDBEGIONOFASSIGNMEN'l'

REGIONOFASSIGNMENT
AsiaEurope,Europe,I&tinMiddleN.America

OtheJ!!:/·
ORGABIZATIONMricaandandTotsi FarEastEasternWesternAmericaEastCaribbean

No.PerNo.PerNo.PerNo.Per1\.PerNo.PerNo.PerNo.Per!!i:>•Per cent'centcent,centcentcentcentcentcent Uni.tedNations
andrelated
In'oRr8DllleS

UIiITED·NMIONS6b015.53628.5170.485020.03959.31453.4174141.1I781.84248100.0 UImP14426.37213.240.7132.4539.7.448.021739:7I--547100.0 URHCR2724.865.5--69-63.321.821.8.3'2.8--109100.0 UNICEF38·11.45022.7--188.2219.~II5.08137.1--219100.0 UNr.l'AR
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Specialized
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FAO99927.0,44412.04-21.1129835.047012.737410.1721.970.23106100.0 UNESCO500'28.21~10·920.1'74341.918110.21.397.8160.9--1775106.0 WHO55530.2.384-20.930.2575.31.21266.8102·5.5784.2191.01842.100.0 iCAO7720.6184.8--II2.9491.3.15.314.1.1674.4.5t--.375100.0 UPU1212.644.2--5659.01010.5U1l.622.1!--95100.0 lID5716.33510.01.79'51.33810.9339..57I

349100.0 --2.~I-- WMO361.7.7146.9--10652.22813.81.04.49---203100.0 00011.959.311.943.'79.547.4------54100.0 !AEAII2.761.6--.3.3992.751.4-41.120·5--367100.0 GATT64.1----14194.6--21.3----149100.0
SUb-total271225.61.35112.8730.7414939.210419.88397.93853.626I0.210576100.0

'1'OTA,L358122.71841U.'7940.65104-32.215129.61U3,7.0245415.510410·715803100.0
!IInc1udesstaffmeJDbersontrave1statusnotassignedtoaparticularcountryorregion;:forFAOsuchstat':fareclassifiedas interregionalperslODIle1.
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Diagram c:
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Table 4

RmULAR STAFF IN HEADQUARTERS COUNTRIES

t---------+-----i!---------t-------I-.----f------l----I
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Includes 102 Manual service and 27 Security Service staff at Ul'JIDO, Vienna.

!nc;ludes 212 Manual Serv.i.ce and 202 Security Service staff in New York.

Includes National Officers and Field Service level staff of UNICEF and
UNDP. Manual Service and Security Service staff in. Vienna and New York
and 295 United Nations Field. Service staff.
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Table5

REGULARSTAFFINTHEPROFESSIONAL.ANDHIGHERCATEGORIES

BYORGANIZATION,GRADE.AImTYPEOFAPPOINTMENT

GRADEANDTYPEOFAPPOINTMENT

Organization
Unl'lradedD-2D-11>-51>-4P-31>-21>-1Total

~l-p#l'rtFPCJ'T~FTCFT!~FTCFTI~FTCFT~FTCFTI"FTCFT
'"FT

CFl.'i"Fl.'CFl.'I"FT

rrnitedNationsand

~elatedProgrammes

UnitedNations-29100.(382943.31307336.029412529.848227236.157527132.040716729.1755441.920011020".8

UNDP-7100.(211440.0422840.0393446.6635245.2464147.1255066.71615.925222747.4

UNHC#!-1100.(-2100.0-600.0-2200.0-29100.0-2000.0-lB00.0-700.0-10500.0

UNICEFI-1100.(8433.31317.14049.1402538.5292040.812529.43--1456029.3

mIDA#1-1100,(-2100.0-300.0-500.0-3100.0-600.0-200.0-100.0-2300.0

UNffiI~1-1100.(-1100.0-600.0-1200.0-I29100.0-2100.0-400.0----7400.0

Sub~totaJ:!!1"'40100.(,675343.718511738.737320235.158541041.26503793b.8:444241335.5940340.12,3981509}B.b

I

SpecializedAgencies,
!AEAandGATT

ILO·9--1416.735818.6632427.61104830.4ws!6y-136.8uJil6f/37.4633032.350923831.9

,6857.22929.077;L8lB.921539.L5.332110023.820346lB.51646628.7425958.4105034524.7

FAO

UNESCO-8100.071263.2252651.08612960.08816965.8619159.9464750.563183.831e51361.7

r,rnof!/-12100.0-2500.0262952.74815175.968170'(1.43110076.3268977.463986.72C'61575.0

lCAO---1375.06--225lB.5573336.7412032.823620.72--1526730.6

UPl12--
2--2--6--7--12425.016211.13--50610.7

I'l'U-9lQO.O-.-8-.11--
28720.0492533.82431l.113--1334424.9

WMJ-a:100.0----500.06545.51;1350.012840.018728.071058.8565047.2

IM:O-2100.0----100.01583.33872.741071.43240.02133.3132969.0

IAEA-5100.(2360.02·1184.6235369.7198581.7146482.183179.54178~.07226978.9

GATT-..1480.08327.310428.620416.72172'1....191136.74120.0833429.1

SUb-total174673.(495753.7lB910134.849141545.8734~63746.555643844.045432841.91521.8855.32642221045.5

TO'l'AL178683.160948..437421836.886461741·7131904744.3120601740.489857439·024625150.5504037l{l42.5

fJ,!Cateerappointments;includings',-affwithpermanentorpJ'Obationarycontracts.

!ElFixed-termappointments.

~IPercentageoffixed-tenn.stafftototalstaff.

~IUNIlCRandUNffiIAdonotissuepermanentappointm'!rtts'sincetheyaretemporaryorganizationswhosemandatesareperiodicallyreviewedbytheGeneralAssembly.Eachofthese

organizationshavestaffon"indefiniteappointments".Theseappointmentsarelistedintiletableas!'ixed-tennappointments.Thebreakdownbygradeoftheindefiniteappointments

forthetwoorganizationsis.as!'o;u.ows:~D-2D-ll::2.1>-4.1'-31>-2po:j,'''1'0,"1

UNIlCRnone-or-01:!fW'13'"''0lj

UNffiIA11~1227152062

GrandTotal122

SolThefixed-termfiguresfOrUl'lI!l'AllincludestaffmemberSonsecondmentfromtheUnitedNations.TIlebreakdownbygradeofsuchsta!'fisasfollows:D-2:2,P-5:3,1>-2:2,

1>-1:1;.totsl:8.

!!lnI1/)the8r,adell1>-::!alld1>-3arecombinedintooneilrade,1>-2/~3.Sincegrandtotali'iguresaregiwnforgrades1>-2and1>-3separately,thenodataforthe1>-2!p-3gradehas

beenevenlydistributedbetweenthesetwolP'ades,inthetable..

,g/1ffl,Ousesa·gradep-6whichco~rcsppndstotheD-lsa1lU'Y1ejrel.Thefiguresgivenunderthel).,lcolumnincludep-6staff.

I~.·
-'..,~..~-.---"'=..-
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Table6
REGtT~STAFFINTHE,PROFESSIONALANDHIGHERCATEGORIESBYORGANIZATIONANDGRADEASOF31AUGUST1971

1ijGRADE
ORGANI~!,':j:ON• 1•11

D-
11

P-5
11

P-k
11

P-'3
11

P-2
11

P-1
ii

Total r-'Un£I'adedID-211111111,1111

nN'e>.%,No.%11No.%11No.,611No.;0JlNo.;&No.,{,iiNo.,f;ijNo.1..e. 11
ft

111111ii1111

~nitedNationsand
11111111111111 1111111111111111
11

11
"

1111
11

11
11 htedProgranunes11

"
1111

11"
111111

"
11

UNITii:ONATIONS2967'2.2I:203G.711419
11

75425.01184627.957419.0111294.3!!3021I100.0 111.01113.911 111111
" UNDP

11'11
7.3

11
7014.6117315.21111524.0l\8718.27515.71\173.511479100.0 1171.51135I,i

11111111111111

UNHCR
11

11.01121.9
11

65.7112221.0112927.6112019.0I1817.11176.7111°5100.0 11
11

"
111111

11
1111

UNICEF
11

0.5l!125.9
11

146.81144
11

654923.8178.31131.51205100.0 1111121.51131.711 111111

UNI'rAR11"8.7"3130I15,21.811313.011626.22
11

14.323100.0 14.3n2118.711 1111•I111
" UAAWA

11
1.LL\'11.4

11
68.1111216.2112939.1112128.445.41174ioo.o 11111-- 11

113027.711
ii::iiI1

.sub-total11401.01193.057514.799525.611102926.369017.7111574.03907100.0 111111~

"n11

I!
11

11
1I

~peCialiZedAgencies,
"

11
11 11

"11
I

J.A3AandG!\TT11
11

"
1111

111111

171Y171Y
1111

111111
8711.615821.21122.922.9I:9312.41174710G.0 no1191.2152.011435.811

FAoE!
1111

11
1111

1111
6.81118.2,

I
23016.511101

11.
l00.n 11141.0,I312.2119525442130.31124917.8117.2111395

~

I
11111111
11111111

25.81130.911
1111

4.411832100.0 UN:1:SCO1181.01119,2.311516.11121525715218.3119311.21137
co

WHdY,
1111111111

I\)1111111111
29.01116.011I1111

820100.0 11121.511253.011556.71119924.311,23813111514.011455.511 ,1111111111
111111

6
11

27
1111

61
11

13.211:21.01121910O.0 ICAO110.01141.8112.71112.31I9041.11127.91129 11
-111111

1111
:3.6

1111
6

11
12.5"16

'1111
5.41156 UPU1123.61121123.61110.71I728.6111832.0113100.0 11111111

11111111
6.2::

11
41.811

11
7.311100.0 ITU11

95.111-,."84.511113519.81174·2715.31113177 1111111111
11111111

I'2624.51118.9::23.51116.111106.100.0 WMO1121.911--1154.7111110.4,I202517 111111111111
11111111

6
1111

33.311
11

7.1:142100.0 INCO1124.811--1112.41114.3I:1126.2/114511.9113 11
11

1111
11111111

"
111111

lAEA1151.51151.511
133.8117622.31110430.5111822.9113911.4:1216.111341100.0 1111

111111111111111111
l'lo.(l GATT11

--11$4.3il
119.4111412.0112420.5112823.9113025.61154.311111 11

11
~

111111111111
!l111111111111

11
"06

11111111
20.5!!

1111
Sub-total11631.3U12.2I!290_6.01190618.111131128.21199418216.1113401.0114852I100.0

11-n
11111111111111

'!'fY.!'A.L11
1032.5115926.8III48116.9!~36627.2!!202323.111141216.8l!4915.1!\8159I100.0

"
1.2,"2251

"
11

"

YIn:110the%adeSP-2andP-3arecombinedintoonegrade,P-2/P-3.Sincetotalf'igu,..,saregivenforgradesP-2andP-3separately,thelIDdate

'El
fortheP-2P-3gradehasbeenevenlydistributedbetweenthesetwogrades.

Excludesthe34aSllociate'!lxpertsorotherstaffnotassignedaspecificgrade•
.!:IWHOuses·ap-6gradewhichcorrespondstotheD-1salar,ylevei;staffatthisgradeareincludedintheD-lfigures.



