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ANNEX XIT

SALARTES, ALLOWANCES AND BENEFITS IN 3SEVEN UNITED NATIONS
HEADQUARTERS COUNTRIES

Introduction

1. This report has been prepared by an outside consultant engaged by the
Secretary-General from among candidates submitted by members of the Special
Committee. It contains findings, conclusions and recommendations that are intended
to assist the Special Committee in making comparisons between the emoluments in the
United Nations and thos= in the national services of the United States and of +the
six other headquarters countries (see A/8428, paragraph 19).

2. In accordance with the terms of the agreement, the consultant has undertaken
to submit the body of this report in English, French and Spanish.

3. On 15 February 1972, the Special Committee requested the zonsultant to prepare
two extra sets of tables and to obtain from the seven Governments information on
this respective pension fund contribution. The tables are desecribed and
reproduced in Appendix A and he pension information is given in Appendix B.
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Abbreviations used in the report

1. The abbreviations below relate to the titles or references used by the
ngtional civil services to identify their salary grades or psy levels. a/

(&) AUSTRIA:

Roman numersls are prefixed by Dienstklasse; (service grade); thus,
VIII3 means step 3 of service grade VIII.

(b) CANADA:

The Canadian reference letters and numbers indicate the salary grades
and do not relate to post titles.

(c) FRANCE:
Al = Administrateur civil 1 (Civil Administrator 1)
A2 = Administrateur civil 2 (Civil Administrator 2)
4,B,C = Hors echelle A-C (Special Class A-C)
AHC = Administrateur hors classe (Senior Officer)
IEC = TIngénieur en chef (Chief Engineer)
IG = TInspecteur général (Inspector General)
10 = Ingénieur ordinaire (Engineer)

(d) ITALY:
DG = Direttore Generale (Director-General)
IG = Ispettore Generale (Inspector-General) '
DIV = Direttore di Divisione (Director of Division)
SRZ = Direttore di Sezione (Director of Section)
CII = Consigliere II (Counsellor II)
Th2 00-05 = steps 00 to 05 in Parametro Th2

(e) UNITED XKINGDOM:

aAs = Assistent Secretary
A.S,P = Assistant, Senior, Principal and Chief Information Officer
and C
AXO = Assistant Experimental Officer
eie} = (Clerical Officer

a/ The meaning of each abbreviation is given in the original language with
the appropriate translation, where necessary, in parentheses.
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(e) UNITED KINGDOM: (continued)

CX0 = Chief Experimental Officer
DCNO = Deputy Chief Nursing Officer
DS = Deputy Secretary
EO = Executive Officer
EX0 = Experimental Officer
HEO = Higher Execubive Officer
I0 = Information Officer
MO = Medical Officer
NAAS = An index code
NO = Nursing Officer
PR = Principal
PS = Permanent Secretary
P,S = Principal and Senior
PSSO = Principal Scientific Officer
BEO = fenior Executive Officer
SEXO = Senior Experimental Officer
80 = Scientific Officer
SP = Senior Principal
SPSO = BSenior Principal Scientific Officer
880 = Senior Scientific Officer
Us = Under-Secretary
Vo = Veterinary Officer

= Mid-way between steps 2 and 3 of SPSO grade

S5P802.5

(f) UNITED STATES OF AMERICA:

Grade numbers prefixed bty GS are self-explanatory, e.g.,
GS12.6 means step 6 in grade GS12.

2. The Italian parametro and the French indices net et majorés refer to the
government salary calculation tables. .



This project was commissioned on October 21st 1971 and started on October 31st.

Meetings were hield from November 1st to November 24th with 14 U.N. bodies in the seven
headquarters countries, The scven counterpart Governments were visited from November
25th to Deccmber 17th,

These scvere constraints of time, as well’as the nced to produce an action document,
have led to as brief a report as the complex material made possible. Every effort has
been made to avoid crror but the schedule allowed little time for checking.

Our sincere thanks arc duc to all those officia1§; some 150 intcrnational and 50
national civil servants, whose cooperation and goodwill made it possible in the time
available to produce a report at all.



TERMS _OF REFERENCE

The torms of reference for the report were as set out in the UN, document A/AC.150/CRP,22/Rev.1
of Augzust 1ith 1971,

SPECYAL COMMITTEE FOR TIIE REVIEW OF
THE UNITED NATIONS SALARY SYSTEM

INSTRUCTIONS FOR CONSULTANT ON SALARTES, ALLCWANCES
AND BENEFITS IR CERTAIN WEADQUARTERS COUNTRIES

{Adopted by the Special Committee at its 34th and 73rd
meetings on 20 Junc and 10 August, 1971)

OBJECTIVE

To determine on a comparable basis related to the United Nations common system the range of professional
salary levels and all other emoluments in the Covernments of Austria, Canada, Feance, Ttaly, Switzerland,
United Kingdom and United States, for employces who work in the capitals of their home country and those
employed in the field on bilateral technical assistance programmes,

METHOD

aY

c.

D.

E.

R K

Pevelop benchmark descriptions for appropriate position levels, including qualification standards,
!‘o;; positions currently oxisting in the United Nations common systom at the following levels, among
others:

(1) Entry lcvel university graduates without professional expericnce;
(2) Middle level cconomists, statisticians, scientists, medical dectors,
personnel. and finance officers, and similar large occupational groups
found in the United Nations systems
{3) Top carcer levels, both managerial and specialised,
Consnlt key persomtel officials in cach of the Goviernments concerned to obtain and verify information
as to precise salary levels and all other emoluments in relation to benchmark nositions, and the

allocarion factors by which similar positions in that Government are classified. In addition,
information should be obtained as to the procedure and on what data salary levels are adjusted,

Collate and interpret data collected in r¢lation to the United Nutions common system to arrive at
objective of study,

Establish priuciples and means by which the findings of the survey can be periodically updated.

Explore feasibility of installing a position classification system within the United Nations common
systom supported by regular salary swveys.

This is the single most important step in the salary review process.,

This should ivclude, but not necessarily be limited to, the followinz: vacation and lcave plams,
medical and hospitalisation plans, bonus plans, family allowance plans, retirement and other social
insurance, transportation to and trom work, sceverance pay plams, free or discounted meals, cducation
subsidy plans,
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METHOD _Ol* APPROACH

On November 1st, visits began to the various U.N, organ.sarions. These visits customarily started
with discussions with administrative and personncl officials and led, in most cases, to talks with
Heads of Departments or Scotions concerned with particular technical specialities.

These meetings, during which some 150 U.N, officials were met, cnabled the preparation of the
beachmark descriptions and qualification standards.

Post descriptions were studicd and mectings held, in many cases, with current post incumbents so
that comparable national government positions could be precisely located and salary levels verified
on an individual basis.  These very precise spot checks cnabled the overall career and pay pro-
gressions and structures of the national governments to be more confidently aligned.

visits to the national governments, lasting between two and threc days each, began on November 25th.
A list of official contacts is annexed but many other officers - up to 15 in number - were involved
at cach Covernment. These provided official documents indicating salary structures and conditions
of service. Particular occupational groups and posts were discusscd in detail to verify carecer
structures and remuncration levels.

Particular questions were dirccted at:

~ the size and importance of the Covernment as an cmployer;

~ the range of activities of central State crganisations,
particularly in federal systems;

~ the standing of the Covernment as an employer;

- methods and levels of entry and promotion;

~ the career progression and top level to which the carecer
¢ivil servant could aspire and the level at which political
considerations affccted appointments;

~ the importance of bilateral assistance programmes undertaken
by each country.

Efforts were also made to discover unpublished benefits and the modification and application of
official policics and principles.



2.

.

S

6.

7.

8.

9.

10.

SUMMARY OF CONCLUSTONS

The post adjusted U.N. salary scales seem fully cowpetitive with the salaries offered by the seven
hendquarters countiles? Civil Services, with the following cxcaptions:

- wmedical doctors
- levels PS to 2.

if the Noblemaire principle is still to be applicd, the Canadian Federal Civil Service - amongst
those surveyed - would nced to be the major bcnchmrk.

Certain U.N. conditions of service are not competitive c.g. pensions and education allowances.
The different U.N. organisations apply the grade system in markedly differcnt ways.

There scems to be a strong tendency to apply higher gradings than responsibilities justify i.e.
grade creepe

Adrcnistrative staff and epccialists do not scem suitably graded in comparison with one another.
The major national civil services often grede their equivalents of the U.Ne junior administrative
posts Jower than docs the U.N.

There are signs of overstaffing in administrative areas. Some, but not all, of this may be
attributable to the demwds of political masters.

The calibre of U.N. specialists scems to compare well with tue outside world. But there appear
to be insufficient junior professionals for the senior men who are often inundated by the paper
demands of a burcaucracy.

S

Certainly in the carlier carcer stages, the U.Ne appears %o give its professional staff less
responsibility than the national civil services give to theirs. This is a major cause of
frustration and dissatisfaction.

Recruitment problems do not have their primary source in pay. The main solutions to these
problems should be sought from improvements ing

= UeNe imige

= pecruitment advertising and promotion methods

- recruitment and selection procedures

- not recruiting, to xtamdn;'«ls which are often in

excess of needs of the job, particularly in
administrative posts at lower levels.
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5.

SUMMARY. OF RECOMMENDATIONS

The UN, should set up the cquivalent of a Civil Service Department or Conmission with real
independence aud authority to cover grading, salaries and bonefits and cstablishuwent control.

Future salary sweveys should include, apart from the U8, as the prime comparator, other Civil
Survices with 500,000 or more non~industisial officials and the non-U.N, intcrnational organis-
atlons e.pg. BEG, OECD, IMP, World DBank,

Surveys should he conducted annually and both salarics and benefits should be reported wpon.

U.N. gross base salaries should be set on U.S. Federal Civil Service Washington D.C. salaries
- with any modification as appropriate to U.N. nceds.  Assuming the U.S. Federal Civil
Service remiins the prime comparator, the base city should be in the U.S. New York is
rejected as too cxpensive a basc. The technically best base city would be Washington D.C»

Since the new base city would be Washington D.C.,' there will be a large number of negative post
adjustments. It is esscntlal that all U.N. bodies observe them. The.current Post Index system
is not satisfactory in relation to housing. The U.N. should consider adopting the Canadian

Federal Civil Service method of weighting the indices to accommoedate recent housing cost increases.

In addition, there should be an expatriation allowance of 257 of nct salary, which is
unpensionable and not subject to post assessment, applied to salaries in the base city

i.¢. Washington D.C. The expatriation allowsnce would be payable even to r+aff working in
their home countries, except that in these cases, the maximum allowance would be 10¥%, not 25%
of net salury., Thé cexpatriation allowance should not be unpensionable if recommendation 9. on
pension chuanges is not accepted,

Salary ‘Structure:

- add two further salary steps to P5, DL and D2;

= increase immediately, by two salary steps, the following
categories currently in P§5, D) and D2: all specialists
(as page 32 in A/ACI150/4 dated 20 April 1971 "Existing
Conditions of Scrvice in the U,N. Common System") except:

Librarians

Nurses

Technical Officers
Medical Officers;

— for Medical Officers in P3 to D2, ercate new salary scales
as follows : )

Number of Steps

level New Mininun in New Ranpe
"3 Stop 4, M3 12
P4 Step 4, P4 12
Ps Step 4, 5 12
n. Swp 3, N Y
n2 Step 2, D2 6

-]l



8.

Y

10.

1f.

12.

13

4

SUMMARY O RECOMMENDATIONS  (coutd)

Pension:  pensions should be caleulated on 240 per year of service instead of 2%, with a
maximp pention of N0 Retirement pensious should be adjusted at the same time as, and
in Line withy, salary structure changuie

Life Assuvince:  donble the awaxdse.
Redundancy Paymentse  double the avanls.

Education Grantss  the grants should be USH2,000 maximum for education at post and §3,000

Smaxiown for education in the home country or nearest suitable schooling. to allow children:

to re~onter the educational or career system of the country of the origin of their purents.

Overtine should continue ~ unlike the national civil services - not to be paide

-Qost reduction is best carried out not by .cutting salaries but by reducing numbers employed.

In the interests ofcont effectivencss, there are undoultedly savings to be made ing
= deercasing the nupber of administrative staffs

decentralisine functions from New York;

!

movimg ot of New York altogethers

~12~



FEASIRILITY OF RONSTION CLASSINICATION

Position classification in the U.N. has tw facots:
- technical aspects

-~ political constraints.

TECHNICAL ASPECTS

There are no overdding professional op tcchxuca] reasons why the U,N. should not classify both
dty generalisv and specialist positions: .

=~ other large orpanisations both public and private, including
the U.S8. Federal Civil .Su'vmo, have classificd specialist
positions;

=" this report contiins prepared benchmark descriptions for
salary comparisons which show that classification is tech-
nically feasible;

- clasgification standards have already been written for
some administrative positions;

~ & fow Agencies (WMO and TLO) have dofimed standards
for their particular speclelisms,

POLITICAL CONSTRAINTS

However, there arc a scries of consuraints, some external to the U.N. Secretariat and its Agencies
and some inside the organisations; which will seriously inhibit the effectiveness of any position
clagsification programne,

External Constraints

=~ Geographical distribution of staff. The U,N. exists to give
aid, not-employment., The imposition of staff on the Agencies
for rcasons.other than cempetence to do the job must bring
the institution, let alone any established classification and
qualification standards, into disrepute. Repeated claims for
representation of nationalities is also reported to have
caused overstaffing and the creation of non-jobs,

=~ Location of Agency Headquarters, There is no doubt thata -~
New York location causes particular remuneration problems..
The high cost of living, cspecially in housing, defeats even
the U.S, Federal Civil Service in some aspects of remuncra-
tion controls, On the other hand, the low level of GS salaries
in Vienna, London and Montreal are oncfactor why jobs allocated
to professional staff in Rome and Paris are clerical posts
elsewherc.

« Meunber-country treatment of their staff working for the U.N.
Various countries treat their staff working for the U.N. in
ways that wndermine any common system. Some countries insist
their staff come in at no lower than PR and efi‘cctwdy stay
no longer than severn years; others grant seniority and cven
abgentee promotions whilst in the U.N. or remove all seniority
after four years away from home, Another country forbids
participation in the YN, pension scheme whilst another allows
two pensinns to be pajd.

- Governing bodies control over the Apenciecs. - Some poverning
confercnces forbid the use of M or D2 positions or merge
varjous pmﬁ-wimml grades (WMOY and 110).  The WO jpnores
a13 minus post adjustments,  UNESCO and UN pank men rather
than their jobs and .allow staff to be uppraded on seniority,
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COMPARISON DTAGRAM OF GS W1TH PROFISSTONAL SALARIES

Lowvest Professional Net Salary Highest GS Net Salary ZG6S of P
(excluding dependency, languages and non-residents allowances)
usy
New York 8,985 11,010 123
Ceneva . 7,903 10,304 132
Ronie 7,689 10,330 135
Vienna 7,689 8,383 109
Puris ", 121 11,494 142
Montreal 7,080 9,288 121
London 7,815 6,287 : 80
—a1,50
r- —11.40
H - ~{1.20
T+ ' —1,10
il
2 ‘ o L L. -—-11,00
)
8 o 3 ~10.90
. & op §f b '
2 & & & é .'f‘. - = 0.80
'g
ki
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FEASINULITY_QF POSITION CLASSUFICATION (contd)

~ Source of financing., The World Bank finances projects for
wiich it may insist on P5 level experts. The UNDP funds enable
Agencies to overcome establishment lists set by governing bodies
on the use of regular funds. These "facilities" will cause
flexing with any classification standards, however vigorously
defined,

- Labour shortages. Traditionally a dearth of skilled manpower
will cause salaries to risc e.f cconometricians. Alternatively
trade union pressures can achicve the same effect e.g. medical
doctors, air traffic controllers. )t is important to consisder
how far any organisation should withstand these forces. For
exwiple, the major competitors far cconometricians would appear
to be the U,N. family of orfganisations itself,

Internal Constraints

~ Carcer service. There is great pressure by staff, especially
in administration, for a career scrvice to be formed. This
in essence rewards seniority rather than merit. Merit is
rewarded by promotion, which is not the correct method, The
narroy speciality of much professionia) work also means consider-
able time is spent in one grade, with no chance of promotion.
Alrcady the U,N. has more steps per grade and as wide salary
ranges as the organisdtions surveyed,

~ Staff associations. The relative strengths of these organi-
sations vary. .However, promotion, selection and grading
decisions are the subject-for negotiation in a few Agencies.
Wherever negotiation enters, grading standards will be
distorted, .

-~ No common application or control in Agencies. The biggest
present problem is the varying application of grading concepts
and the varying control over manning and grading in the Ag encies.
The whole gamut from extreme control to catch-as-catch-can is run.
UNIDO, UNIESCO, UNDP and jn some areas IAKA, FAD and GATT are
graded above the other agencics. WHO alregpdy has classification
and manning standards for professional staff, 1CAD, WMO, UPVU
and JLO to a Jesser extent are following. Moreover, there are
instances where Director Cenerals have overruled professional
grading decisions which can only dimish grade control,

~ When the job held by a former upgraded GS employce falls vacant,
the job i3 not regraded to its former level. Functions within
agencies exert presswe for upgrading; former experts expect
re-recruitment at higher rates for the same job; and promotion
iy given as a pre-retivement present. GS staff are promoted into
professional salary scales for jobs which in other countries are
done by clerks. (Piagram opposite shows the comparison between
the highest (8 rate and the lowest I' rate, The amownt of overlap
cannot be ascribed solely to local wage rates,) :

- Staff disillusionment, The acceptance,- tacit or overt, by stuff
of position c¢lassification is necessary for its success. At
present UN, staff arce commonly disillusioned with the organisa-
tion. There gcems little doubt that the mission of the U.N. is
not the magnet it was., Complaints about the U.N. bejng a dumping
ground may well be correct, Staff even query wlicthey some member
states actually wint the U.N. to succced. Position classification
could well appear as yet another pulitical interference and control,
preventing staff from achieving their objectives.’

~ Poor recruitme ¢ procedures. Although remuneration is the whipping
boy, it is not the cause of present malaise. Indeed a low P§
salary is preferred to a hipher P4 salary because of the increased
status. Jt would appear that recruitment difficultics stem from:

=15-



FEASTRILITY OF POSITION GLASSIFICATION (contd)

= the poor image of the JuN.;

~ the lengthy (often 9 months) recraitment procedurce
during which time the vreeruit "will have .ound
another job or died";

~ the poor prescatation of the remuneration advan-
tages of the UN. 1t is said that U.S. staff can
be recruited only by wpgrading the job, Yet the
net-of-tax advantages to a U.S. civil servant
coming in at the same responsibility level con be
casily scen in the supporting salary schedules.

The exhaustive liasting of the political difficultics facing a feasible profcssional solution make
it seem unlikely that a common position classification system supported by salary surveys could
be made to work,

flowever, we believe it could:-

a) the present grade structure (P2/3 - D2 for specialists and
Pl -~ D2 for administrative staff) is suitable to reflect
exksting gradations of responsibility;

b) much groundwork has alrcady been done and most agencies
are convinced of the nced for common grading standards;

¢) pressures for common grading cxist where multi-agency projects
mcan staff wrk together in the field and differcnces camnot
“be tolerated;

d) position classification standards should avoid over—clabor: tion.
Short, simple and flexible standards are required, avoiding the
contentious premise that larger agenéies have larger and more
difficult jobs. (The reverse may weil be true.) Whilst the
standards produced in this report were completed quickly, it is
felt that not much wore sophistication is necessary. Benchwark
Job descriptions for cach function at each available level frem
each Agency would probably be an invaluable support.

e) The most critical key to the success of common position classifi-
cation standards would be the institution of a Department/Bivision
reporting to the highest Jevel, concerned with grading, remuncration,
nanning standaeds and other personnel matters. It would be the
counterpact of the Civil Service Commission in the UsS., the Civil
Service Nepartment in the UK., the Treasury Board in Canida and
Ministry of State for the Public Sexvice in France. 1ts indepen-

Tdence is vital and its powers of persuasion must be backed up by

the power of the purse, from whitever sonrce, It wuld consist of

a Pay Rescarch Unit, a Position Classification Unit and a Manpower

Plamming Unit. Lt could probably be comprehended within the Joint-

Inspectorate recompended by Professor Bertrand. Until the Agencies

. can be relied wpong or coerced, to apply equally any classification
u . standards, any work on them would be wasted, We regard such an
; o independent institution as vital to the svccess of the grading -

- , System, -
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PRINCIPLES AND MEANS OIF UPDATING

CGENERAL

Much consideration has been plven to the basis for future revicws of the U, N. remuncration structure,
Two principles need to be stated first in the curreat U,N. climate.

Tt is appreciated that cconomic consideration will always play thelr part in UN. thivking en pay as
they do elsewhere, Cost is undoubtedly uppermost ut the present time, It must be stated, however,
that the way to cut cost is not to voduce or keep down salaries but to streamline the establishment
and ebtain better value for moncy from fewer people. This needs to be done selectively on a funetion
or pregramme basls rather than, say, a 108 across the boprd reduction in establishment.

The second thing which needs to be stated is this., There appears, both from documents and comments
made, a desire in the U,N, for a formula which will replace judgement. Xt may not be superfluous to
say that this is a chimacra.

COMPARABTILITY

The primary consideration in updating the U,N, remuneration structure should continue te be the U,S.
Federal Civil Service, The reasors for this recommendation are as follows:

~ the U,S, is the biggest Civil Service with the largest number
of professions ard occupations;

~ like the UN,, it is a job-oriented rather than career oricnted
Civil Service;

= it has the most fully-documented classification standards for
post comparison purposes;

= 3t makes comparisons with private scotor organisations in the
most professional way of all Civil Services;

«~ the U.N, alrcady follows the principle in theory if not always
in practice;

~ the U.N. peys in U,S. dollars and has an important organisation
in the U.S.
However, the U,N. should not base its own policies entirely on the U.S. because:

« the U,S, Federal Civil Service reflects problems and solutions
peculiar to the U,S, cconomy and cultural attitudes; -~

« there are difforential movemsite in costs and standards of living
in differcnt countrics;

- . the relative availahility of toney must also be consideired.