Diagram 6

DISTRIBUTION OF REGULAR STAFF IN THE PROFESSIONAL AND

HIGHER CATEGORIES :OX GRADE
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Diagram 7
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Diagram

REGULAR STAFF IN THE PROFESSIONAL AND HIGHER CATEGORIES
BY GRADE .AND TYPE OF APPOINTMENT

~ FIXED-TERM
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Table 7

al9ll . lM- •• '1T "'iIllR IT . rr -. J RKI'm 7fT' TPiiilY-'r.

-186-

I I

REGULAR ,STAFF IN THE PROFESSIONAL AND HIGHER CATEGORIES
BY ORG..~ZATION AND EXPATRIATE STATUS

!I apatriate staff refers to staff serving outside the ~ountry of which they ar~
recognized nation~s.

E!Iricludes 34 associate experts or other staff not assigned a specific grade.

ORGANIZATION 'IIPA--__-&1 NON-EXPM.'RIATES TC1.I'AL %EXP.t.TRlATES

United Nations and
Related Pr~grammes

UNITED I\jATlONS 2 500 521 3 021 82.8
UNDP 428 51 479 89..4
UNHCR 90 15 105 85.7
UNICEF 159 46 205 77 ..6
UNITAR 18 5 23 78.3
UNRvlA 73 1 74 98 ..6

Sub-total 3 268 639 3 907 83 ..6

Specialized Agencies,
IAEA and GATT

I10 696 51 747 93.2
FAc:)/ ·1326 103 1 429 92..8

UNESCO 729 103 832 87..6.
ivHO 752 68 820 . 91 ..7
lCAO 181 38 219 82.6
UPU 39 17 56 69 ..6
ITU 147 30 177 83.1
Wl-10 91 15 106 85 ..8
IMCO 37 5 42 88.1
!AEA. 320 21 341 93.8

GA.rrT 101 16 117' 86..3

Sub-total 4419 467 4'886 90.4

GEANDTOTAL 7687 1106 "8'793 87.4

I
f
I'
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r:Table8

REGULARSTAFFINTHEPROFESSIONALANDHIGHERCATEGORIES
~BYORGANIZATION,GRADEANDSEX

GRADEANDSEX
Organization

lJngraded
M1FI"F8N

D-2
~'I...FIN

1)-1

1"I'"FloI
1>-5
FI"F)l

1>-4
FI"FMP-' FI"F

I1>-2IP-l
MIFI"FIMTF-I-"FM

Total

FI"1"
~nitedNationsBDd
relatedPl'ogrllllllleS

UnitedNations

tmDP

URHCR

U!lICEF

UNlTAR

UNRWIr

29
,7

1

1

1

1

.:.

63

35
2

12

2

1

4
6:°1

1

:

-6

-1
14

-}

-6

4

1

2.0
1,,4

384
70
22

42

5

12

}5

3

2

8.4

4.1

4.5

644

112
28

63
,

28

11014.6
32.6
1,.4
2}.,1

11,.4

647

75
13

41
,

19

199

12

7
8

3
2

23·5
1}.8

'5.0
16:3

50.0

9·5

391

60

12

6

1

3

],8331.9170
1520.011

6".36

1164.712
150.0-
125.0'-

59145.712427
635.3439

I,14.3I90
1".3181
1100.018

--70

594
40

15

24

5
4

19·7
8.4

14.3

11·7
21·7
5.4

3.41200'15

1.8H582110

2

8',

5
1

~

11

1.71535J40I7.0

17.0
10.4
22.7

18.8

9.1
3.6

9.6

~.5

14.,
1l.4'

22.2

17.5 682

127
145
189

154

20
2

17

9
6

39

26

43.51411817'11.Il'Ll.

4,.4IT7}4,h.416I16.2

68i43.3b225

4346.2620

'029.71250
1745.964,

3066.7666

150.0199

13'.354
32'.1160

,17.697

3100.036

1257.1'02

5100.0191

,20.550

5624.}11
5458.120

4640.015

1034.5I'

--2
518.510

28.0114

240.01
12'0.89

1240.0-

217I}1.418g 47~

I13~

174

39
69

19

1

-18

22

23

3

27
18

20.6.I546I2'4129.9h92I148

21.6!II0211451130.6li!Sll216

22.4

20.5
1'.7
34.9

".6
1,.1

6.2

10.8

15.0
7.1

13.8
25.0

3s!!'
,4
53
44
8

1

8
,
1

11

7

231 798

9.611587I436

".0B789I205

6.,136!1
5.2215

17·999
10.587

1.153

-15
2.966
}.817

-1
13

2.967

4.221

.

1

1

,
1

117111.7

l!'

878

" 4'9112139I227

2.}114810
1.2399'22
8.421146

3.5213.25

-891

-7
-34

-25

-11
1.3101

3~5'11261I110

1

.:

2

}

18

,7

85
251

h97
192
27
6

11

'11

6

75

13

2.0

}.6

4.7

1.71874I'2
1.751109I72 I.

5

1

2

:2

265

-a41

~Ia: -5'
-6

4

4

5
;

15
31

19

25
4
2

106

115

'. ..11221:
:!

2

5

2

2

9

6}

40

9
14
8

),2'

"10}

jspecialiBeclAgencies,
:£AEAII!IdGMT

IW
.,1iIY
'UNESCO

wuriN
ICAO
Ul'U

rru
WIll

000

!AEA

GA'l"r

Sub-total

TOTAL

Sub-total

~
en
-3
I

!!./InlIDtllegradesP-2andf<-3are'combinedintoonegrade,'r'-2/P-3.SincetotalfiguresaregivenforgradesP-2andI'-}separately,theILO.date:forthe
P-2/P.'gradehasbeenevenlydist~ibutedbetweenthesetwogrades.

IIIExclUdesthe34associateexperts01'otherstaffnotassignedaspecificgrade.

J:1WHOusesap-6gradewhichcorresponds+.ntheD-1salarylevel;staffatthisgradeareincludedintheD-1figures.
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Table 9

AGE DISTRJJ3U'rION OF REGULAR STAFF IN THE
. PROFESSIONAL AND HIGHER CATEGORIES'

(All org&~izations)

AGE GROUP
GRADE

20-24 25-29 30-34 3!5-39 40=44 45-49 '0-54 55-59 60 and above TotaJ.

UNGRADED - - - 6 6 12 25 29 25 103

D-2 - - - - 6 38 66 87 28 225

D-JJ:./ • 1 - 9 52 140 161 185 44 592

P-5 - - 8 74 240 389 400 313 57 1,481

p-4 - 6 97 314 595 562 463 280 49 2,366

P-3E-/ 2 56 354 455 358 353 263 157 25 2,023

p-iE-/ 7 178 ;65 248 205 202 158 9g l'{ 1,472

P-1 19 135 101 78 52 56 33 19 4 497

Ir6TAr~./ 28 376 925 1,184 1,514 1,752 1,569 1,162 249 8,759

PERCENTAGE 0.3 4.3 10.5 13.5 17.j 20.0 17.9 13.3 2.9 100.0

')

!I Includes WHO staff with grade p-6 which corresponds in 's~1$rY to theD-l level

pj In I10 the -grades P-2 a.nd P-3 are combined into a Single grade, .p...2/p-3. For
the purposes of this aggregate table the figures reported for that-grade have been
evenly distributed between the two grades •

E./ Excludes3l!. associa.te experts .orother staff at FAO who are not assigned a specific
gra.de.
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Diagram 10
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AND HIGHER CATEGORIES
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Diagram 11
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Table 10
DISTRmUTION BY YEARS OF SERVICE OF REGULAR STAFF IN THE

PROFESSIONAL AND HIGHER CATEGORIES

V.1l organizations)

:,

\
·i~I.? ••"'•••••IIJIIIIJ!I•••p••••"'.l!19..2.-••••••.•'._71l1Il'IIII••'II!"••' '7111'_IIUlll1l'II!P_•••~I'•••

... t

.. ..

!/. Includes WHO 'staffwitl?- gra.de p-6 which corresponds in salary to the D-1 level

El InILOthegradesp-2andP-3a.re combined into a single gra,de, P-2/P-3. '. For
the pUrposes.of' this. aggregate table, the figures reported for that grade ha.ve
been evenly distributed between the two..grades. '

y Exc=l.udes.34a~sociateexperts·orother sta.f.f a.t FAO who 'are not assigned a.
specific 'grade•.

YEARS OF SERViCE
GRADE . '

o - 5 6 - 10 11 - 15 16 - 20 21 - 25 26 or more '.rotal

Ungraded 51 17 11 10 13 2 103.
D-2 78 38 18 25 64 2 225

D-1!!:/ 172 120 59 70 167 4 592

P~5 476 327 226 201 247 4 1,l.j81

P-4 994 596 301 213 259 3 2,366

P~~ 1,076 401 186 151 205 4 2,023,. . ~

p_2el .832", 1:93' 128 129 188 2 1,472

280 85 58
.

38 36 497P-l -
TotalS,1 3,959 1,776 997 837 1,179 21, 8 s759

Percentage 4'.2 20.3 11.3 9.6 13...4 0.2 100.0

....

~•,



Diagram 12

PERCENTAGE DISTRIBUTION BY YEARS Oll' SERVICE Oll' REGULAR
STAFF I' THE PROPESSIONAL ABD HIGHER CATEGORIES
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DISTRIMION BY GRADE AND LiNGTH OF SERVIOE OF REGULAR STAFF
IH THE PROFESSIONAL AND HIGHER CATEGORIES
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Table 11

:REGULAR STAFF IN ~ PROFESSIONAL AND HIGHER CATEGORIES

BY OCCUPATIONAL GBOUP AND GRADE

(All organizations)

GRADE GROUP

OCCUPATIONAL GROUP
P-l P-2 - P-5 D-l - D-2 TOTAL

Accountants and Auditors

Administrative Officers

Animal Production and Health Officers

Co-operative Specialists

Economists

Educationists

Engineers

Fishery Officers

Forestry Officers

Infonnation Officers

Language Officers

Legal Officers

Librarians

l<Ianpower Planning Specialists

Medical non-Specialists

Medical Specialists

Nurses

Nutritionists

Plant Pro~cti~n and Protection Officers

Sanitarians

Sociologists and Social Scientists

Statisticians

Scientists not included elsewhere

Vocational Training Specialists

Other

TOTAL

26

177

40
10

14

3
18
29

2

23

2

1

...

14
16

9

6

92
..

- 482

232

1.958

35
13

536
213

259
52

39
356

1118

141
144

23
2

217
13
33
52

1

182

188
;26

60
1017

7190

~5

288
3

87
19
24
3
3

30
26
22 '

5
3

20

40

.3
4

22

11

31
127

9

795

2~

2403

38
1,

66:;
2.42

297

55
-

45
404

'1173
165
172

2Q
22

-25~

'13
36
56

1

218

215
366

193
ill8

. 846'7N
i r
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Iff),ble;1.2

GENERAL'SPV:rCESTAFFIN'HEADQ.UARTERSCITIESBYORGANIZATIONANDGRlDE

........"-

I'ORGANI2ATIONi.•.•••••i~
0..5!a-4G-}IG-2tG-1ITOTAL

I,i

.~
No.,%,No.''J,"/0INo.I%INo!I'laINo.I%

!
"I

-, A.,NEWYORKi
\781

!

UNITEDNATIONS30813.834.9·906I40.62059.2331.52233100.0

aNDP391l.392i26.617350.04212.1--346100.0
II

UNHCR--21100~O-
''.;.

----2100.0
:'

UNICEF.2917·951!31.57043.2127~4--162100.0
I

61., UNITAA516.1}t9.719'412.9--31100.0

WHO-4'50.0~~,7.5112.5--'--8100.0

TOTAL',1385'\13.8
1

932
lr·

511169I42.0I263'I9.5133I1.2127821100.0

B.pARIS

UNICEF!!
IlOtI9,.4II17.2.1929.72742.111.664100.0

UNESCO"8..816'13.729224.7551.46.7726.11181100.0
"f

i,'I'•..•,._~

I.,

TOTAL'IllOI8.8i'7?;.13.931125.057846.4735.91245100.0

.'

a-6G..:)!:IIToTAL

ORGANIZATION

I 'laNq.'laNo.No.I1-INo..I'la

c..Vi:rf.~f

UN!DO
l~\;.:

40\7~,761}'7\21538..9lE7
3
0

:
2

1
437.,8553100.0

~110(j~O

WHQ,-
~1100.0-----

•2462;13.5..11424.717738.4,7917.1I461
L

!AEA
51.1100.0

36d13.6Jio?'i10.1,1191.\18.8.'3921.38.6!,246~.2·.48I4.7

!IInadditiontoabovefiguresUNICEFhas9stai'fmembersinParisclassifiedasNationalOfficerswithgrades

andnumberorstaffa.sfollows:NO-C2;NO-B4;NO-A3.

ElJobs·noX'llla11y·inc1udedintheG-1anda-2leve~inother.organizations~eclassifiedinViennainthe

Maintenanceand:operativesServicescategory.'.

':'~~~~~So.j~<;;..,>:,...~,~,c'~:";-_-I~_~";'-""";A.""'".'':'';''~:~-~-'-'~::'"''~;;''''''',~·•.,~d:~_...:,2~.c.:..~~_,~;;..~"---·~.~"·~,;;:;_·'''_--·'_~·_:...~~:.;.;.;:';'''''--~'.-.--;~J.:2:j~"":':~:--.C--·':":-:'~':;".~----::-.:z:::..=-,~_~~r::::="-::::::--::;"";--.._.d.~,...-.<.:X,;;,,",,,,,*,,,:;;:a;:;:=...--.'~_.
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Maintenanceand-Opera"tivesServicesca"tegory.

'-.J

Table12(continued)

t-' \()
~
I

..;,;--;,-,

G-7G-6G-5G-4G-3G-2G-lTOTAL -,

ORGANIZATION
-',No.10No.10No.10·No.10No.10No.'10No.10.No.10
---

D.GENEVA,"

tOOTEDNATIONS!!!504.4']25li.l,193.17.,227124.i'29125.915413.7413.61125100.0

lLO52'6~58610.832916.:i;.19824.826433.051.6.4_192.4799100.0
WHO709.98311.810314.622832.317;J.24.3507.1--705100.0

ITU236.94413.39428.56920.86218.7319.482.4331100.0

WOO21.4117.42516.9553'7.13926.4]28.142.711J8100.0

GATT87.81110.715.14.62625.23029.0']211~711.0103100.0

me1.1.7915.3915.31627.11830.458.511.759100.0

~23.6610.71017.,9814.32239.2610.723.656100.0
,-

TOTAL'2086.3375li.35781""1.4.87126..1897.26.93219.7762.33326100·.0

E.ROMEI ..............
-FAOl462.1,-1597.337917.452824.361128.J.278]2.81738.02174100.0

I

-.IIncludesUNHCRstaff'inGeneva...

.9i/UPtIlistedunderGenevaalthoughlocatedinBernesinceitappliestheGenevaGeneralService
scales-

"

~=C"ZC,:"'.'".7.'7""7.·············~·_---'~.d...'.~.-.........I __c--_c--_~



I
~
\0
Q)
I

Table12(continued)

G-8G-7G-6G-5G-4G-3G-2-G-J,.TOTAL
ORGANIZATION

No.10No.oJ,No.oJ,No.,10No.10No.oJ,No.10No.%No•10
.

F.LONDON

UNHCR----150.0----:1:._50.0-,---2100.0

IMCO11.445.6912,.51013·93041.61520.B34.2--72100.0

TOTAL11.445.610l3.51013.53040.5162l.634.1--74100.0

G-9G-BG-7G-6G-5G-4G-3G-2G-lTOTAL
ORGANIZATION.

No.'10No.'10No.10No.%No.10No10No.10No.10No.10No.%

G.MONTREAL

lCAO92.882.5216.535lo.B5517.09629.87222.3154.6l23.7323100.0
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Diagram 14

GDERAL SERVICE STAFF IN THE SEVEN HEADQUARTERS CITIES

2182

2114

1245

1015

)

-19 -
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Diagram 1.5

PiRC_AGE DISiiRIlIJ'I'ION BY GRADE OF GDERAL SERVICE
S~Alt"'F D BB.ADWARTBRS CITIES

~
:!.:~.

r'·,.
~.

,.".'-.
1:;
I:.
r

1
'·",
,C

~ -~.

I
I

(11.3)

(6.3)

(2.1)

V:L9DD&

~ jj d ~. ~ Jj j
(9-Level StructllZ'.]

(29..8)

(38.6)

-200-

'1 N «? ., "i' 'V
e Je ~,ee

(o-Level St.ruct1U:'e) (T-Level structure)

(4.T)
J .I I I

j j j \0 to-

J J

(.8.8)

(8-Le....1StructllZ'.)

Pub

rl C\l (W\ .# It\

~ iJ J, J
(S-LeV.l Structure)

50

I
I•I

I
I
I
I
I
I•I•(5.9).

I
~'t.• 2)

30

20·

10
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Diagram 16

PERCENTAGE DI~TRIBUTION BY AGE OF GENERAL SERVICE STAFF
IN HEADQUARTERS CITIES

20-29 yrs.

(31.0)

40..49 yrs.

(22.1)

...201-

•



Diagram 17

PERCENTAGE DISTRIBUTION BY LENGTH OF SERVICE OF GENERAL SERVICE
STAFF IN HEADQUARTERS CITIES

0-5 yrs.

(54.4)

6-10 yrs.

(22.8)

11-15 yrs.

(11.0)

-202-

21 and over
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Table13

.GENERALSERVICE.STAFFINHEADQUARTERSCITIESBYBESIDEN'"l'S~TUS
YANDNUMBERBECEIVINGNON-RESIDENT'SANDLANGUAGEALLOWANCES

rI\')
o
\f

HEAIX;,UARTERSCITYNationalsNon...TotalPercent~NUmerotStaffNumberotSta.ff
ANDORGANIZATION§/or"HostNatiQna1sGeneralageNon-ReceivingNon-Recei.vingLangwge

Comt.rtSeMice'Hati0i'lL1sResidenl;s'AllowanceAl10wanees
staffFirstsecond

Aat.$200
'"

AJIIl;.i336Amt.:p16a

A.HYmK

.'UNlTEDNA'fIONS'9J.9461522246861.7202621138
UNDP65281311681.27615
UNICEF58104-16264.2-39S .

TO!'AL10691907297664.1209721148
Amt.$456V'Amt.~217Amt.$lgl

8.{I_A

UNlTEDNATION#1263862112576.6424-38076
11022862785573.332321676

WHO19451170S12.530824714
upuY41155626.8:.13Noallowancepayable

lTU13?19633159.2699822

•
471'01l4868.22645-9

GATT39i2316215.9535813

TOTAL94724353:362,72.0.12161044210
.

_.i35?1J p•..'''.ljj215Aat.t»3'1
.FAO1'286888217440.888859265
~...AJilt.$S98(s)il P.,ARISAIlt.$2J.1Aat.il09

813(D)
tmICU'60137317.8627- I:'

UMB$OO728453118138.433739766.

'l'orAL7BEt466125437.2343J¥A..66
---

..-~L

I·

..

'·····............~eb.le13(continued)
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..._..,,,_..,.,=.".c-~_·,.__·».',

._~......~'~

22523

64'10

1~113

First$ecom.

Amt,Q2Q~.$9$

10628

Aplt.U65Mt·m

Numberb,fStIlff'
ReceivingLanguage
:allowances

170

Amt.$1Jii9fil-
106
64

NoNRA
payable

Jl.lIlt.SS?

')7.9'
-32.3

Table13(eontiDlled) -----~

'32'326.9

101446.2

._---.........----------'--..;...~--

233'

312.

TOl'AL

Tal'AL

HONl'REAL

lCAO

VIENNA
UNI'l'EQaATlONS
Ii.EA!I·

GoWNDON
lHCO I'4527'!~37.5.11.3.1-I

4916,.6~911,,19556.1'.2827.3125~1

I'\",,<,_>:',_._"..,,';;'<'::'._'''7'~~",i,_-_.._--....•i ,Nationals'Non'";,.'TtOtal,'.P~rceDt..'NualtMtr,Of'Statf ofHostNation,alsGeneralageNon..ReceivingNon- CountrYI1BeJ"'lic~,{9lit.iona~s~esi<ientslAllowance
Staff'.

II
l\)
o..J:"
I

11Figures.foranol'8anization:i.Ji'.givenM"qua.~t6r8~it7lir~includedonlyit'thatorganizationmsat ,least30GeneralSen:l,cestatfIIemtiersinthai;cit;y*','.

,.
I·""

!!IIncludesUNHCRandUNI'rARstaffinNewYork.Alsoincludes202,SecurityServicestaffe
siRate,otnon-resideDtsa_lo'wane,e:(NRA)inGene~is'l800fran,csperannum'·(1890trancsinItO).Rateof exchangeinAugust'19?l:,3.95S.fr.-$1.00US.Valueof·NRAindollarshassLneeincreaseddueto~ chang,eratecmngesto$469($492inlLO).
tfJ'IncludesUNJlCR'andUNITARstarfin.~va..
!IActuaJ.l¥locatedinBerne,lietedW¥ier:Geneva,sinceUFUapplies8aJ11eGenell"alBerv.i.ceaalar;yscalesaa orgaJllizationsinGeneva.'."
l/Rat"ofNRAillROIIl$is2i6000iire.RateofeichiqeinAU81st1971:61~lire-$1.00US.Valueof ,NB!indolJarsha~$inceincreasedduetotI)tChangeratechangesto$J65..
!!JRate,ofNRA:inParisis4600Fr.'francsforstaft~thdependants&nd3)00Fr.francs£«staffwit."1out dependan!;s.Rateotexct.engeinAugust'1971:5;52.Fr.r~.-$1,,00U.S.VaL1le,ofNRAindoJ.larshas sinceincreasedqueW,excmaneerateebange,8to$881(n)and$632is).
WRateOfl&'inVienmis,'?6,OOOA\lstrian8~_Blit~o!exchaogeu::sed:Schl!l.23..70-$1.00.
V!AEAdata~8'Of1July1971"
jJRateofNRAinLemonbp2S.Rateo!exchange:hlAugugt'1971:ro.40411:$1.06.Valueof!IRAindollars hassincechangeddueto'exchangeratectlqest'Q$574..