It 1s therefore recommended that continuing comparisons should be made with all Civil Scrvicc§ with non~-
{ndustrial officials numbering 500,000 or morg, excluding State-owned corporations. . This would include:

- ‘the U.S.A

the United Kingdon»
- PFrance

e probably
- . the U.S.5.R.

Japan k
- -A‘.‘fhlnix

" West CGermany, -
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PRINCIPLES AND HEANS OF UPDATING {contd)

In addition to these national Civil Services, there are international organisations with whon
the U.N, should make compprisons, These includes

- ':-Eoc-
~ the Europcan Coordinated Organisations c.g. OECD, WEU, CERN
= the World Mank

~ the International Monctary Furd.

It will be noticed that ao recommendation is made for the U.N, to return to the Noblemaire
principle and pay according to the highest paid Civil Scervice knows, which now scems to be the
Canadian Federal Civil Scrvice.

KETHODOLOCY

It is recomacnded that the U.N. should cstablish a Pay Rescarch Unit. It is important for the
Ceneral Asscmbly, the Scoretariat and the staff that this Unit should be seen to be unbiased
and its findings should thcrefore be available to staff organisations as well as to top U.N.
officials,

L4

The Pay Rescarch Unitts task weu?d be to establish relationships with the relevant authorities
in the comparable organisations, with a view to a mutual cxchange of salary and benefits
information on a continuing basis.

There would, therefore, be an initial leapthy exchange of information on fringe benefits and
allowances, Thercafter, there should be an automatic exchange of information on supplementary
benefits changes vithout the nzed to request it.

)

Tht' Pay Research Unit would survey salaries on an annual basis and its report would cover both

salarics and benefits, It is important that the survey should be annual since effectively all
comparable organisations carry out annual reviews, Timing in the year would be a matter for more
detailed consideration and could also be important, -
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COVERNMENT CAREERS
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OOVERNMENT CAREERS

To make valid romuncration comparisons, a wider spoctrum than just salary statistics is required,
Tho followi: ~ aspacts are considered here:

= method of entry
« size and shape of organisations
- type of carcer offered, if any

- 3alary administraticen methods.

METHOD OF ENTRY

In all civil services surveyed, entry for recent university graduates is by written and oral
examination. In the Austrian civil service, and to an extent the French, this examination takes
place after the recruit has joined but his confirmation is dependent on passing the cxamination,
The U.N. docs not have competitive entry by examipation.

SI12F _AND SHAPE OF CIVIL SERVICES

The size of the non-industrial (or white-collar) civil sexvices is relevant:

UScA. 1, 500,000
Canada 199,000
U.K. 495,000
France 550,000
Switzerland 77,000
UK, 17,000

{In al1 c):nca military personncl and state-owned or -rum industries e.g. Post Office, have been
omitted.

Other important paramcters of organisations aie the age structure (see Diagram I) and the
distribution of professional staff throughout the salary grades (sce Diagram IX).

Since the national civil scrvices and the U.N. Agencies have different missions, aot too much
can be drawn from thesc diagrams cxcept to suggest that the U.N. cither has too many Fi's or,
more probably, P4's insufficicntly supported by junior professionals and clerks. The age
distribution also suggests that the age and qualification standards for junior professional
posts are set higher than in the national civil services,

| TYPEIOF CAREER
o In Fran;\&, ltaly, Austria and to an extent Switzerland, entrants are streamed, and their futurc

seareers determineg by the level of their academic attainment before or soon after joining.
Until 1971 the UK. alsco hul this system but is changing it for a system more like the U.S. and
Conadian clyil services. There the requirements of the job and ¢he experience necessary to
perform the fob deteymine the type of incumsbent.  There is no bar in these three countrics
(tlncc-reticully, at least) tor an official to start at the very bottom and progress tv the very
top end thiese countries have a single salary and grade structure,

The U.N. hus two grade atructures but progress is not based simply on academic attainsent.

France, Italy, Austria and U.K. offer a permunent caveer to staff whereby carcer and salary
progress, in the early stages at Jeast, are virtually automatic. Advancement does not neces-
garily depend on a job being available. HMost officialy can look forward to reaching to the top
of P4 equivalent level or even to P§ cqiivalent level,

=-20- .
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DIAGUAM ITY

AVERAGE AGE 01 BNTRY

The average uge of entry for graduates and profcessionnls is as follows:

U,N.

U.8.A.
U.K.
AbSTRlA
IZI'ALY
FRANCE

SWITZERLAND

39.5 ) (veported recruitment age — UN, Actuaries)
27.5 ) (probable start of P2 carcer)

23

22.5

24

25.5

25 (before going to ENA or Polytechnic)

25

23—



GOVERNMENT CAREERS (contd)

Switzerland, Canada and U.S.A. claim their civil services are more job oriented and only inci-
dentally offer a carcer of adviancement to recruits. However, questioning elicited that.pressures
for a carcer service (i.c. a planned succession of jobs) were strong as evidenced by "grade crv.cpt
(highlighted recently by President Nixon of U.5.A.), the narrower salary differentials in Canada,
and the wider salary ranges of these countries., The grade and age distributions (see Diagrams I
and IL carlier) are evidence of the demand for a.permancnt carcer, whatever the cultural pressures
for, and acceptance of, mobility.

Carcer scrvices moke comparison with the U.N, grade structure difficult because:

-~ different entry ages (and subscquent promotion rates) are based
on different cducational systems (sce Diagram III opposite);

=~ in carcer civil services, individuals arc ranked rather tham
their jobs. Their grade title is no indication of the type
of job they are doing. Men with different grades may well
be doing the same jobs;

- promotion into another grade docs not necessarily mean a job
with more responsibility. At best it may reflect a growth
in compctence, a reward for improved performance. In one
civil scrvice, an official passes through three grades usually
holding the samc job;

~ varying types of controls over manning result in jobs not
always being what they appear. The controls range firom a
statutory list of jobs graded for cach decpartment, all of
vhich may or may not be nccessary in the current circum-
stances, to a programme budgeting contiol where job des-
criptions are drafted to justify the moncy which is decmed
negessary to spend;

- it was not feasible to observe U.N. officials and civil
servants actually at work to make real comparisons cither of
the actual responsibilitics undertaken or the actual work
load expeated.

In an effort to overcome these drawbacks, charts have been drawn up to show the relative speed of
progression in cach civil service (see Diagram 1V). From these, it can be seen that:-

— the U.N. offers promotion to average staff later or slower
in their careers than do the national civil services. This
is not quite so truc for above average U.N. staff;

- age for age, the U.N. have older pcople doing jobs of the
samc responsibility; -

- U.X. officials cannot aspirc for posts as high as in some
civil services (this is not a clear cut point);

- some staff frustration could be explained by stating that
it is possible for the U.N. to recruit younger staff to
positions of less responsibility, but higher pay than in
their own civil services.
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SALARY ADMINYSTRATION METHODS

UeNe

UeSeAs

CANADA

UsKe

AUSTRTA

ITALY

FRANCE

SWITZERLAND

Frequency of
salary review

How promotion
increases are
awarded

Salary range width (1)

No. of salary steps

% progression to
next grade (2)

start mid

top
career carecr carcer

start
career career carecr

nid

top

start mid
carecer career

Annually

Annually in the
first half of

grade; bicanially

afterwardu.

Annually

Annually

Bienrnially

Biennially

Annually but
bicnnially in
higher posts.

Annually

Varies by agency
but usually next
step above pre-
sent salary in
next grades

Two steps above
present salary
in next gradc.

Equivalent to
merit increascs

No overlapping
salary bands:
promotion to
minimum, ‘

Indexed pro-
motion scale
ensures pro=-
motion occurs
which gives
next step above
present salarye

Next step above
present salary
in next grade.

Indexed pro=-
motion scale
CNSures pros
motiva oceurs
vhich gives
next step above
present salary.

Promotion )
increase table
gives approx.
increase of 13
= 2 times normal
merit increasce

(1) Salary range max = min x 100

Salary range min

{2) Midpoint of rangep - midpoi_nt rangey

34% 34%
20% 308
varies
22% 35%
4% 33%
5% 25%
38% 73%
33% 27%

x 100

WMidpoint rangey

-27-

197

27%

one

step

53%

25%

24%

19%

11

10

12

10

varies

11

1

24% 242
108 18%
varies
30%  66%
11% ag
165 22%
% 8%
G
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POSTTION CLASSIFICATION METHODS
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NUMHER OF CGRRADES.

U.N. 7

U.SuAs 6N

CANADA 3 - 100 foar cach: occupational group
WK, 79

AUSTRYA: 7

TTALY 5-6

FRANCE 7

SWITZERLAND 34



U Ne

uls' A.

CANADA

u.x.

AUSTRIA

ITALY

FRANCE

SWITZERLAND

CLASSTFICATTON AIPROACH _AND FAGTORS

Orade classification. Single structure of grades and salaries for all occunational
groups,

Orade clasaification, Single structurc of grades for all oscupational groups, Single
salary structure but vardations forr hard recrujtment areas c.gf. engincers, scientista,
medical doctors. These variations mostly equal to a half grade lacrease,

Points rating, factor comparison, grade classification all uscd, Methods vary by
occcupational groups. Factors arc primarily:

- kind of assigmment
- comploxity of work
« profcssional and management responsibility

- impact of recommendations and activitics,

Carcer service. Hroad occupational groups ciach have own but related grade and salary
structures ¢.g. administrative and scientific, Crade levels dotermined by broad
responsibility comparisons, plus budget implications,

Carcer scrvice. Single common structure of grades. Crade levels determined on officialls
age and scniority. This may be rclated to responsibility level,

Carcer sarvice. Single common structure of grades. OCrade lovel determined by entry
quakifications, scniority of official and broad responsibility at higher levels.

Carcer service, Grade established by entry qualifications, efficial's scniority,occupa—
tional group, and broad responsibility comparisons at higher levels,

Carcer scrvice in practice. Claimed to be so only in Foreign Sevvice., Single common
grade structure, Crade level determined by cntry qualifications, seniority and job
title, which broadly reflects responsibility level.

30~



UaNe

UeSs Ae

CANADA

UsKe

AUSTRIA

ITALY

FRANCE

SWITZERLAND

GRADE STRUGTURE CONTROL

—

No common grade classification standards applicds Orade levels determined by oach
UsNe bodys Some exchanpe of views at CCAQ. Some apencies regulated by policy of
goveruing bodices eoge no DI appointments pormitted.

Federal law rdstricts proportion of top jobs. Programme budget control. Exhaustive
commop grade classification standardy Ly occupational gruup. Grados allocated at
agency level.

Programmc budget restrictions. Fxhaustive common grade classification standards by
occupational group. Grades allocated centrally by Treasury Board.

-

Pudget and establishment list controls excrcised by Treasury. No common grade
classification standards as yet.

Semi~automatic promotion through lower grades. Budget and establishments controls
on senior levels exercised by Chancellery.

Orade structure, grade allocations and ecstablishment numbers determined by lawe Semiw
automatic promotion through lower grades.