.'.~..i.i~;"L;;d::".:.-.;>:,;,~t;;,..;,~,,;,,:;;;'~;Z;.io:"":"",;"''':_L:;';'.i.i:,':;;';;~'''T'_<ii~iirit·-..n·!ji';,ifiiififWWEiAAViiW"i;WfRDnli!l'J.~rwnf'WW""vwrwr_.I
Tab~e14

'REGULAR'81'.AFF'IN'l'HE.PROFESSIONAJ;,A:NDHIGHERCATEGORIES:RECRUITEDPERY!Wt ...BYOli~IZA.TIONAlf.D,c.lRADEGR()'OPOVER'PERIOD,1967",2970
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Table14
REGULARSTAFFINTHEPROFESSIONALANDHIGHERCATEGORIESRECRUITEDPERYEAR

BYORGANIZATIONANDGRADEGROUPOVERPERIOD19St-l970
~YearandGradeGroun
~1967iilQi';Pif1.'10"111CffOaTotal ORGANIZATIONJr

Othe,.!1
~

r.P-1./2!P-1/2;,P-1/2iP-l/2
11

MP-1/2"P-l/2aP-1/2Other,OtherOtber1,P-l/2IP-1/2Otherj,P-l/2 0ft
--..-ii1

IJr.
nIJ

• lJnit.edlIat-ionsaDdu
IU" •n

RelatedProgrammesu••a aa11u
•••• 36.6~44.9ft154

aB
UlIITEDNATIONS1151191291582IJT42.7D14519642.5n54376041.7 Da

•nI'11
Ul'lDP194131.7•II3623.4•24314~.6n214332.8117515133.2 •

11IJ

••11
• UllHCR6366.7n

5271.4P.262;.0U6366.7i:19l.442.4 •n•"
IJ

U!fICEF101835.7g16""
11

211.1111109.1IJ31417.6II165821.6 •ftn
tJl'UTAR4544.4

u
44SO.O

11
1611,..3:1712.;:102231.2 11

" 111111U
" UNRWA

!13

"
14

11
4

1111
25.0

~

-U1225.0111516.7Jl634~5.0 .n

Sub-t.otalB
269

;•n11

~039 :15536.6a15123039.6~1862724JJ.6Brrl26839.8~66939.2 11
ifKn11B
•n

KI' SpecializedAg~ncies,
•1

11U
4111

•11 IAEAandGATI'nnu11u
rIDE-/••U1111

116674.2
11

74
IJ

69.5
11

60
11

n23•2971.8IJ7332n2ff68.2n27311270.9
FNP!•n1111

11 n16656.3•49.8•49.2
11

IJ129•155156IJ150155•16217548.1963361550·7 11•nn 11n•11

I
IJ

un:scon206224.4
"145520.31122572r.811225827.5~7823225·2' ••U11

I•UU
K

WHO186422.0I264636.1174826.2163531.4r,771932S.5 II
B

D 414n
6U1663 ICM

D22.2u3730.0u2122.2n32112.5•20':3 •
11It

112"340.0
11

455.6
n•1

1I
,e.9 DPUn•5U-3-K--

u711
I•g• !TU5550.0I58}S.,U1325.0u71433.3ft183037.5 n•BnB
n

4
u

i
11

• lDI)
B233.3•71236.88280.0U4930.8•212r43.8 ••• •I••• DIXI•---38ZT.3u~

1-•31023.1»61924.0 •11
•

JI
11I

•6•16• IAEAI11,.4125.5R94317.311'599.2•4128.1•451&19.7 •n•• •K
52.6

11
646.2•60.0

I
GATI'B2g20.0•109117u151011333j,.49.3 ••"

HJl

I
Bn•I I

:
B

•"
~!

SUb-tota1,P:I;:1564.1.4
»

139
n

11,.622739.4; 13322437.3221
=

23337.4•57490538.8 ft
•

'1'01'1-Lgj
136.9!307451,40.5

n
32550539.2

j!

32339.511243944 28849311
R49539.0 11

yOnduP-3tna'I-l!Ibmre;

'21DDCOlIb1Des1megrad_P-2aDdP-3into••Ulg~6I:8de.p-2/P-3.rtlefiguresreportedUndercolUllnP-l/2retertoP-ltoP-2/3appointmentsaM.otber"
reter.toP..1Iandabove_b1D8t1onorroot-note(b).InviewofILO'sfinancialdiffl.cult:l.essinceAugust1970,thefiguresonrecruitmentft:1r1970cannot
becons1deredasnczwal.

!:IPAl)w.sUDllbl.etof'urrlUbd.t.onnews1;at'rappo1n13ent.to•gradeasdi.t1ngu.1.hedf'loOlllprClaIOt1o&\SornaDst'u..'l'I1efiguresgivenrepreeenttbl:total
JJliImerotpostst1lled,netherbyllop'pc!i,n1imenttramoutsidetheOrga.nizai;!oD"promot:t.onorlAteral1oransfer.

~A&8l\eiessub-totaland.'thetotalsdoDo1;includeFAO:t1gures,vhicherenot~letothoseoftheotherorganizations.



Table15
REGULARSTAFFnrTHEPROFESSIONALANDHIGHERCATEGORIESRECRUITEDPERYEAR

BYORGANIZATIONANDTYPEOFAPPOINTMENTOVERPERIOD1967-1970

100.0

84.0

%F.T.

229

60

Tctal
Fixed
term

'1

:Career %F.X.

1'-170
Fixed
term

l~Career
II

'J,F.T. J1>ixed
:~Caree~term n %F.T.

~a~andTYDe~o~

'*·2 Fixed
tenn

~.

11Career
11

:l'Ji'>,
Fixea-I%F.T
term

tIfa MCaree1'-'
I,

OB;iANIZATION

Oni"edN""ionsand
RelatedProgr~es

11-ij-t--'-11---ij~
If:IUi;II ""~I1l~
"11t!!I~ 11'1111GIt UNITEDN,\TIONSU10720765.9,I9019768.6H10026172.3n10723468.6~4<>4t899I69.0 "•It'I!~I\

UNDP::65490.0:146gr.9:125396.4\~36195.3;,1221494.7 uIl11UI~; UNllCR11-9100.011-7100.0/;-8100.0::IJY81M.9::1I,3297.0
:1IJ11!Iu UNICEFII-28100'.011-18100.0/:11090.91:1211694.1~2I72Igr.3
1111::H! UNITAR::-9100.0::-8100.0~-7100.011-8,100.0~-32100.0 Y~11~11I:"IG

UNRWA11-4100.0'I-14100.0It-16100.0"-6100.0"-40100.0
Sub-to~Elf:113311'73.3;:91290'16.1:;10335577.5;'112

1
13-33+-~~t-4191128975?

1111~l11,.).5f
-!!"

11.....&.------...............~-~t liUI111I:!
co•'.•11"U11:i
upe::lallz.:J!-.!;efJC:le~,11UII11;. I~and~~n;~:~ d!iII:!!I:1IiI

lLO-I:236674.211129188.3i','II9489.5',',48495.5!:50I33587.0
•1111:

.
I111111I FAO!!~22Z73.92.5!!1529595.2:11828794.1ii11326!'15.7!:&J1182194.7 UlfF,5COf/',._82100.0"-69100.0"-79100.0",-80:100.0-310100.0

11IfI1II 1/H0:l-82100.01\-72100.0:l-65100.0I,;,-51,100.0!!-270100.0 ",,"
I' re:.o.111794.4112880.011II1659.3~4I20',83.3\:ISI6177.2 tlIIUit;tI UPU,,3240.011'7222.2~-3100.0111-J-~11I738.9 ITU~64110.0:8538.5li3125.0::12\9\42.9il,291939.6

11TI1111'\!\
U1111:,

\11.1)r,-6100.0.-19l~OO.O"-10100.0"-13!100.0..48100.0 1111UfII"
111111U11 meo,,---1111090.9"-1100.0"-13100.0.,12496.0 11"ifI!I"
111111Illi !AEA,,-55100.0"-52100.0"-65100.0"-571')0.011
~~,~'Ii\!::

GA'IT"4660.0It11894.7"211134.6",-25100.0'!
1111I1r11
1I11I:n11 n11"11JI
n11I!!!~

I
I\)
o
0'\
t

SUh-totel-~!B9.6~-~92.0a27r345I92.7~21T352194~4~li61136392.2
ITO"CiLU~150I631Ii121I637I84.0\.130I700I84.3!i_.:~.-.t.685183.7~5351265283.2

YReferstoprobationaryappointmentsortransferso:fpennanentstaf:ffromotherorganizations.
J2/StaffmemberwithpennanentcontractsecondedfromUnitedNations.
sfilllR~:Aissues:fixed-tennappointmentsofoneyearincludingaprobationaryperiodforthefirstsixmonths.Uponsatisfactorycompletionofthecontract anextensionforanotheryearisgranted.Uponexpirationofthetotaltwo-yearfixed-tenncontract,anindefiniteappointm9ntma.ybegranted(see generalnoteintroducinl\allthestatisticaltables).
~Inviel<ofILO'sfinancialdifficultiessinceAugust1970,thefiguresonrecruitment:for1970cannotbeconsideredasnormal. YRepresentsthetotalnumberofpostsfi119d,whetherbyappointmentfrOllloutsidetheorganization,promotionsortransfers.AllU~l3SCOappointmentsare fixed-termappointmentssubjecttoanine~onthsprobationaryperiod.
!IAllUNESCOappointrtlelltsare:fixed-tenDapp<>intmentssubjecttoanine-monthsprobationaryperiod.
£!Agenciessub-totalandthetotalsdonotincludeFAOfigures,Whicharenotcomparabletothoseoftheotherorganizations.
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lmGULARSTAFFnfTHE,PROFESSIOIWJ'ANDHIGHERCATEGORIESSEPARATEDFROM
SERVICEPERYEARBYORGANIZATIONANDGRADEGROUPOVERPERIOD1961-1970

Y'earan'dGradeGr0up
1968

h
1969•II

ORGmZATION
'19t)7li1111lCJtOTotal

I
P-l/2Othe~110P-l/2iiP-1/2Othel''10P-1/2rP-1/2'Othera;.P-l!.2~P-J./2Other'"P-1/2.1P-l/2OtherSP-l/2 1,~

li,~'
11

I n
11

Uni10edNa"tionsand11
RelatedProgrammes

I
11n

I
11

~~ UNIT~NATIONS351421~.8~4516022.04018218.05720821.5177692"20.4
1111

.'1111
tnlDP11172441.5n7~20.6114409.184016.73613'21.6 1111

11
11

Hn
•11N

UNHCR114:357.111:3350.0I14640.0113442.9I1141643.0
111111

~
11

UNICEF,n1'165.9112820.0'116I}31.621511.8n115217.5 11
11R

11
11

UNITAR11
~6-H2433.31614.34833.3

ft
72422.6

I1"~
11

.n8.7~
11

UNRWA'2211910.01420.0-7-
11

4418.9
ii11II

sub-total,'ii59,21221.8116p2U22.1II56251I",l!~.2
11

742S220.0n24995620.7
iiii

SpecializedAgencies,ii
~

11.uIt
1111n

lAEAand,GATT11
~..111111

11

\1'
11

IooE/
11111111
11

:;2~54211472961.8
11

49~,64.5443953.0li17212258.5 U•r.11
1

1111

FAO
11

3116515.8~3114217.9'1114.2169
It

67516.1 1133199113517.2111}0
11/1

11
11

UNESCO1174$13.5\\135020.6I16569.7964:t~M113521514.0

1I14.0I
'1111JI

WHO,743125019.4,1193'918.8

1
123426.1

I1
40166,19.4 11

~
11

ICP.Q'5645.5I,.41126.7.I,51426.3'31715.0g1748'26.2

UPU
11

-2,
11

312.33.3

I
3

11
1109.1 11--e--11---u

~
11

IITU21214.3n1712.5I!-4--8--113318.8
1111

WK)
JI

4180.0u
3260.0.111325.04n81044.4 ,1111

!l--- 1I
11

IMCO
11

12250.0
11

6IJ.
R

213~.3 n-I1---11---U
11U

n
!AEA8M-54510.093620.0n43510.3•2616014.0 1115.41111

~ 1111
n GATT,'

11
14-1,20.0~12"'112722.24450.0g1732.0

I1
33.3','In11

,I

I
11

"'ft,11I
su~totF.llI97350'21.7n11934325.8,',1111539322.6

G
11138122.6W,P.46723.2

TOTAL15656221.7',!179554.24.4;U17164421.0~i18566321.86',11242322.2
1111

.

i
I\)
o\0
I

a',- !U.Grades,1'~:5and·ab<W11h

!!IlIDcOIliblnesthegl'ade~p-2aIl4P-'into,a,s:lnglegrade,P..2/3.The.tiaureilreportedunderl.lOlUlllJ1P-l/2refertoP-I.toP-2/,.Separationsand"other"
referstop..4a:'ldab<we.Also.1nvieworlW'stJ,nsncial.ciiftlcu1tiesainceAugust11170,thefiguresonleparationltor1970-especiallyforfixed-term
staft-cannotbe'eOl'iSideredasno~1.'
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Ta:b1e17

REGULARSTAFFINTHEPROFESSIONALANDHIGHERCATEGORIJOOSl!,:PARATEDFROMSERVICE ,PERYEARBYORGANIZATIONANDTYPEOFAPPOINT'iI1ENTOVERPERIOD1967-1970

~~~

I

P3o
I

liYearantl''J'Vnpnf'
I:1907II1%8jj10nO11lWO11Total ORGANIZATIONjl"~JCed~

~F"T.JICareerF:i.xed",
'1F.T.liCareer

F'ixed~
%F.T.

11Fixed~11Fixed-
UCareer

11Career'%F.T.nCareer'1>F.T~
iiterm11term

"
termterm::term 11ii

I!
1111 11

111111 UnitedNatiol1sand11
11

11
"11ntI Related:Progranunes11

1111 11
n

~11
11
11 11
11 UNITEDNA'l'IONS11799855.4I1106991«3.312110145.5

11
12514052.8

11
43143850.4 1111

"
11H!I11 UNDP11

93278.011
72779.4"1.72761.4

11
173164.6:I'·5011770.1

11

"
1111

UNHCRY
111111

H11
11

111888.9"-6100.01119<)0.011-7100.01123093.8
1111'

"
1111

"
11

11847.1114660.6
11

478.9
11

8'47.1
11

263758.i
UNICF.F9&11511911 1111

11111I 11
6

100.0I1
6100.07100.0"12100.0

11
,1100.0

UNITAR11--11-11-/,- UNRWAJ!/
11

;1.00.0I8
11

I!
1I11

45
~

23~

10100.0\I-5100.0-7100.011-100.0
ii98175ii1545,6.81114316453.4

11
15120557.61150969857.8

SUb,;,total64.111ll711 11111:.!
il

"
111111
1I1111

Spe~ializedAgencies,11111111 1111
"

11I, IAF.AandGATT111111
"

11
Iw!:-/

111111I!11 1111
45

1111
66.3"116

11283152.5113159.211314559.211855!I11859,9
1111

""
'11

4111
134

11
67.7

11
47

11
603

FAO1115579.1113977.5
"

751571115777.0H20274.9
11nI!

"II "1611
-66.7

1111 UNESCO113669.2"2142
"

125080.611185575.3/16718373.2
1111

"
11

114386.0"
ij

431146"187
WHO7

"
75588.7589.S'-100.0I:1990.8

I
11

H
I! ICAO9218.21196'40.011842.171365.011362944.6

11
I,"

11 11

~66.766.-,
11I!

645.5

'upu
"

2--121112"2133.3
"5

I
11

11 ITU6857.1
=

'7112.5n3125,0n5337.5
"

211338.2
11

1111

'n
480.0u

480.0U11
4

/I
383.3

wm1I11375.011-100.0/I15 u/I11 11
100.01111

466.7
iI10

4
D«:O11-11375.0112

"
1375.0

"1173.3 111111/I
48

n
44692.0

11
34293.31I53487.2

u
1617091.4

!AEA11492.311/I
11 11

/I/I
U

11
SO.On66.7

11
63-33.3

11
44~O.O121342.0

GATT
U1412111111

ft/I1111
~»

11
J. Bu

U115R12234073.61115035870.5
u

ll737576.2L504140573.6
Sub-total33274.311

11
!! roTAL821350770.4I23949467.41\293'52264.0II26S5SO68.4g1013210367.5

!IAllUNHCRstarfonindej,'initeappointmentshavebeennotedasfix~d-termstaff.AbreakdownortheseparatedstarrwhoJrereonindefinit.eappointments Is:3.5.5and3i'ortheyears1967through1970respectively.lhetl«lpemanentstarrrecordedwerepemanentstarrwhohadbeenonsecondmenttroll 1:he'UN.,
J1/AllUNRWAstarfonindefiniteappointmentshavebeenl1sted,'413fixed-temstarf.Abrealtdownofthe,separatedstaffwhoJrereonindefiniteappointments isasfollows:2l.6.:3and7fortheyears1961.,1968,1969and1970respectively.
siInviewoflLO'sfinancia1difficultiessinceAugust1970.theflguresonseparationsforfixed-tel'Jllstaffi'or1970cannotbeconsideredasnoma1.
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Table 18
A. REGULAR STAFF IN THE PROFESSIONAL AND HIGHER CATEGORIES

SEPARATED FROM SERVICE BY ORGANIZA!rION AND REASON FOR
SEPARATION OVER PERIOD 1967-1970

,-

Reason for Separation
EXPIBA'l'ION •

TERMINATION':/
ORG!.\'IZA.TI~! OF TRANSFER RETIRE- RESIG- DEATH OTHER TOTAL

CONTRAOT MENT NATION

--

United Nations and
Related PrograDll'les
UNi'TED NATIONS 251 71 162 '340 27 17 1 869

.- .~ ,l}!.!
UNDP 27 21 ' 21 55 8 1 167

UNHCR 10 3 12 5 - 1 lE! 32

UNICElt' J2 3 15 28 2 3 .. 63

UNITAR 19 6 3 3 - - - 31

UJ:IlRWA 2 6 6 12 - 19 - .45

Sub-total 321 110 219 443 37 41 36 1 207

Specialized Agencie~$

IAEA and GATT

lLO 105 34 38 105 7 5 - 294

FArft.!
"

UNESCO , 82 8 50 .88 9 15 - 252

WHO '48 15 5-0 72- 15 6 - 206

lCAO 18 10 14 15 2 6 - 65

bPu 4 - :5 3 1 - - 11

lTU - 5 J2 11 6 - - 34

WMO 10 4 1 :5 - - - 18

IMCO 7 2 2 3 - 1 - '''15

!AEA 116 19 7 40 3 1 - 186

GATT ') .2 4 16
,

251 1 ... 1

p
...

Sub...tota1 3:'Y- 98 181 356 44 34 1 1 106
.... ~~<>._~.

No. 713 208 400 799 81 75 37 2 313

Total

% 30.8 9~0 17.3 34.5 3.5 3.3 11.6 100.0.

~/ See table B below for reasons for termination.

b/ Staff members ':ho had been returneCl to the other px'ganizations after a.perioo. of

secon&uent. -

£! FAO reports that st.atistics on the reasons for separation were not avaiiable.
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23

10

17
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B. BREAKDOWN. OF TERMINATION BY RE\ASON

Total

Table 18 (contim.lect)

Unsatisfactory service

"Agreed terminations.ll

Misconduct

Unacceptability to host Government

Failure to complete probation satisfactorily

Reduction in strength or abolition of post

Reasons of health

UIlspecified

~I lAEA did not give the reason for termination for the one case it reported.

III



••• :.. .) .',. • • ". ¥. • '. '~.I .' : ... ".') .a.. . i I .. . < • ~. ... ~. 't ';.. • •

~-_.

:!!ble19

SEPARATION OF BEGULAR STAFF IN llFJIATION TO TOTAL REGULAR PROFESSIONAL
AND HIGHER CATEGORIES AT HEADQUARTERS AND AWAY FROM HEADQUARTERS BY

ORGANIZATION AND YEAR OVER PERIOD 1967-~970

-213-

1 ORGANIZATION

-
HEADQUARTERS AWAY FROM HEADQUARTERS

YEAR
NU!Jlber of . Number ot Percenta~ Number of 'NUlIber of Percenta~
staff on separations of Istart oa separatirms of
1 Ja.'1uar;r during year seParations 1 Januar;r durinl': :rear 13.etlarations

United Nations and
Rslated Programaes

1967 1422 110 7.7 1033 67 6.5
UNITED NATIONS 196$ 1470 113 7.7 1205 92 7.6

1969 1587 115 7.2 1283 1Cfl 8.3
1970 1592 159 9.9 1295 106 8.2

196', 155 18 11.6 252 23 9.1
UNDP 196$ 177 17 9.6 267 17 6.4

1969 17.7 29 16.4 291 15 5.2
1970 201 22 10.9 '322 26 8.1

1967 53 I :; 5.~ 44 "6 13..6
1968 54 3 5. 47 :; 0.4

UNHCR 1969 54 7 13.0 47 3 6.4
1970 57 ; 5.3 52 4 7.7

1967 70 7 10.0 108 10 9.3
UNICEF

1968 70 2 2.9 113 8 '{.1
1969 75 5 6.7 122 14 11.5
1970 70 7 10.0 121 10 8.3

1967 27 6 22.2 1 - -
UNITAR 1968 ;0 5 16.7 1 1 100.0

1969 ;1 7 22.6 1 - -
1970 30 12 40.0 2 - -

-
1967 43 10 23.3 41 13 31.7

UNRWA 1968 36 7 19.4 29 3 10.3
1969 43 3 7.0 26 2 7.7
1970 48 5 10.4 32 2 6.2

~TOTAL
1967 1770 154 8.7 1479 119 8.0
1968 18;7 147 8.0 1662 124 7.5
1969 1967 166 8.4 1770 141 8.0
19'10 1998 208 10.4 1824 148 '8.1

-

I
Uni
Re
(co

ILO

FAO

WHO

IdA

UPU

ITU

, . !/'"F

t
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. !.I;.. FAO figures given for "Away from "headquarters" cover Field Project Professional Staff'.
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Tab~e 19 (continued)

2' If FilII TnBm 11- r. - IV RIM. . wrER -, 11'''-.

HEADQUARTERS AWAY FROM HEADQUARTERS

*'.Diber of Nu.1liber ot Percentap;e Nuraber of Nu.ber of P€'reentage
OOGANlZATION ~ start 011 separations of starf on sepa:rations 'ot

1 Janua!'J during~ separations 1 January during yea~ separation's

United Nations and
Related Programmes
(continued)

1967 697 56 s.o 45 3 6.7
ILO 1965 697 75 10.8 58 1 1.7

1999 744 71 9.5 63 5 7.9
1970 763 80 10.5 72 3 4.2

..

1967 1002 196 19.6 1713 528 30.8,
1968 1101 173 15.7 1889 58:i. 30.8FAO~ 1969 1139 232 20.4 2046 611 29.9
1970 1212 204 16.8 2146 645 30.1

1967 583 37 6.~ 108 15 13.9
UNESCO 1968 605 46 7.6 110 17 15.5

1969 649 48 . 7.4 110 13 11.S
1970 656 60 9.1 119 13 10.. 9

1967 4C!> 34 S.4 271 16 5.9
WHO 1968 430 37 8.6 295 25 8.5

1969 459 26 '5.7 301 22 7.3
1970 474 29 6.1 312 17 5.4

1967 166 8 4.8 45 3 6.7
lCAO 1968 167 13 7.8 46 2 4.3

1969 170 ; 14 8.2 51 5 9.8
1970 174 16 9.2 54 4 7.4

-
1967 45 2 4.4

UPU 1968 48 3 6~2 NONE1969 56 3 5.4
1970 56 3 5.4

1967 129 14 10.9
lTU 1968 143 8 5.6 NONE1969 146 4 2.7

1970 163 8 4.9
- -

Ir

I,

-214-
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Table 19 (continued) I

I
j
i

~l1ABc~. A'~.I_~9M Jm~DQUA1tTERS

~umber of NllIIIber of IPere_age .Number of NUlI1ber of PeroentaJ!8
.ORGANIZATION YEAR #staff on separations ot staft on s.eparations ot

1 Janua1"1' durinR year seJ)8.rations 1 Janua17 during year seoa.rations

Speeialized Agencies
!AEA and GATT

.. 1967 57 5 8.8

WMO 196$ 59 5 8.5' NCNE1969 83 4 4.8
." • 1970 89 4 4.5

1967 25 1 4.0
IHCO 196$ 31 4 12.9 . NONE1969 31 .6 19.4

1970 l~<D 4 1Q.0

1967 275 ;1 18.5 13 1 7.7
!AEA 1968 286'· 50 l7.5 18 -

1-969 303 1~·4 14.5 '15 1 6•.7
1970 3127 39 11.9 14

~"

1967 96, 5 5.1
()ATT 196$ 101 3 3.0 NON];i969 .114 9 7.9

'1970 12' 8 6.5

1967 3483 409 ~1.7 . 2195 566 25.8
SUB:"TOTAL 1968 3668 417 11.4 2416 626 25.9

1969 3894 461 1l~8 2476 657 26.5
1970 '4077 455 11.2 2717 682 2;.1

1,967 5253 56; iO.7 ' .,674 685 18'.6
TC11'ALS. 1968 5505 564 10.2 4078 750 18.4

1969 5861 627 Ib.7 4246 193 18~8

J.970 60"(5 ~63 .10 •.9 4541 ,8:;0 18.3 '.

)
,

..

..

-215-
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SEPARATIONS OF GENERAL SERVICE STAFF IN REIATION TO TOTAL
GENERAL SERVICE STAFF AT HEADQUARTERS BY ORGANIZATION AND

YEAR OVER PERIOD 1967-1970

yTwo General Service staff members were transferred to a field office.

HEADQUARTERS

Nnmber'of Number of Percentage of
ORGAHIZATIO~ Yeal" Staff on Separa.tions

1 January During Year Soparations

.-
maTED NATIONS AND
RELATED PIDGRAMMES

1967 2 095 422 20.1
1968 2 135 432 20.2

UNITED NATIONS 1969 2 282 504 22.1
1q70 2 291 ~~I, 11- ~

1967 190 40 21.1