Orade stiucturce and allocations are determined by law. Semi~automatic promotion
through lower grades.

Crade structurc and costablishment numbers axre determined by the Federal Council and
fixed by laws Semi-automatic promotion through lower grades.

“31-



‘HYaNe

UeSede

CANADA

UeKa

AUSTRIA

FRANCE

SWLTZERLAND

ADVANTAGES

Syatem is floxible and scoms to cater for the differing nceds of different U.N.
organisations. Appcars to have stood the tost of time.

Maintains cquity through single common grade structire dut permits separate
trentment of difforont profossions. Systomatic basis for settling dizputes.

Total flexibility to cater for differing carcar structure nceds of diffexring
occupational groups, allowing the right numbor of grades for each. Systematic
basis for scttling disputcs.

Pormits scparate treatment of scicntific and administrative catcgories but linked
systoms to ensure cquitys System i3 weasonably flexible and accommodates career
differcnces to an cxtente

ALl occupational groups are troated alike. Siwmple and aw-cast systom to
administer.

Central indices cnsure equity. Systom could cater for differing carcer structure
needse

Al occupational groups are treated alike. Simple and low-cost system to administer.
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"' N.

U.S. A,

CANADA

U.K,

AUSTRTA

ITALY

FRANCE

SWITZERLAND

RISADVANTAGES

Similar responsibilities graded differently by difforent agencics. Some roports of
grade creep and slippages Orade structure moulded in some cases by governing bodies.

foo many grades. Overall grade crecp and grade slippage between sagoncios reoported,
High cose of administration.

Complex syatem, High cost of administration. Potential salary inflation through
leap-frogging demands of different occupational groups.

Tenwancy to grade on seniordty of officor rather than on rosponsibility of job., Urade
disputes resolved by reference to budget rather than to merits of case.

Progress through grades is slow and depends mostly on age und scniority., Little dor-
relation hetveen pay and responsibllity,

Progress through grades depends mostly on age and seniority and is prodetormined up
to a certain level, Little correlation between pay and responsibility,

Progress through grades dependsy up to a certain level, on entry qualifications and
soniority. lacks flexibility and only partiaslly reflccts responsibility.

Progress through grados depends mostly on age and seniority, Only partially reflects
yesponsibi lity,
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REMHUNERATION STRUCTURE UPDATING
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FREQUENCY OF REVIEW

U.N. No ecstablished periodicity.
U.S.A, Annual as required by law.
CANADA An negotiated between Treasury Board and staff organisations! bargaining

agents: cvery 1 -~ 3 years,

U.K. At decast annual.

AUSTRIA Four year agreements giving annual, predetamined salary increases, subject

to moditication in the light of cach ycar's actual salary and cost inflation.

JTALY Annual.
FRANCE No established periodicity.
SWITZERLAND Annual.
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ATENS REVIERED

U.N. Salary structure only: other remunétation clements apparently reviewed on
ad ‘hoe, unrelated basis,

VJS.A. Salary structure only: wother remunation clements apparently reviewed on
ad hoc, wnrclated basis.

CANADA Salary structure and conditions of service.
VK. Salary structurc and conditions of service.
AUSTRIA ‘Salary structure and conditions of service.
1TALY Snlary structure and conditions of service.
FRANCE ‘Salary structure and conditions of service.
SWITZERLAND Salary structurc and conditions of service.



UuNe

“.s. A‘Q

CANADA

"‘K.

AUSTRIA

ITALY

FRANCGE

‘SWITZERLAND

MAIN BASES FOR REVEEW

U.8. Clvil Service pay movements, Civil Services of the scven UM,
hoadquarters countrdes. Pivers ad hou studies,

The private sector pay levels of 75 detined positions in 80 U,S. motropolitan
areay a8 derived fron annual surveys conducted by the Federal Burcau of Labour
Statiatics,

Pay surveys conducted amongst best public and private scctor caploycrs by
independent Pay Rescarch Bureau.  Survey results supplicd to oth Covernment
ad stuff axsociations, Staff associations ulse quote prowth in groas
nationgl product and the cost of living index,

Surveys of private scctor salaries and corditions of service conducted by
Govermment Pay Research Unit, Findings fom the basis for subsequent
negotiation between Covernment and staff represcutatives,

Four year agrcements provide for stepped annual salary incrcascs. These
supplomented by additional incrcases whose bases are unforeseen changes in
coonomic clrounstonces c¢.g. cost of living, growth in gross national product,
salarles in the private sector,

Rise in the cost of liviag of previous year, relative to 1956 as 100 and measured
by a partlcular backet of goods,

Cont and salary inflation,

Cost and Sularyy dnflation,



U.N,
U.S.A
CANAPA
UK,

AUSTISA.

JTALY

FRANCE

SYLTZERLAND

HAIN PARTIES TO REVIEW

General Assombly., Fifth Committee, Special Sul—Committee. ICSAB.

CCAQ. FICSA,

Legislature. Office of the Budget. Civil Service Commission. Staff
associutions, Top ‘salary levels limited by law, . -

Treasury foard. Occupational group barraining agents of public service
staff organisations. Top salary Tevels set by Treasury Board.

‘Civil Service Dépul"mcnt. and Stalf vepresentatives in Joint Negotiating

Council, Recourse, In casc of failtre to agree, to Imdependeut Arbitration
Tribunal,

n

‘Minister of Finance ond staff associations.

Legislature, PFresi oot of the Council of Ministers, Minisiry of Finance.

Legislature. Minister of State for the Public Service. Minister of Finance.
Ministry concered. Staff associations.

Legistature. Federal Council. Ministry of Finance. Ministry concerned.
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OCCASTON FOR RLVIEW

U.N. Pressure from staff,

UeSoAe Roview swptired by Jawe

CANARA Temminations of collective agreements with occupational group bargaining agents.
UK, Staff claim through established joint ncgotiating machinery.

AUSTRIA Termination of collective ugreement.

ITALY Pressure from staff.

FRANCE Prassure {rom stuff,

SWITZERLAND Pressure from staff,
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HOHE 501 ARY. COMBPARLEON. SUNEOULES

1o NESHRVATIONS

The amount of veritication possible, both hecanse of the time available and of the natural Hmit of goodwill of
any eivil service to outalde fnvestipgators, meuns that these schedules are based on owr judprent of material
elicited from documents and the annwers glyven to both divect and obligue questions. Tn most cases, the central
persanne) functions of the governments themselves wished they could better verify thelr» own anawers.  Job
descrlp;ions submitted by Ministries to juxtify a variety of actions must clearly be treated with a doegroe of
scepticism,

Most, but not all, civil scervints privately admitted that the government scervice of their country did not now
attract the best calibre of person avallable in their country. Not cvery job can be compared because:

~ gavernments may subcontiact the work to universitics ctc;

- provingial governments may have the responsibility for some
tarks instead of the central authority c.z. Lande in Austriag
Cantons in Switzerland; Movinces in Canada; States in the
UeSeAs;

= there may be political pressures in the sclection of top
official posts;

= WN, officials are permanent expariates;
< WM. scientists do not themsclves carry out actual researchy

=~ the international complexion of UM, work is missing from
the great majority of national Civil Scrvice work;

= the U.N. is a unique o:‘gmnis‘atian and by definition has no
counterpart for dircct job comparisons for many aspects of
its work. :

All U.N, professional grades have been priced, Only by including the whole carcer span of both U.N. governments
can o full comparison be made, since carcer start, mid-carcer and top of carcer levels vary in each case. Most
govm“nm:-.nts recruit at a younger age than the U.N.  idlowover the three stages of a carcer have been boxed on each
schedule,

2, EXTLANATIONS

AY1 cash payments awarded to officials have been included, These are salary, performance pay, 13th month payments
and residential allowances. Dependency allowances wee not included for cither Government-officials or U.N. officials
{though U N, post adjustments are based on a wman with dependants).

A1 cuirency conversion has been calculated at yates prevailing on ¥st November, 1971 i.e. before the recent dollar
devaluation (Sce Note following). .

A1 U\, s:ﬂsu'ic:x are net and mljustcd to the city of U.N, Agency Headquarters up to Post Schedule 166, 1.0ct.71,
so that an exact comparison is possihle, c.g. the U.N, New York rate is compared with the U8, Federal Civil Service
New York rate. The U.N, Geneva rate is compared with the Swiss Confederation CGeneva rate, .

Government salaries are gross because of the difficulties in adcuratcly assessing the impact of wagic~ i
proviucial taxes, (However Schedule 13 attempts to compare UiN. net rates with Goverament nct rats > csnomists
only). ] —— i ?

"Ratio UNos Government midpoint" cxpresses how nuch wore the U.N, net rate for that city is under or over the lacal
civil service gross rate for the sive city, c.f. a vatio of 110 means that the local U,N. net rate is 107 higher than
Bost countryts civil service pross rate, A vatis of 90 means that the tocal U.¥. not | ke is 162 Jower than host
comnteryts civil service pgross rate, ’

*

Thene ration can alse show:
A i) erosion or widening of dirfeeentials within an nﬁ'nnput‘iﬁ::
i1} pay differaes betyeen varisng ocenpat foneg E
E31) pay rap betyen p}wvn mewy 5wl thiv ovcupat ion,

bor futuge reference md explaation the sabary prade nmbees or tithes i cach Civil Serviee have hoen abbreviated
ant ine luded, - . - ; v ey
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NOTE

CURRENCY CONVERSION RATES USED IN SUHEDULES

1US Pollar = 5,430 French Francs
= 3.0885 Swiss Mrancs
= 22,22 Austrian Schillings
= £93.47 Italian Lire
= 0.996 Canadian ollars
= 0,40 Pritish Pounds,

“(as at 1st November 1971}
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1, IWINERS

(UCTRAR, LIVEL,  SANITAN, AVTATION,  TRLECOMMUNIOATIONS, METEOROLOGIC.,)

1
COUNTRY U.N, ORAPE P2 PR byt ] rs D1 “
U.S.A. minimum 11,517 12,6018 17,545 24,285 28, 129
middle 13,087 14, 509 v, 317 27,904 32,004
maximun 14,058 16, 404 23,080 31,523 35,000
.S, Grade GsY Gs1y 0512,6-13 GS14+5-15 GSIG-IS
Now York U.N, midpoint net 14,442 17,853 20,908 o4, 543 26,688
Ratio, U.N,: Gvt, midpoint 119 123 103 88 83
CANADA minimum 10, 186 14,690 16, 918 19,882 22,219
middle 10,582 15,091 18, 760 21,238 24,744
maxinum 11,578 16, 693 20,603 22, 594 27.269
Canadian Orade EN2 N4 ENS-AQCA1-5 ENG ER8
Ratic U.N.: Gvt, midpoint 107 92 90 g4 88
CANADA minimum 12,790 13,378 17,185 18,060 20, 565
(Metcorology) middle § 13,661 14,852 18, 184 19,216 21,817
madmum 14,532 16,329 19, 184 20, 373 23,070
Meteorological Grade 4 6 8 9 10
Ratic U.N.: Gvt. midpoint 85 97 03 104 100
*U.K. mindwun 4,282 6,895 9,375 12,937 15,012
middle 5 588 7,911 10, 166 13,712 15, 099
maxd i 6,895 8,927 10,957 14, 487 16, 387
U.K. Orade Basic Grade Muin Grade Sen. Grade] AD Eng. Dir, Eng.B
Ratio U.N.: Cvt, midpoint -218 189 173 151 144
#including London allowance : )
AUSTRIA minimum not not not 6,538 9,963
widdle 8, 250 11,834
maximan comparable comparable comparsbhle 9,903 13,700
Dienst Klasse VII 1-VIIF 3 viIx 3-8
Ratio ©.N.: Gvt. midpoint 232 177
ITALY ninimum 3,448 4,119 5,192 7,111 19,955
middle 3: 401 4,034 6, 108 8,000 10,577
maximunt 3,534 5,149 7,144 A,889 11, 200
Paramnctro . ‘257 307 387-426 830 742-—00. 03
Ratio U.N.: Gvt. midpoint -333 310 274 249 206
#IRANCE minimum 4,426 5,921 9,089 - 9,384 17,411
middle 5,153 75307 475 12, 290 18,481
maximum 5,880 ‘ 8,694 9,562 15,197 19,552
Indices Nets 1020 1-1V 102 y-vitll IOoL 1-1IY I¥S I-A 36 28
Ratio U.N.: Gvt. midpoint 244 213 193 175 127
#including Paris allowancs v
and prime de vendement
HSWITZIRLAND w3 nimum 0,415 7,075 8,015 9,018 10,023
middta 7,340 7. 900 &, 930 4,939 1, 520
waximum &, 258 8,018 9,858 10,801 13,017
Swiss Classe 5 & o2 2 1/ 1A
Ratie U.N.: Qvt, midpoint 108 7 1497 208 e S {1
Finaluding married wanta Geueva e eemeermmrean oo

wllovanee

O v

ORRESHPRTOUY <



2,1, SCIENVTISTS

(PUYSTCISES, CHENTSTS, VIIARMAGESTS)

usg
Q_OUNTRY UN GRADE P2 P3 P4 PS5 D1
U, S.A. pinimum 10, 208 12, 615 17,545 24, 285 32,819
niddle 12,478 16,082 20, 568 28,083 34,409
maximum 14, 658 19, 549 23,501 31,881 36,000
U.S. Grade CS7-9 0S11-12 0S12.6-14.5 0514,6-16,5 6516, 6-18
New York UN midpoint net 14, 442 17,853 20,968 24,543 26, 688
Ratio UN: Gvt. midpoint 116 111 102 87 78
CANADA minimum not 11, 210 14,705 21,018 23,330
middle 12,994 19,071 24,236 26, 663
maximum comparable 14,778 23,647 27,455 20,996
Canadian Crade SRt REML REM2 | ReM3
Ratio UN: Gvt. midpoint 111 89 82 82
CANADA mininum not not 23,229 25,249 31,309
middle 26,966 29,137 33,834
maximum comparable comparable 30,703 33,026 36, 359
Medical Seiences Grade M6PL MspP2 4 MSF3
Ratio UN: Gvt. midpoint 63 68 64
UK. minimum 6,195 8,187 9,437 13,700 16,937
middle 7,385 9,437 11,568 14,803 17,124
maximum 8,575 10,687 13,700 15,907 17,312
U.K. COrade 8§80 PSO PS05-SPS0245 SPS02. 5. ICS02.§ CsSo
Ratio UN: Gvt, midpoint 164 159" 152 140 132
s#including Tondon allowance
AUSTRIA minimum not not 6,538 8,972 12,957
middle 8,250 11, 339 14,828
maximum comparable comparable 9,063 13,706 16,700
Dicnst Klasse ' VII ~ VIII 3 VIII =
Ratio UN: Gvt. midpoint 197 169 141
ITALY minimum 3,448 4,119 5,192 7,111 9,955
middle 3,491 4,634 6,168 8,000 10, 577
maximun 3,534 5,149 7,144 8,889 11, 200
~ Parametro 257 307 387-426 530 742-00.05
Ratio UNs Gvt. midpoint 333 310 274 249 206
HFRANCE winimum 4,426 5,921 9,089 0,384 17,411
middle 5,153 75307 9,475 12,290 18,481 -
maximum 5,880 8,694 9,862 15,197 19,552
» Indices Nets 102 I - IV | 02 V - VIIT I01 I - 11T IEC I - A. 1G 2B
Ratio UN: Gvt. midpoint 244 213 193 175 127
Jincluding Paris allowance e
and prime de rendement
*SWITZERLAND minimum 6,415 7,075 8,0_15 9,018 10,023 °
middle 72330 7,996 8,936 9,939 11,520
maximun 8,258 8,918 9,858 10,8061 13,017
Swiss Classe "5 4 3 2 11/1A
‘Ratio UN: Gvt. midpoint 165 187 197 208 196

#inciuding married mants
Gencva allowance

-




2,2, ACRICULTURAL_SCIENIISTS

DIOLOBISTS, SOIL, SCIENTISTS, FORESTRY, ENTOMOLOOY HUSBANIRY SPECTALTSTS ETC.)

usg
COUNTRY UN GRADE P2 P3 P4 P§
U.S.A. minimum 10, 208 12,615 17,545 24,285
middle 12,478 16, 082 20, 508 28,083
maximum 14,658 19, 549 23,591 31, 881
U.S. Grade GS7-0 GS511-12 GS12.6-14.5 0514.6-16,5
New York UN midpoint net 14,442 17,853 20,968 24,543
Ratio UN: Covt midpoint 116 111 102 87
CANADA minimum 11, 575 14, 315 17,119 20,199
middle 12,675 15,535 18,215 23,229
maximum 13,775 16, 755 19, 312- 26, 259
Canadian Grade BS3 BS4 BS5 BSO
Ratio UN: Govt midpoint 92 93 93 - 86
CANADA minimum not 12,793 15,820 18,920
middle ’ 14,008 17,171 20,131
maxinum comparable 15,224 18,522 21,343
Canadian Forestry Grade F.0.3 F.0.4 F.0.5
Ratio UN: Govt midpoint . 103 99 99
*YU.K. minimum 4,987 7,972 9, 525 12, 937
middle 6,781 8,751 10,783 13,712
maximum 8,575 9,530 12,042 - 14,487
U.K. Grade NAAS IXX HAAS II NAAS I SPSo
Ratio UN: Govt midpoint 178 171 163 151
#including London allowance
AUSTRIA minimum not not 8,972 12,957
middle , '} 11,339 14,828
maximumn comparable comparable 13,706 16,700
Dienst Klasse VIIX X )
Ratio UN: Govt midpoint 143 120
ITALY minimum 3,448 4,119 5,192 7,111
middle 3,491 24,634 6, 168 8,000
* maximun : 3,534 - 5,149 7,144 8,889
Parametro 257 : 207 387-426 530
Ratio UN: Govt midpoint ' 333 . 310 274 249
#IRANCE - mic e 4,426 © . 5,921 9,089 9,384
middle ) 5,153 - 7,307 9,475 32,290 . .-
maximum 580 | . . 8,694 9,862 15,3197 0
Indices Nets 102 1I-1V 102 V-VII1 101 I-II1 IEC I-A
Ratio UN: Govt midpoint 244 213 193 175
#including Paris allowance
and prime de rendement
*SWITZERLAND minimun 6,415 7.075 8,015 9,018
-middle 7,336 ' 7,996 8,936 9,939
maxinwn ) 1 8,258 8,018 9,858 10,86
Swiss Classe 5 4 3 -2
Ratio UN: Govt midpeint 165 187 197 %08
Hincluding, marricd wants . ’ :
Geneva allowance s e

47—




2,3, YETERINARIANS

usy
COUNTRY UN, GHADE ra y s N
U.8.A, winienns §2,615 17,545 24,285 32,819
middle Jo, 082 20, 508 28,083 34,400
maxim 19,549 23, 591 31,881 36,000
U.S. Grade GS11-12 (:$12.06-14.5 6S514.0-16.5 GS16.6-18
New York U.N. midpoint net 17,853 20,008 24,543 26, 088
Ratio U.N.: Cvt. midpoint m 102 87 78
CANADA minimum 15,019 17,279 19,675 not
middle 15,965 18, 384 20,873
maximum 16,912 19, 490 . 22,072 comparable
Canadian Grade Vet.§ Vet. 0 Vet.7
Ratio U.N.: Gvt. midpoint 90 92 95
#.X, minimum 6,810 8,692 not not
middle 7,483 9,831 3
maximum 8,157 ‘ 10,970 comparable comparable;
U.X. Grade Vo1 o
Ratio t.N.: Gvt. midpoint 200 179
#including London allowance
" j
, {
EFRANCE minimum 5,921 9,089 9,384 17,411 ‘
piddie 7,307 9,475 12,290 18,481 :
muxioun 8,694 9, 862 15,197 19, 552 !
Indices Nets 102 V-V1il TOI-I11 1EC 1-A IG2H |
Ratio U,N,: Cvt. midpoint 213 193 175 127
#including Paris allowvange :
and prime de rendement
SSWITZERLAND  minimm 7,075 8,015 9,018 10,023 %
= middle 75990 8,936, 9,939 11,520 @
maximina 8,018 9,858 ‘ 10,801 13,07
Swiss Classe 4 3 2 1/1A
Ratio U. Nt Gvt. midpoint ) i87 - 197 : 208 196
Fineluding married man?s Geneva ' :

allowance

Do nnt have conparable positions

Cin Coentral Govermment.:-

AUSTFEA
YIALY

-




3¢ MEPICAL DOCTORS

usy
COUNTRY U.N. GRADE k] P4 s 16/n1 n2
#U.8.A. minimum 19, 549 22,497 27, 408 36,000 nt
widdle 21,803 25, 101 30,273
maxinum 24,058 27,825 33,139 comparable
U.S. Grade GS12 G813 6514.5-16.5 | 6518
New York UN. midpaint net 17,853 20, 908 24, 543 26,688
Ratio U.N.: Gvt. midpoint 82 83 81 74
*U. S. doctors are allowed to
have a private practice in
addition
CANADA ninimum 21,727 25,170 27,752 30,299 not
middle 24,733 24,1771 29, 486 32,319
maximum 27,739 29, 174 31,221 34,339 comparable
Canadian Grade MOF 1 MoK 2 MOk 3 MOY 4
Ratio U.N.: Gvt. midpoint 58 62 67 67
LK., minimum 10,515 16, 187 16, 662 not
middle 12, 338
INAXS Wi 14, 162 comparable
U.K. Crade MO SMo PMO
Ratio U.N.: (ivt, midpoint 124 mlj 124
Hincluding Lomdon allowance
AUSTRTA minimum not 8,072
riddle 11,339
naximuan comparable 13,706
Dienst Klasse vIIY
Ratio U.N.: Gvt, midpoint 143
HAustrian doctors are allowed

to have a private practice
in addition.

Do st have comparable positions in Central Governments-

ITALY
IRANCE
SWITZIRLAND

=ho.