1968 226 62 27.4

UNDP 1969 240 80 33.3
19'10 278 1../i 16.2

1967 77 10 13.0
1968 76 11 14.5

UNHCR 1969 83 12 14.5
1970 85 11 12.9

1967 131 18 13.7
1968 139 21 15.1

UNICEF 1969 142 30 21.1
1970 11q . lq 1 ':l.7

1967 20 7 35.0
1968 31 6 19~4

UNITAR 1969 35 8 22.9
19'70 31 9 29.0

1967 3 2 66.7
1968 3 - -

UNRWA 1969 lY - -
1970 1 - -
1967 2 510 499 19.8

1968 2 610 532 20.4
SUB-TOTAL 1969 2 783 634 22.8

1970 2 825 470 .16.6

.. ", ""'< ~P' '1:t~ ~~..:: ",\ ."~,;.\;o),,., ~ •
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fable 20 (continued)

rn_PF

HEADQUARTERS

Number of Number of Percentage of
ORGANIZATION Year Staff on Sapar(~tions Separations

1 JanuB..,."7 Durl.ng Year

SPECIALIZED AGENCIES,
!AEA AND GA'lT

1967 925 77 8.3

1968 929 8; 9.1
!LO 1969 1,107 81 7.3

1970 1.190 8~ 7.0

1967 1,754 82 4.7

• 1968 1,886 60 3.2
FAO 1969 1,943 71 I 3.7

1970 2~OL.O 87 4.3

1967 1,002 69 6.9

1968 1,028 84 8.2
UNESCL 1969 1,096 71 6.5

:970 1.161 100 8.6

1967 622 90 14.5

1968 666 87 ~3.1

ltJHO 1969 677 91 13~4

1970 676 78 11.5

1967 295 45 15~3

1968 295 36 12.2
ICAO 1969 307 45 14.7

~970 ~ 306 39 12~7

1967 33 - -
1968 39 2 5.1

UFU 1969 43 1 2.3

1970 L.L. '3 6.8
~.....

1967 265 21 7.9

1968 275 13 4.7
ITU 1969 287 17 5.9

1970 308 H. 2...5

..

. ! •

i •

)
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f
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Table 20 (continued)

HEADQUARTERS

Number of Number of Percentage ofORGANIZATION Yea.r Starf on Separations
1 January During Year Separations

SPECIALIZED AGmCIES
jIAB! AND GATT (Cont.

1967 107 11 10.3
1968 109 11 10 ..1wo 1969 123 15 J2.2
1970 .-- 136 .,20 1~.?

1967 52 - -
1968 61 21 34.4IMOO
1<169 61 ~ 23.. 0
1970 7'3 II 19.2
1967 403 58 14,,!~

1968 427 60 14.·1IAEA
1969 443 68 15..3
1970 .468 72 15.4
1967 l2.7 15 u.8
1965 .132 9 6.8GATT
1969 158 16 10.1

1---- 1970 158 23 14.6
1967 5585 468 8.4
1968 '5847 468 8.~sub-totaJ.
1969 6245 490 7.8
]970 6562 533 8.l,

:,;:};~

...._-----------------..---iiIIiIilIlIIIlIIiliI-iiiiIiIlii...---........--iiil1i!i'J--.l",
j

•.••.• lIi .w llli
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-\100.0
280,0

-100.0

5!86;5

,172.7

1242.9
12,6.8
14,6~4

2'28.1

6135.1

5850.8
4Q54.0
6346.6
8941.8

25047.5'

27353.'
27750.5
,4750.8

4"44.1

1"049.'

···~:,...:_,"'~:""t;l~).t_.12,:,3'"MIIi

9
8

7
8

60

47

55

64

226

'2

6'.2

-·100.0

-.100.0

~100.028

2-18
-100.011
1-17

,40.074

-.100.0I

7

2I}}" 275.0

,I50.0I' -100.0

H.'.7 ,40.0

485.7

20-16;5.6!'12
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I. Background documents on the United Nations salary system

United Nations salary, allowance and benefits system, report of the
Salary Review Committee, 1956
(Official Records of the General Assembly, Eleventh Session, Annexes,
agenda item 51, and document A/3209 (separate fascicle».

The salary, allowance and leave system of the Unit.ed Nations, report of the
Committee of Experts, 1949
(Official Records of the General Assembly. Fourth Session, Annexes,
agenda item 39, document AjC.5/33l).

7. Principles underlying the international salary system: report of the
International Civil Service Advisory Board - note by the Secretary-General
(Official Records of the General Assembly, ~venty-fourth Session, Annexes,
agenda item 83, document A!C.5/l240).

8. Salary scales for the PrOfessional and higher categories, report of the
Secretary-General
(Official Records of the General Assembly, Twenty-fifth Session. Annexes,
agenda item 73, documents A!C.5/l303 and Add.l).

ANNEX VI

5. Note by the Secretary-General transmitting the report of th0 Committee on
the Reorganization of the Secretariat
(Official Records of the General Assembly, Twenty-third Session, Annexes,
addendum to agenda item 74, dOCULlent A/7359).

6. Implementation of the recommendations of tbe Committee on the Reorganization
of the Secretariat, report of the Secretary-General
(Official Records of the General Assembly, ~renty-fourth Session, Annexes,
agenda item 74, document A!7796)o

3. Base salary scales and post adjustments of the staff in the Professional and
higher categories of the International Civil Service: reports of the
Secretary-General and the International Civil Service Advisory Board
(Official Records of the General Assembly, Sixteenth Session. Annexes,
agenda item 65, documents A!~823 alid Add.l).

2.

1.

4. Review of salary scales of the Professional and higher categories of the
international civil service: report of the Secretary-General and report
of the International Civil Service Advisory Board
(Official Records of the General Assemb~y, Twentieth Session. Annexes,
agenda item 77, documents A/59l8 and Add.l).

~ ,
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9. Report of the Advisory Committee on Administrative and Bud~etary Questions,
First report on the budget estimates for the financial year 1971
(Official Records of the General Assembly. Twenty-fifth Session,
Supplement No. 8 (A/8008).

10. Budget estilrates for the f'inancial year 1971. report of the Fifth Committee
(Official Records of the Gene~al Assembly. Twenty-fifth SeJsion. Annexes,
agenda item 73, document A/8099, paras. 54-84).

11. Salary scales for the Professional and higher categories, summary records
of the Fifth Committee
(Official.Records of the General AsseMbly. TvTenty-fifth Session. Fifth

) Committee, l383rd. l386th to 1394th, 1396th to 1399th and 1402nd to -
l404th me~t~ngs)'.

12,. Establishment of the Special Committee for the Review of the United Nations
Salary System (General Assembly resolution 2743 (XXV».

13. Progress made by the Administrative Management Service in conducting a survey
of manpower utilization in the Secretariat, report of the Secretary-General
(Qfficial Records of the General Assembly, Twenty-fifth Session, Annexes,
agenda item 73, document A/C.5/1333).

Report of the United Nations Joint Staff Pension Board, (Official Records
of the General Assembly, Twenty-sixth Session, Supplement No. 9 (A/8409)

,
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Papers submitted to the Special Committee

Title

Organization of work, note by the Secretary-General

Criteria and methods for determining international salaries,
paper by the organizations of the United Nations common
system

P~ovisional agenda of the session of the Special Committee,
note by the Secretary-General

The existing conditions of service in the United Nations
common system, paper by the organizations of the United
Nations common system

The base of the United Nations salary system, paper by
the organizations of tbe United Nations common system

Real income m.ovement in the United Nations common system and
certain national services, paper by the organizations of
the United Nations common systea

.The development of the United Nations salary system, paper
by the organizations of the United Nations common system

IIe

14.

A/AC.150/2

Symbol

A/AC.150/l

A/AC.150/3

A/AC.150/5

A/AC.150/6

A/AC.15017

-l/AC.150/4



Structure and functions of the International
~elecommunicationUnion (ITU), paper submitted by ITU

Outline of the functions and structure of the World
Meteorological Organization (l~O), paper SUbmitted by 1iMO

Information on the organizations of the United Nations
common. system: t.he United Nations, paper submitted by
the Secretaril:!.t

Some facts about the World Health Organization (WHO), and
its staff, pa}ler submitted by v.lliO

Structure and functions of the Universal Postal Union (UPU),
paper submitted by Upp

Structure of the International Labour Organisation (ILO)
and its staff, paper sUbmitted by the ILO

The determination of salaries for General Service personnel,
paper by the organizations of the United Nations common
system

Note on the Food and Agriculture Organization (FAO), paper
sUbmitted by FAO

Title

Outline of the functions and structure of the United Nations
Educational, Scientific and Cultural Organization (UNESCO),
paper submitted by UNESCO

Structure, functions' and staffing of the International
Civil Aviation Organization (ICAO), paper submitted by ICAO

Structure, functions and staffing of the International
Atomic Energy Agency (IAEA), paper submitted by IAEA

Functions, structure and staffing of the Inter-Governmental
Maritime Consultative Organization (TI'4CO), paper submitted
by IMCO

General Agreement on Tariffs and Trade (GATT), paper
submitted by GATT

List of members of the Special Committee for the Review
of the United Nations Salary System

Agenda

Staff assessment rates, paper by the organizations of the
United Nations common system

A/AC.150/9/Add.2

A/AC.150/9/Add.4.

Symbol

A/AC.150/8

A/AC.150/9

A/AC.l50/9/Add.1

A/AC~150/9/Add.3

A/AC.150/9/Add.5

A/AC. l50/9/Add.6

A/AC.150/9/Add.8

A/AC.150/9/Add.7

A/AC.150/9/Add.9

A/AC.150/9/Add.lO

A/AC.150/9/Add.ll

A/AC.150!12

A/AC.150/ll

A!AC.150/l0



Symbol Title

1,
A/AC .150/IIilF.1 Membership o~ the Special Committee, note by the

Secretary-General

A/AC .150/IIilF.l/Add.l

A/AC.150/13

Membershipo~ the Special Cownittee, addendum

lfork o~ the Special Cownittee in 1972, note by the
Secretary-General

Ill. Conference Room Papers

S":!bol
~._-

A/AC.150/CRP.l

Title

. References in background documents on criteria and
methods for determining international salaries

ms
I , A/AC.150/CRP.2 Questions to be addressed to the representatives of

the Secretary-General o~ the United Na~ions

A/AC.150/CRP.3 Basic statistical in~ormation reg,uired ~or Salary
Review Committee, paper submitted by Mr. Hull

A/AC.150/CRP.4 Graphs on post adjustment classifications

A/AC.150/CRP.12