5o LABORATORY THCUNIGTANS

uss

COUNTRY UN GRADE (M| r2 3] P4
U.S.A. wi i 8,558 v, 726 10, 470 not
middlc 9,360 15,013 12,040
MAXinum 10, 178 12, 380 13,011 comparable
U.8, Grade G85-0,5 GS7 GSY
New York UN midpoint pot 11,485 14,442 17,853
Katio BN: Gove midpoint 123 131 148
CANADA wmiaziaum 9, W4 10,710 not net
middtie 9,616 11,452
nMaximum 10, 229 12, 248 comparable comparable]
Canadian Grade I AOT? W HOTR
Ratio UN: Gove midpoint 90 10¥
®1L.K, wmininum 4,025 4,962 6, 760 9,437
middie 4,400 5,502 7,472 10,062
maximim 4,775 6, 162 8, 185 10,087
UK. Crade RXG- EX0 SEX0 Cx0
Ratio UN: Covt midpoint 218 217 200 17§
Yincluding London aliowance
AUSTREA BN E MmN not not 3,058 not
middie 374
maximt comparable | comparalle 4,428 comparablc}
Dienst Klasse v
Ratio UN: Govt midpoint 369
ZIRANCE minisun 2,821 3,852 5, 3% 4,148
middle 3,044 4,455 5,411 5,077
* nmaximim 3,208 5,028 5, 510 6,
Tudices Nets 205-235 286~ 300 375-390 205-420
Ratic UN: Gove mifpoint 3:8 282 287 360
Rivcluding, Pavis allowanee
and primne de rendenent

Mo not have comparable positions in Centrald Government:-

ITALY
SWITZERLAND

-50-.




usg

COUNTRY U. N, GRADE ) i 3 P4 rs
U.S.Ae minimum not 10,012 11,517 12,015 17,761
widdie 11, 200 13,087 14, 509 20,425
maximisn comparahle 12,580 14,0658 16,404 23,089
U, 8. Crade ¢S7 GS9 CSt GSI3
New York U,N, midpoiut net 14,442 17,853 20,968 24,543
Ratio U.N.: Gvt, midpoint 128 140 145 120
CANADA minimum 6,196 8,214 8,996 10, 209 11,449
middle 6,769 8,647 9,570 10,869 12,202
maxinim 7,343 9,081 10, 162 11,420 12,956
Canadian Grade N.O. 1 N.Os 3 N. 0u4 N 0-5 Nm 0;6
Ratio U.N.: Gvt, midpoint 136 14 150 156 163
*Y.K, minimum not not 4,810 8,740 12,437
niddle 5,278 9,490 13,249
maximinm comparahle " comparable 5,747 19, 240 14,062
UK, Crade matron N.C. B.C.N.0,
Ratio U,N,: Gvt. midpoint 283 185 156
*including London allowance
ITALY i i muen not 1,784 2,923 3,257 not
middle 2,426 3,200 3,698
i fmum comparable 3,009 3,656 4,109 comparable
Parametro 133-183 218 245
Ratio U,N.: Gvt. midpoint 479 437 458
HFRANCE winimum not 3,225 4,216 4,636 not
middle 3,917 4,839 5,338
maximum comparable 4,600 5,462 5,991 comparable
Indices Nets 234-330 280360 305-390
Ratic Gvt, midpoint 321 324 342
Yincludin,, Paris allowance
and prime de rendement
*SWITZERLAND minimu not 3,780 3,906 not not
widdle _ 4,442 4,821
max Emtm comparable 5, 104 §,730 comparabl ¢ comparable
Swisy Classe 17 14-§
Ratio WN,: Gyt, midpoint 272 310

YiueTadiog naeei ol mants
Genevat al lovinnee

W not have comparable ponitions in Central Govermmnt -

AUSTRIA




6. RCONOMISTS/STATINTTOIANS

usy
COUNTRY UN_GRADE rt P2 m Pd ns il 02
U.S.A. minimm | not 8,582 12,615 17,545 24,285 32,819 Political
middle 11,000 16,082 20, 508 28,083 34,400
maxinwe  comparable 13,611 19, 549 23,591 71,881 36,000 Appointment
U.S. Srade G57-9 GSit-12 6512,6-14.5 7 G514.6-16.5 G515, 6-18
New York UM midpoint net 14.442 17,853 20,963 24,543 "] 26,688
Ratio UN: Govt., midpoint 130 111 162 g 76
CANADA minimum 1ot 7,020 15, 388 20,957 23,452 22,219 not
niddle 10, 631 18,075 22,433 24,474 24,870
maximum  comparable 14, 333 20,762 23,510 26,042 ‘127,522 comparable
Canadian Grade ES1 ES2 ES3 ES4 ESS’
Montreal UN midpoint net 11,0616 14,379 14,927 19,917 21 756
Ratio UN: Get, midpoint 109 80 76 81 87
4 .
LUK, minimum  mot 5,812 7,375 9,650 12,687 17,312 22, 500
middle 6,408 8,156 11,168 14,837 :
maximun  compar able 7,005 8,937 12,687 16,987
U.X, Grade HEO SEO P4.5-5P2, 5 SP2, 5-AS4 us S
London.UN midpoint net 12,087 14,958 17,600 20, 638 22,578 25,148
Ratio UN: Gvt. nidpoint 189 183 158 139 130 112
#including london allowance
AUSTRIA minimum not 3,»564 4: 4?‘8 S) 465 6’ 538 ‘)J 963 12: 957
middle 3,650 4,860 7,218 8,250 11,834 14,828
maximumn comparable 3,736 5,202 8,972 9,963 13,706 16,700
Pienst Klasse v 4-5 v2-VI1l VI 2 - VII7{ VIII 1-VIIT 3 {VIII 3-8 X
Vierma UN midpoint net 11,145 13,800 16,253 19,146 20,934 24,451
Ratio UN:z Gvt. midpoint 305 284 225 232 177 157
, minimum net 3,448 4,119 5,192 7,111 9,055 11,449
I middie 3491 4,634 6,168 81000 10,577 11,946
maximum compargble 3,534 5,149 7,144 8,889 11,200 12,444
Parametro 257 307 387-420 530 742 00-05 742 06-10
Rome UN midpoint net 11,616 14, 379 16,927 19,917 21,756 24, 250
Ratio UN: Ovt. widpoint 333 310 274 249 206 203
#FRANCE mimimum  not 4,203 7,554 9,862 8,131 13,935 17,045
middle 6,103 8,41¢ 10,523 11,007 15,490 18,012
maximue  comparable 8,004 9,285 11,180 14,063 17,045 20,779
Indices Nets 300-525 475-550 575-630 685-A IR BI-B
Paris UN midpoint net 12,558 §5,5%7 {18,274 21,459 23,400 26,047
Ratio UN: Gvt. midpoint 206 185 174 193 151 128
#ipcluding Paris allowance
and prime de rendement .
#SWITZERLAND minimun not 6,415 7,075 8,015 9,018 10,023 Political
middle 7,330 7,996 8,936 9,939 11,520
maximm  comparalle 8,258 8,918 9,858 10,861 13,017 Implications
$wiss Classe 5 4 3 2 i/1A HC b
Ceneva UN midpeint net 12,087 14,958 17,600 20, 688 22,578
fptic UN: Gvt. widpoiut 165 187 197 208 196
#including maerivd mants

Geneva allovance



7. VOCATIONAL AND EDNUCATIONAL TRAINERS

rsg

COUNTRY : UN_GRADE P3 P4 P5
U.S.Ad minimum 12,615 17,545 24, 285,
- middle 16,082 20, 568 28,083
maximum 19, 549 23,591 31,881

U,5. Grade Gs11-12 6512,6-14.5|  ©S14.6-16.5

¥ew York UN midpoint net 17,852 20,968 24,543
Ratio UN: Gvt. midpoint 111 102 87
CANADA mininum 17,699 19,274 21,209
niddic 18, 667 20,404 22,724
maximun 19,635 21,535 24,239

Canadian CGrade EDS4 EDS5 EDS6
Ratio UN: Gvt. midpoint 77 83 88

Do not have comparable positions in Sentral Government:-

UK.
AUSTRTA
ITALY
FRANCE
SWITZERLAND

-53=



8, TRANSLATORG AND INTERPRETERS

usy
COUNTRY ©. N, CRADE B1 P2 P3 P4 PS5
U.S.A. minimun not 10, 470 12,015 15,040 not
middle 12,040 14, 509 17,204
maximun comparable 13,611 16,404 10, 549 comparable
Y,8, Grade GS9 GS11 6512
New York U.N. midpoint net 14, 442 17,853 20,968
Ratio U.N.: Gvt. midpoint 120 123 121
CANADA minimun not 6, 181 9, 149 11,055 14,104
middie 7,696 9,958 11,846 14,993
masci mum comparable 9,211 10, 768 12,628 15,882
Canadian Grade 1 2 3 5
Ratio U.N,: Gvt, midpoint 151 144 143 133
*i K, mininum not 3,812 5,812 7,375 not
middie 4,624 6,406 8,156
maxinum comparable 5,437 7,000 8,937 comparable
U.K. Crade E0 HEO SEO
Ratio U.N.: Gvt. midpoint 261 233 216
¥including London allowance
AUSTRIA minimun not not not not 6,539
middle . 8,251
maximumn comparable comparable comparable comparable 9,964
Dienst Klasse VII
Ratio U.N.: Gvt. midpoint 232
#FRANCE minimum not 4,216 5,764 6,978 9,042
middle 4,815 6,161 7,836 9,740
maximum comparable 5,415 6,559 8,694 10,438
Indices Nets 280-355 375-425 450~525 540-600
Ratio U.N.: Gvt. midpoint 261 252 223 220
#including Paris allowance
and prime de rendement
*SWITZERLAND minimum not 5,749 6,415 7,075 8,015 .
middle 6,670 7,336 75996 8,936
maximum comparable 7,551 8,258 8,018 9,858
Swiss Classe 7 5 4 3
Ratio U.N.: Gvt. midpoint 181 204 220 232
#including married man's
Geneva allowance INTERPRETIRS
CANADA minimum 14,005
middle 16,152
maxinum 18, 300
Canadian Grade 1
Ratio U.N.: Gvt. midpoint 89

Do not have comparable positions
in Central Govermment:- ITALY

-5k~



9. LIIRARTANS

usg
COUNTRY U.N. GRADE P1 P2 P3 P4 PS5
U.S.A. minimum not 8,582 10,470 12,615 15,040
middle 9,869 12,040 14, 500 17,294
maximum comparable 11,156 13,611 16, 404 19, 549
U.5. Grade Gs7 69 Gs1t 6512
New York U.N. midpoint net 14,442 17,853 20, 968 24,543
Ratio U.N.: Gvt, midpoint 146 148 145 142
CANADA minimum 7,322 7,888 9,015 11,870 17,169
middie 7,627 8,413 9,578 13,072 18,078
maxinum 7,933 8,939 19, 141 14,274 18,487
Canadian Grade IS1 LS2 1S3 LS5 156
Ratio U.N.: Gvt. midpoint 121 138 150 129 110
*7.K. minimum .,812 4,562 6,687 8,562 9, 487
middle 4,112 5,287 7,156 9, 106 10, 462
maximum 4,412 6,012 . 7,625 9,650 11,437
U.K. Grade B 1-5 B06-HBOZ HEO5-SBO2 | SEO5-Prin.4.5|  Prin,4-8
Ratio U.N.: Gvt. midpoint 234 '229 209 193 198
#including Iondon allowance ‘ '
AUSTRIA minimun not 3,564 4,428 5,465 6,538
middle -~ 3,650 4,860 7,218 8,250
maximum comparable 3,736 5,292 8,972 9,963
Dienst Klasse IV 4-5 V2Vt VI 2-VII 7 VIT 1-ViIX 3
Ratio U.N.: Gvt. midpoint 305 284 225 232 '
ITALY minimum not - not 2,549 4,119 5,192
middle , 3,429 ° 5,631 7,040
maximum comparable comparab11 4,310 7,144 8,889
Paranetro ' 190-257. 307-426 387-530
Ratio U.N.: Gvt. midpoint 419 301 283
HFRANCE minimum ‘not 4,216 6,689 8, 586 10,438
middle 5,278 7,987 5,880 11,098
maximom comparable 6,340 - 9,285 11,174 11,758
Indices Nets 280-410 430-550 520-630 600-650
Ratio U.N.: Gvt. midpoint 238 195 185 103
#including Paris allowance

and prime de rendement
Do not have comparable positions
in Central Government:- SWLTZERLAMD

~55-




10, IRFORMATTON

usg
COUNTRY UN_GRADE Pl P2 P3 P4 PS5
U,S. 4, minimum 8,582 10,470 12,615 15,040 not
widdle 9,869 12,640 14, 509 17,294
- waximum 11,156 13,611 16,404 19, 549 comparable
U.S. Grade GS7 GSG Gsit G512
New York UN midpoint net 11,485 14,442 17,853 20,968
Ratio UN: Gvt. midpoint 116 120 123 121
CANADA minimam not 7,807 11,594 17,169 19, 301
middie 9,655 12,374 18, 341 20,739
maximum comparable 11,503 13,155 19,513 22,088
Canadian Grade s Is 2 IS 4 IS 5
Ratio UN: Gvt. midpoint 120 116 92 96
*U,K. minimum 3,812 5,812 7,375 8,562 11,937
middle 4,624 6,406 8,156 9,999 12,687
maximnum 5,437 7,000 8,9% 11,437 13,437
U.X., Grade AIO 10 KH PIO CIOB4
Ratio UN: Gvt, midpoint 208 187 183 176 163
#including Iondon allowance )

Do not have comparable positions in Central Government:—

AUSTRTA
ITALY.
FRANCE
SWITZERLAND

~56~



11, PERSONNEL

usg
U.N. CRADE Pl | P2 P3 P4 P5
U.S.A. mi nimum not 10,012 12,615 15,040 17,761
middle 10,939 14, 509 16,793 20, 425
maximum comparahle 11,866 16,404 18, 547 23,089
U.S. Grade GS7step 6-GS9 step 5] GS1i rS12 steps 1-3 GS13
New York U.N. midpoint net 14,442 17,853 20,068 24, 543
Ratio U.N.: Gvt. midpoint 132 123 125 120
CANADA minimun not 11,453 12,786 14,382 20, 401
middle 12,256 13, 740 19, 568 21,764
maximna comparable 13,059 14,695 18,755 23,128
Canadian Grade PE3 PE4 PES-6 PES
Ratj.o U.N.: Ovt. midpoint 05 105 102 92
*U.K. minimum no% not 3,812 8,562 12,687
middle 6,406 9,999 13, 557
maximum comparable comparable 7,000 11,437 14,487
U,K. Grade HED Prineipal Sen.Prin. step2.§
- Asst.Sec. 4
Ratie U.N.s Gvt. midpoint 233 176 152
#including London allowance
AUSTRIA i nimum not not not not 8,672
middle 11,339
maximum comparabie comparable comparabls comparable 13,706
Dienst Klasse 8
Ratio U.N.: Gvt. midpoint 169
#FRANCE minimum not 4,203 7,554 9,862 8,131
middle 6,103 8,419 10, 521 11,007
maximum comparable 8,004 9,285 11,180 14,003
Indices Nets 300-525 475-550 §75-630 685-A
Ratio U.N.: Gvt. midpoint 205 185 174 193
¥including Paris allowance
and prime de rendement
*SWITZERLAND minimum not 6,415 7,075 8,015 9,018
middle - 7,336 7,996 8,936 9,939
maximum comparable 8,258 8,918 9,858 10,861
‘ Swiss Classe 5 4 3 2
Ratio U.N.: Gvt. midpoint 165 187 197 208

i i]ud‘mg married man's Geneva
allovance.

Do not have comparable positions
in Central Government:— ITALY




12, FINANGE/DUISET

usy
COUNTRY U.N. GRADE Py P2 P3 P4 »s
U.S.A, minimum 8,555 10, 584 11,517 12,615 15,040
middle 9, 595 11,871 13,087 14, 509 17,294
maximum 10,636 13,258 14,658 16,404 19, 549
VU.S. Grade GS§ GS7 GS9 GS11 GS12
Kew York U.N, midpoint net 11,485 14,442 17,853 20, 908 24,543
Ratio U.N.: Gvt, midpoint 120 122 136 145 142
CANADA ninimum 9,357 10,806 11,847 16, 786 21,512
middle 9’ 996 11, 538 12, 655 17’ 937 22) 987
maxcimun 10,035 12,271 13,463 19,088 24,462
Canadian Grade 1 FIL 2 FI 3 3 L7
Ratio U.N. midpoint 92 101 114 04 87
#U.K. minimuem 2,937 3,812 5,812 8,562 12,687
middle 3,674 4,912 6,399 9,999 13,587
maximum 4,412 6,012 6,987 11,437 14,487
U.K. GOrade £0-E04 EO- HEO2 HEO Prin, Sen,Prin, 2,5~
Asst. Sec.d4
Ratio U.N.: Gvt, midpoint 261 246 234 176 152
*including london allowance '
AUSTRIA rininum not not not 6,538 not
middle 8,250
maximum comparable comparable comparable 9,963 comparable
Dienst Klasse vix
Ratio U.N.: Gvt. midpoint | 197
ITALY minimm 2,549 3,448 4,119 5,192 7,111
middle 3,491 4,034 6,168 8,000
maximum 3,534 5,149 7,144 8,889
Parametro 190 257 307 387-426 530
Ratio U.N,'s Gvt, midpoint 362 333 310 274 249
#FRANCE minimum not 4,203 75554 9,862 8,131
middle 6,103 8,419 10, 521 11,097
maximum camparable 8,004 9,285 11, 180 14,063
Indices Nets 300-525 475-550 §75-630 685-A
Ratio U,N.: Gvt, midpoint 206 185 174 193
"including Paris allowance
and prime de rendement
*SWITZERLAND minimum 5,74 6,415 7,075 8,015 9,018
middlc 6,670 7,336 75996 8,936 9,939
maximum 7,591 8,258 8,918 9,858 10,801
Swiss Classe 7 5 4 3 2
Ratio U.N.: Gvt, midpoint 144 165 187 197 208
#¥including married man's Geneva

allowance
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COMPARISON OF NET SALARIESH

ECONOMISTS
ust
A, SINGLE MAN P2 minimum or P4 middle or D1 maximum or
equivalent equivalent equivalent
[New York UN midnoint 11,466 10,172 26,248
New York gvte midpoint 6,628 13,361 23,526
iRe.tio UN zvi, midpoint 173 143 112
London &‘Ceneva UN midpoint 10,006 16,927 23,358
Ceneva gvt. midpoint 5,427 7,287 9,199
Ratio UN: gvt. midpoint 186 232 254
London gvt. midpoint 4,212 7,805 11,275
Ratio UN: gvt. midpoint 240 217 207
Paris UN midpoint 10, 370 17,376 22,936
Paris gvt. midpoint 3,038 5,812 7,989
Ratio UN: gvt. midpoint 342 299 300
Rome UN midpoint 9,822 16,478 22,780
Rome gvt. midpoint 3,020 5,472 9,264
Ratio UN: gvt. midpoint 325 301 246
Vienna UN midpoint 9,548 16,029 22,202
Vienna gvte midpoint 2,716 4,448 7,282
Ratio UN: gvt. midpoint 352 360 305
Montreal UN midpoint - 16,478 22,780
Montreal gvt. midpoint - - 17,398 20,179
Ratio UN: gvt. midpoint - 95 108

*Net Salaries: Salaries plus dependency allowances plus residential allowances plus performance and
13th monza pay after national income tax and loeal or states taxes.



B. MARRIED MAN with wifc and
two children aged 34 and 8 yoars

COMPARTSON OF NET SALARIES

ECONOMISTS

vsy

P2 minimum or P4 middle or

N1 maximum or

cquivalent cquivalent eguivalent

ew York UN midpoint 13, 562 21,968 29, 560

ow York gvt. midpoint 7.224 14,504 24,736

tlo UN: gvt. midpoint 188 151 119
London & Genova UN midpoint 11,507 18,601 25,225
Coneva gvt, midpeint 020 8,051 10,002
Rativ UN: gvt. midpoint 189 231 251
London gvt. midpoint 4,592 8,230 11,870
Ratic UN: gvt. midpoint 251 224 213
Parls UN midpoint 11,918 19,272 26,092
Paris avt., midpoint 3,027 7,414 10,204
Ratio UN: gvt. midpoint 329 260 253
Rome UN midpoint 13,006 17,927 24,358
Rome gvt. midpoint 3,484 5,954 9,760
Ratio UN: gvt midpoint 318 301 250
Vienna UN midpolnt 10,085 17,254 23,401
Vienun gvt. midpoint 3,733 5,805 9,340
Ratio UN: gvt. midpoiat 280 . 208 252
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HOME  FRINCGE BENEFIT SCHEDULES

6l



LEAVE AND HOLIDAYS

Number of annual Annual Leave Special Leave
public or Provisions
statutory
holidays
U.N. 9 30 working days secldom granted
U.S.A. 12 up to 3 years service-13 working days included in anual leave
3 to 15 years sdrvice~20 working days entitlement
15 and over years service-26 working days.
CANADA 11 up to 18 years service-3 wecks Maximum of 25 days per annum
18 and over years service-4 weeks. after 1 year's service for
bercavement leave, birth of
child etc.
SEQ Asst.Sec.Under
U.K. st (P3) (P5) Sec(dl) suggested 3 days per domestic
up to 10 years service - 4.4 5.0 6.0 incident
10-19 years service - 5.0 6.0 6.0
20 and over years service-0.0 6.0 6.0
AUSTRIA 13 up to 5 years service-18 working days 2 - 3 days per domestic
5 - 10 years service~24 working days incident
10 ~ 18 years service-206 working days
18 and over yrs. service-30 working days
Klasse VIII and IX (P5+) - 36 working days
ITALY 15 30 days 30 days full pay aud 30 days
without pay + Pexpectation"
\ loave (see sick leave).
FRANCE 8 27 working days 12 days for educational leave;
3 days for birth of a child;
5 days for getting marricd
SWITZERLAND 8 Aged 40 or Classe 4 (P3) and above - 1 day for getting married;

4 wecks.
A1l others =~ 3 weeks.