A/AC.150/CRP.15

A/AC.150/CRP.13

l
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Staff training and development

Breakdown of posts by occupation

Age distribution of sta~f

Questionnaire on rewuneration of officials of Permanent
Missions

The internacional salary index

Statistics on terminations

Common grading standards

Promotion policies

Rates of pay in national civil services in headquarters
countries, January 1971

Questions to be addressed to representatives of the
Consultative Committee on Administrative Questions (CCAQ)

Percentages of fL;:ed-term staff

Recruitment and retention of staff

A/AC.150/CRP.14

A/AC.150/CRP.6
A/AC.150/CRP.6/Rev.l

A/AC.150/CRP.5 )
A/AC.150/CRP.5/Rev.l )

)
)

A/AC.150/CRP.16

A/AC.150/CRP.7

A/AC.150/CRP.8

A/AC.150/CRP.9

~ A/AC.150/CRP.IO

A/AC.150/CRP.ll

lO

3.1
1

1),



A!AC.150/CRP.21 ) Checklist of documents distributed to Special Co~ittee
A/AC.150/CRP.21/Corr.l ) as of 30 June 1971

Symbol

A!AC.150!CRP.17

A!AC.150!CRP.18

A!AC.150!CRP.19

A!AC.150/CRP.20

A!AC.150!CRP.22

A!AC.150/CRP.23

A/AC.150!CRP. 24

A/AC.15d/CRP.25

A!AC.150/CBP.26

A/AC.150/CRP.27

A/AC.150/CRP.28

A!AC.150/CRP.29

.A./AC~150!CRP.30

A!AC.150/CRP.31

A/AC.150!CRP.32

Tit~e

Article on the United Nations Se~retariat 'by the former
Under-Secretary-General for Administration and
Management, A. A. Starlt

Re~ort of the t~irteenth session of the Expert Committee
on Post Adjustments

Relationship between United Nations and United States
Civil Service remuneration

Draft of instructions for consultant on salaries,
allowances and benefits in certain headquarters countries

Instructions for consultant on salaries, allowances
and benefits in certain headquarters countries

Preliminary statement of the Federation of International
Civil Service Associations (FICSA)

Questions to be ~ddressed to executive heads of the
organizations in the United nations common system.

Questions to the Secretary of the United Na,tions
Joint Staff Pens~on Board

Salaries of General Service staff at headqua"-·~rs of
United Nations Educational, Scientific and Cultural
Organization (UlfESCO)

Statistical information on language staff in the.
United Nations

General Service salaries at United Nations Headquarters

Indices of~ost adjustment and 'of relative cost of
living of headquarters cities

Duties and responsibilities of GS-16/18 positions in
the United States Federal Government

OECDsalary system, paper submitted by Mr. Hull

Expenditure patterns of international officials in
Geneva and lIJe't-T York

Revised,arrangementsfQrappointment of consultant on.
salaries, allowances and benefits in certain
headquarters countries, ~aper SUbmitted, by Mr. Hillis,
Vlr. Hull and Mr.. McGough
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Symb

A/AC.l

A/AC.l

A/AC.l

A/AC.l

A/AC.l

A/AC.l

A/AC.l

A/AC.l

A/AC,.l

A/AC.l

A/AC.1

A/AC.l

A/AC.l

A/AC.

A/AC.l
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Symbol

A/AC.150!CRP.34

A!AC.150!CRP.34/Rev.l

A!AC.150!CRP.34/Add.l

A/AC.150/CRP.34/Add.2

A/AC.150/CRP.35

A/AC.150/CRP.36

A/AC.150/CRP.37

A/AC.150/CRP.38

A/AC .• 150/CRP.39

A/AC.150/CRP.39/Rev.l

A/AC.150/CRP.40

A/AC.150/CRP.4l

A/AC •l50/CRP. 42

A/AC.150/CRP.43

A/AC.150/CRP.44

Title

Draft interim report of the Special Committee

Revised draft interim report of the Special Committee

Draft report, Annex 11, List of Members of the
Special Committee

Draft report, Annex Ill, List of persons who appeared
before the Special Committee

Principles and methods for determining pay in the
Civil Service of the United Kingdom, paper subI!litted
by Mr. A. H. M. Hillis

Revised arrangements for appointment of consultant
on salaries, allowances and benefits in certain
headquarters countries

Draft letters from the Chairman of the Special Committee

List of requests for infol~aticnmade by the Special
Committee

Tentative outline of the final report of the Special
Committee

The United Nations salary system: tentative outline
of the final report of the Special Committee (adopted
by the Special Committee at its 89th meeting on
23 August 1971)

The system of benefits of the United Nations J<~nt

Staff Pension Fund: note by' 'the Secretary of the
COIfl.mittee

Career prospects in the international civil service
(study made by ICSAB in 1964): note by the Secretary
of the Committee

General Service net salary scales in effect on
1 January 1966 and 1 July 1971 and real income
movement .over. this 'period

Information on the relationship of the General Service
salaries in the seven headquarters cities to those
pa.id for comparable work in the hostgove!,nnent
services

,United Nations basic remuneration recommended by the
1956 Salary ReviewCommittee•. and corresponding United
States salary scales'(l ,Ja;nuary1957)
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Symbol Title
A/AC.

A/AC.150/CRP.45 Documents submitted to the Special Committee for its
1972 session

A/AC.

A/AC.150/CRP.46

A/AC.150/CRP.47

A/AC.150/CRP.48

A/AC.150/CRP.49

A/AC.150/CRP.50

Analytical summary of views and propcsalc ubmitted
to the Special Committee, note by the Secretary of
the Committee

Within-grade increments - graphical comparison of
the present system with that proposed in document
A/AC.150/R.5, ~ote by the Se~retary of the Committee

Overl~p in the net salaries of Professional and
General Service staff at the seven headquarters duty
stations as of 1 January 1972

Report of the special session of the Expert Committee
on Post Adjustments

Report on the feasibility of an international civil
service commission, note by the Secretary
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A/AC.

A/AC.

A/AC.

A/AC.150/CRP.51 Tentative schedule of meetings (14 February to
7 April 1972) ~ note by the Chairman

A/AC.

A/AC.150/CRP.52 The value of' increnents in dollars and percentages
in the salary scales for the Professional and higher
categories since,1956, note by the Secretary of the
Committee

A/AC.

A/AC.

A/AC.150/CRP.53 Length of service of seniQr officials in the United
Nations (as at 31 December 1971) A/AC.

A/AC.150/CRP.54

A/AC.150/CRP.55

A/AC.150/CRP.56

A/AC.150/CRP.57

Summary of conclusiofis of the SUb-Committee on General
Service salaries (Menbers of the SUb-Committee:
Messrs. Chiba, Chowaniec, Hillis and Hull)

Summary of the conclusions of the Sub-Committee on
the Establishment of an Intergovernmental Regulatory
Body (Hembers of the Sub--Committee: Mr. Faura,
Mr. ' Koulazhenkov, Hr. Hariko)

Mobility of staff il'l;.the United Nations, note by the
Secretary of the Committee

United~jationsInternational School, note bJr the
Secretary of the Cormnittee
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A/AC.150/CRP.59

A/AC.150/CRP.60

A/AC.150/CRP.6l

A/AC.150/CRP.62

A/AC.150/CRP.63

A/AC.150/CRP.64

A/AC.150/CRP.65

A/AC.150/CRP.66

A!AC.150/CRP.67

A/AC.150/CRP.68

A/AC.150/CRP.69

A/AC.150/CRP.70

A/AC.150/CRP.7l

Title

Comparison of United Nations and OECD remuneration,
note by the Secretary of the Committee

basis of United Nations Salary System, draft report
of the SUb-Committee as proposed by Mr. Dayton W. Hull

Report of the SUb-Committee instructed to submit a
draft on the recruitment of linational" professionals
by certain organizations (Members of the Sub-Committee:
Miss R. Guevara Chaval, Hr. J. Milliez and
Mr. K. A. Mariko)

Statistical information on staffing from~he

organizations in the United Nations common system:
note by the Secretary of the Committee

Rationalization of the Committee's views on the United
Nations Salary System as submitted by the Chairman

Recruitment of "national" professionals by certain
organizations, note by the Chairman

Base of the United Nations Salary System, pa3?er
submitted by M!. Jules Milliez

The Post Adjustment System, draft t'eportof the
SUb-Cmnmittee on Post Adjustments

Alternative possibilities for the creation of an
i:'lternational regulatory body (note by the Chairman)

The Post Adjustment System (working paper submitted
by Mr.D. Hull)

Report of the SUb-Committee on Allowances and Benefits

The ~uestion of matching points between United States
scales and United Nations scales, paper submitted
by J.l.1r. Dayton Hull

Statement made on 5 April 1972 by the Secretary-General
to the Special Committee for the Review of' the United
Nations Salary SystemCcirculated a.t the request of
the Special Committee)
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A/AC.150lCRP.72 (Summary)/Amend.2

A/AC.150/CRP.72(Summary)/Ame~d.3

A/AC.150/CRP.72(Summary)/Amend.4

A/AC.150/CRP.72(Summary)/Amend.5

A!AC.150/CRP.72(Summary)/Amend.6

A/AC.150/CRP~72(Summary)/Rev.l
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Draft Report of the Special Committee
Introduction

Draft Report of the Special Committee
Summary of conclusions and
recommendations

Draft Report of the Special Committee
Termination indemnities, addendum
to the sUmmary of conclusions
and reco~mendations

Draft Report of the Special Committee
Additional conclusions submitted
by Mr. Faura for inclusion in the
summary of conclusions and
recommendations

Draft Report rf the Special Committee
Additional conclusions submitted
by Mr. HUl+ for inclusion in the
summary of conclusions and
recommendations

Draft Report of the Special Committee
Revised text of conclusions submitted
by Mr. Chowaniec, Hr. Hull and
Mr. Roy

Draft Report of the Special Committee
Summary of conclusions and
recommendations
Amendments submitted by Mr. Hillis,
Mr. McGough and Mr. Milliez

Draft Report of the Special Committee
Summary of conclusions and
recommendations
Amendments submitted by Mr. Chowaniec,
Mr. Hull and Mr. Roy

Draft Report of the Special Committee
Summary of conclusions and
recommendations
Amendments and dissenting views
submitted by Mr. Koulazh8nkov

Draft Report of the Special COT@littee
Revised text of summary of
conclusions and recommendations
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A/AC.l50/CRP.72(Summary)/Rev.l/Anlend.l

A/AC.l50/CRP.72(I)

A/AC.l50/CRP.72(I)/Add.l

A/AC.l50/CRP.72(I)/Amend.2

A/AC.l50/CRP.72(II)

A/AC.l50/CRP.72(III)

A/AC.l50/CRP.72(III)/Anlend.l

A/AC.l50/CRP.72(III)/Anlend.2

A!AC.l50/CRP.72(III)/Anlend.3

j A/AC.l50/CRP.72(III)/Amend.4

A/AC.l50/CRP.72(III)/Amend.5

A/AC.150/CRP.72(III)/Rev.l
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Draft Report of the Special Committee
Summary of conclusions and
recommendations
Amendment submitted by
Mr. Koulazhenkov

Draft Report of the Special Committee
Chapter I: The International
Civil Service

Draft Report of the Special Committee
Chapter I

Draft Report of the Special Committee
Anlendment to Chapter I submitted
by Mr. Mariko and :Mr. Roy

Draft Report of the Special Committee
Chapter II: The Common System

Draft Report of the Special Committee
Chapter III: The Salary System
for Staff in the Professional and
Higher Categories

Draft Report of the Special Committee
Amendments to Chapter III submitted
by:Mr. Hull

Draft Report of the Special Committee
Amendments to Chapter III submitted
by Mr. Koulc .enkov

Draft Report of the Special Committee
Amendment to Chapter III submitted
by Nr. Koulazhenkov

Draft Report of the Special Committee
Amendment to Chapte:r- III submitted
by .Mr. KoulazhenRov

Draft Report of the Special Committee
Amendments to Chapter III submitted
by Mr. Chowaniec, Mr ..Hull and
Hr. Roy

Draft Report oftheSgE:cialCommittee
Revised text of Chapter I I!', ... submitted
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A/AC.150/CRP.72(IV)

A/AC.150/CRP.72(V)

A/AC.150/CRP.72(V)/Amend.l

A/AC .150/CRP."72 (VI )

A/AC.150/CRP.72(VI)/Amend.l

A/AC.150/CRP.72(VI)/Amend.2

A/AC.150/CRP.72(VI)/Amend.3

A/AC.150/CRP.72(VI)/Amend.4

A/AC.150/CRP.72 (A1ITiEX·I)

A/AC.150/CRP.73

A/AC.150/CRP.74

A/AC.150/CRP.75

A/AC.l50/CRP.76

Title

Draft Report of the Special Committee
Chapter IV: The Salary System for Staff
in the General Service Category

Draft Report of the Special Conunittee
Chapter V: Allowances and Benefits

Draft Report of the Special Committee
Amendment to Chapter V submitted by
Hr. Bello

Draft Report of the Special Committee
Chapter VI: Retirement, Pensions, and the
Joint Staff Pension Fund

Draft Report of the Special Committee
Amendment to Chapter VI submitted by
Hr. Koulazhenkov

Draft Report of the Special Committee
Amendment to Chapter VI submitted by
W.Ir. McGough

Draft Report of the Special Committee
Amendment to Chapter VI submitted by
Hr. Roy

Draft Report of the Special Committee
Amendment to Chapter VI submitted by
Hr. Koulazhenkov

Draft Report of the Special Committee
Information on the staff of the organizations
in the United Nations common system as of
31 August 1971

Proposed Salary Scales for United Nations
Staff in the Professional and Higher
Categories, paper submitted by IvY..r. Hull

The United Nations Salary System, p3.per
submitted by Hr. Chowaniec

The United Nations Salary System, paper
. submitted by Mr. Hilliez

The salary system for staff in the Professional
and higher categories, note by the Secretary
concerning chapter III of the Special
Committee's draft report
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A!AC.150/CRP.80 Text on Post Adjustments for Inclusion in the
Report of the Special Committee, submitted by
Mr. Hull

Symbol

A/AC.150/CRP.77

A/AC.150/CRP.77/Add.l

A/AC.150/CRP.78

A/AC.150/CRP.79

Title

Proposed Salary Scales for United Nations Staff
in the Professional and Higher Categories, paper
submitted by ~·1r. Chiba

Proposed Salary Scales for United Nations Staff
in the Professional and Higher Categories,
addendum to paper submitted by Mr. Chiba

The Health Insurance Scheules of the Organizations
in the United Nations Comm.on System: Practices
and Problems, working paper submitted by the
Secretary

Letter dated 12 May 1972 from the Secretary-General
addressed to the Chairman of the Special Committee

A/AC.150/CRP.8l United States Government Officials Seconded to
International Organizations, paper submitted
by Mr. Hull

A/AC.150/CRP.82 Reply dated 26 May from Chairman of the Special
Committee to the letter of the Secretary-General
dated 12 May 1972

IV. Views and Comments. on the United Nations Salary System
submitted to the Special Committee in 1972

RESTRICTED DOC1n~NTS

Symbol

~ A/AC.150/R.l

A/AC.150/R.l/~dd.l

Title

Comments and views of GovernDlentso~ltheUnited
Nations salary system, note by the Secretary
General transmitting views of the Governments
of the United Kingdom, the Federal RepUblic
of Germany and Italy

Comments and views of Governments on the United
Nations· salary system, note by the Secretary
Gene.raltransmitting vievrs of the Governments
of Franc.e, -Japan and the United States of
America: Addenduri.i
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A/AC.l50/R.l/Add.2

A/AC.l50!R.2

A/AC.l50/R.2/Add.l

A/AC.l50/R.2/Add.2

A/AC.l50/R.2/Add.3

A/AC.l50/R.3

A/AC.l50/R.3/Add.l

A/AC.l50/R.3/Add.2

A!AC.l50/R.3/Add.3

A/AC.150!R.4

A/AC.l50/R.4/Corr.l

A/AC.l50/R.5

A/AC.l50/R.6

Title

Comments and views o~ Governments on the United Nations
salary system, note by the Secretary-General transmitting
views of the Government of Madagascar: Addendum

Views o~ the executive heads o~ the organizations of
the United Nations common system, note by the
Secret~ry-General

Views of the executive heads of the organizations of
the United Nations common system (ICAO and IAEA), note

-by the Secretary-General: Addendum

Views of the executive heads of the or8anizations of
the United Nations common system (ICAO), note by the
Secretary-General: Addendum

Views o~ the executive heads of the organizations of
the United Nations common system, note by the Secretary
General (assignment allowance, rental allowance and
termination indemnities): Addendum

Replies of individual executive heads to questions
addressed to them by the Special Committee (m~, FAO,
UNESCO, WHO, UPU~ lAEA, GATT) ~ note by the Secretary
General

Replies o~ individual executive heads to questions
addressed to them. by the Special Committee (ILO),
note by the Secretary-General: Addendum

Replies of individual executive heads to questions
addressed to them by the Special Committee (FAO), note
by the Secretary-General: Addendum

Replies of individual executive heads to questions
addressed by the Special Committee (IAEA), note by
the Secretary-General: Addendum

Views of the Federation of International Civil Servants V

Associations, note by the Secretary-General

Views of the Federation of International Civil Servants'
Associations, note by the Secretary-General

Suggested waiting periods for within-grade advancement,
paper submitted by Mr. Dayton 1'1. Hull

Modi~icationo:f the concept of "best prevailing
conditions o~ service ll for the General Service sta~f,

paper submitted by Mr. Dayton W. Hull

-242-

.. ,~.~,._.

A

A

A

>,-
A

.. i}

A

A

A

A

A

A

A

.~

A

f A
~

A

A



ng

~
Fi
f
'-

Symbol

A/AC.150/R.7

A/AC.150/R.8

A/AC.150!R.9

A/AC.150/R.9/Add.l

A/AC.150/R.9/Add.2

A/AC.150/R.lO

A/AC.150/R.ll

A/AC.150/R.12

A/AC.150/R.13

A/AC.150/R.14

A/AC.150/R.14/Add.l

A/AC.150/R.14/Add.2

A/AC.150/R.15

A/AC.150/R.15/Add.l

A/AC.150/R.15/Add.2

Title

A special service category~ paper submitted by
Mr. Georges Palthey

Salaries~ allowances and benefits of diplomatic
officials, summary of info.cmation provided for the
Special Committee~ note by the Secretary-General

Study of the post adjustment system (part l)~ note by
the Secretary-General transmitting report of the
Consultant

Study of the post adjustment system (part 2) ~ note by
the Secretary-General

Study of the post adjustment system (part 3)~ note by
the Secretary-General

The structure of the international civil service,
working paper prepared by the Secretariat

The principle underlying the salary system for staff
in the Professional and higher categories~ working
paper prepared by the Secretariat

Simplification of administrative rules~ paper submitted
by the Food and Agriculture Organization

The post adjustment system~ paper submitted by
Mr. Dayton Trl. Hull

Salaries, allowances and benefits i~ seven United
Nations headQuarters countries~ note by the Secretary
General transmitting report of the Consultant

Salaries~ allowances and benefits in seven United
Nations headQuarters countries~ note by the Secretary
General (abbreviations used in the report)

Government Pension Fund Contributions, note by the
Secr(::tary~General

Views of Staff Associations (FICSA), note by the
Secretary-General

Views of Staff Associations (IAEA Staff Council)~ note
by the Secretary-General

Views of Staff ~ssociations~ paper submitted by the
United Nations Staff Uni,on on the "punitive aspects of
the second official language reQuirem.ent under General
Assembly resolution 2480 B (XXIII)".
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A/AC.150/R.16

Title

rlethod of Calculating the Cost-of-Living Index for
Staff of International Organizations in the United
Nations Common System, paper dated 20 January 1972
prepared in the Institute of Economics of the Academy
of Sciences of the Ukrainian Soviet Socialist Republic
(submitted by Mr. A. G. KoulaZhenkov) •
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