-62-

3 days for death of close relative;

1 day for death of distant
relative



DEPENDENCY ALLOWANCES

Vife » Children Secondnry Pependants
U.N, £400 p.a. £300 p.a. por child up to 18 (or #200 for one dependant if no
up to 21 if studying). spouse nor child.
#U,S.4. no direct payment no direct payment no direct payment
#CANADA no direct payment $72 p.a. for first child increas- no direct payment

ing to $120 p.a. for fourth and
succeeding children.

#U.K. no direct payment $118 p.a, taxed for second and no direct payment
succeeding children up to age 18,

AUSTRIA £80.80 p.a. taxed #80.80 p.a. per child taxed + no direct payment
£119 p.a. state grant for first
¢hild to a maximun of $706 p.a.
for four children up to age 18
{or up to 26 if studying).

ITALY 8187.50 p.a. untaxed $309.50 p.a. untaxed for wife and $299.50 p.a. for one dependant
for a wife with no one child to §1,352 for wife and with vife and no children.
children nor depend- 9 children up to 21 (or up to 26
ants, if studying).
#FRANCE no direct payment $33 p.a. for first child, From no direct payment

$178 p.a. to $262 p.a. for two
children (depending on grade level)
up to a maximum of §621 p.a., for
three children at Indice Majore-
775 (=P§) with $424 p.a. for each
extra child.

#SWITZERLAND Single payment of Single payment of F62.5 taxed on no direct payment
8252 taxed on birth of cach child, $150.5 for
marriage. each child aged 12-18 (or up to 25

if studying).

*In these countries income tax allowances are given fo- wives and children in addition to any direct allowances.
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Contribution by
official

Joining age

MALE PENSIONS

Normal retircment
age

Formula for

calculating pension

Maximum pension
alloved

U.N.

U.S.A.

CANADA

U.K.

AUSTRIA

ITALY

FRANCE

SWITZERLAND

7%

63% for 35

years only

0% for pension
14 for widow!s
pension,

5%

6%

6%

At loast one
yeart!s service.

on joining

18

After 10 years
service.

AT least one
yeart!s service,

on joining

18

20

60

Compulsory at 70
after 15 or more
years service.
Optional at 62
with 5 years
service; 60 with
20 years; 55 with
30 years service,

60 or age 55 with
30 years service.

60 after 10 years
service.

65

65 after 20 years
service,

65-70 depending
on job.

.

65 or age 60 with
353 years service.

-6k

29 of gross base
salary averaged
over last 5 ycars
for cach year of
service.

(nax. = 30 years)

1% of first §
years. 13% of next
§ years. 2% for all
remaining years of
gross base salary
of the average of
the highest 3
consecutive years
for each year of
service.

2% of average of
the highest six
consecutive years
of gross base
salary for every
year of service
(max. = 35 years).

1/80th of average
pay, of the last
3 years of service
+ 3/80th o . same
average pay as a
lump sum for cach
year of service.

2% of last years
pay for each year
of service,

2% of last years
pay for cach year
of service.

2% of the gross base
salary in the last
6 months of service
for each year of
service (max.= 375
years).

Mipinum of 1§ years
scrvice to acquire
a right,

Scale based on 40%
of basic salary plus
childrents allowance
for 10 ycars of
service to 60% for
30 years of service
with a supplement of
5% for each child
under 18 (or 25 if
studying).

6oz

80% (without
widow's pension
or 708 with it)

70%

50% + 1} years
salary = 96.7%

8o

80%

75% + 7.5% for
having raised at
least 3 children,

60% plus any
relevant child
supplement.



MALE PENSIONS (contd)

Commutation rights Regular cost of living Widows and Orphans pensions in  Widows and Orphuns

adjustments service pensions in retirement

U.N. 33% of pension can be none 50% of disability pension 50% of husband!s
capitalised, (sce column 10). ponsion,

U.S.A, none A sustained 3% increase 55% of Qisability pension. §5% of husbandts
in the consumer price (see column 10) plus for pension, plus
index results in 43 each child to age of 22; if orphans provisions
increase in pension. studying, the least of: as in column 8,

#900; 60% of highest 3
years average pay; $2,700
amongst eligible children.
If no widow is alive, the
children's pensions are the
least of: $1,080 75% high 3;
$3,240 divided; to the age
of 18,

CANADA none No but ex gratia 50" of pension earned at biq 50% of husband's
escalation made 2 years death + 20% of widow's pension + 20% of
ago. pension for each child up to widow!s pension

age 19 (max. 80%). If no for each child wp

widow alive, 40% of her to age 18 {max,

pension (max, 160%), 80%). If no widow
alive 40% of her
pension (max, 160%)

U.X. 25% of pension can be Yes but not guaranteed 334 of disability pension 2332 of husband's
capitalised (see or fixed to an index. plus for each child to age pension pius
column 4). i of 16 {or the cessation of orrhans benefits

full time education) 8% of as in column 8.
husband!s pension {to a max,

of 33¥).' If no widow alive

17% of hushand!s pension

(to same max, ).

AUSTRIA 100% of pension can be Linked to consumer price 60% of husband?s pension 60% of husband's
capitalised but so index movements. with a minimum of 35% pension with a
disadvantageous that guaranteed. minimw of 35%
it is not done. guaranteed.

ITALY none Not automatic increase Full pension that would 50% of husbandts
but ex gratia payments have been achieved from pension + 5% of
tend to follow sonsumer 40 years service, pengion for each
price movements, child up to a

maximun of 75%,
If no widow alive,
two orphans get
33% of father's
pension,

FRANCE none Yes. Pension is adjusted §50% of husband!s pension 50% of husband?s
in line with adjustments earned plus 10% of husband!s pension plus
to officials final pay pension for each child. If orphans pension.
level. widow is not alive orphans (see columm 8).

acquire right to widow's
pension in addition vill
age of 21,
SWITZIRLAND none Linked to consumer price 37.5% of husband?s pension 37.5% of husband!s

pension (with
reduction for wide
age difference)

plus orphans pension
{sce column 8),

{with reduction for wide

age differences) plus 105
the husband?s pension for
each child to a maximun
houschold pension of 85%.'
If no widow is alive each
child get: 20% of husband's
pension to a maximum of 85%.

index movem:nts.

ab5=



Disability Pension
(sec also Accidental
Death cover)

PENSTONS

Adjustments through
overscas service

Alternatives when
resigning Government
sexvice

Average
Pension

Voluntary
additional

achicved payments

u'N‘

U.S.A.

CANADA

U.K.

AUSTRIA

ITALY

FRANCE

SWITZERLAND.

2% of serviee wp to
disability as long as
it is greater than §
of average pay or pen-
sion he would have
received at age 60

at present salary.

The lesser of 40% of
highest 3 yrs; or
pension he would have
received at age 60 at
present salary.

2% of service up to
disability or 1 months
pay for every year of
service,

After 10 yrs. service
a pension based on
service so far with
an approximate minimum
of 30% of salary +
lump sum of 3/80th per
year of service.

A pension based in
actual years of service
with 10 years added
including expected
salary increases.

A pension based on
40 years service and
present salary,

A pension based on
years of service
already carned plus
an award based on
insurance tables for
any accident,

A pension ranging
from 40% of salary
for 10 yrs. Servicc

" to 60% for 30 yrs.
_ service,

not applicable

Less than § yrs. Scrvice

= contribution + 3%

interest. Over 5 yrs, =

i) earncd pension frozen
till age 00, or

"ii) part withdrawal of

contributions plus

part frozen pension, or

‘Retire at 60 or

optional retire-
ment; at 50 with
20 yrs, Sexrvice.

none

Pensionable age
brought forward
by 3 mths. for
each year of
service overseas.

none

In difficult clim~
ates. 1 yrs,
service counts as
1% yrs. in pension
calculation, In
extreme climates,
1 yr. counts as
12 years.

none

none

b6=

iii) contributions plus

interest increased by
10% for cach yr. of

service after the fifth

to a maximum of twice
salary.

Less than § yrs. service
= contributions + 3%
interest. Over 5 yrs.
service = earned pension
frozen till age 62,

_Less than § yrs. service

= contributions only.
Over § yrs. =

i) deferred pension at 60, or
ii) contributions refunded, or
iii) actuarially reduced

immediate pension.

Transfer of pension funds

if he joins suitable
scheme, If not, nothing
unless over 50 years old

when he receives deferred

pension,

Full transferability of
pension betveen private
and public sections.

Deferred pension.

Deferred pension at 00.

Refund of contribution
plus 5%.

40%

50%

60%

60%

70%

80%

80%

60%

none

yes to a
maximum of
10% of
Salary.

yes

none

none

none

yes

yes



Is life assurance
or similar capital
provision provided?

LIFE ASSURANCE COVER

How much docs it
cost the official?

What lump sum is provided
on death?

Other Points

UD NI

U.S. A.

CANADA

© U.K.

AUSTRIA

ITALY
TFRANCE

SWITZERL..ND

yes

yes

yes

yes

yes

no, except for acci-
dents

yes

no except for acci-
dents

nothing

$7.2 p.a. for $1,000
Pe2. salary,

Based on age, ranging
from 0,12 for age 35
to 1,104 for age 60
for $1,000 p.a. salary.

nothing

aothing

nothing

nothing

nothing

-67-

up to 3 years service
-~ 3 months salary.
up to § years service,
- 4 months salary.
up to 7 years scrvice
- 5 months salary.
up to 9 years service
- 6 months salary.

Minimum cover is £10,000,
increasing at the rate of
#3,000 cover for $1,000

p.a. salary to a maximum

of $45,000. Optional extra
£10,000 cover is available.

One yearis salary up to
age 60, after which cover
reduces 10% p.a.

Up to § years service =
nil, Over 5 years service

and not retired - 1 yearts

salary or 3/80th salary

per year of service, which-

ever is greater,

3 months salary.

nothing

1 yearts salary.

nothing

[

i) Can continue benecits
on reducing cover in
retirement,

i) Supplementary cover
‘of twice salary is
provided on same
contribution cover,
provided health
record is satis-
factory.

i) Can continue policy
on resignation or
retirement,



OTIIR TYFLS OF ASSURANCE PROVISION

[ e e e e

Accidental beath oy
Plamemberment Provisions

Sick Leave Pay Pravisions

Disability Income Insurance
{sec also Accident Provisiens
and Disability)

U.S.A.

CANADA

AUSTRZIA
ITALY

FRANCE

SWITZIRLAND

depending on choice.

Widows peasicn of 40% of
earnings 1-wmax lump sum
of $3,000 for all children
4 cash sum (see Life
Assurance sum).

Twice cover provided by Life
Assurance Scheme.

Cover from 810,000 to $100,000

. Costs
official #6 p.a. -~ Accident
necd not be connected with work.

Disability pensiion dependent on
scriousness of disability and type
of duty up to 347 of carnings or
one years salary on death +
pension of 8Y of present salary,

3 mths, salary

Disability pension,

1l years earnings for full
incapacity for accident at work
with a scale for lesser injurices
at no cost for a widow, 407 of
carnings usine to a maximam of
6007 for a widow and 4 or nore
ol Ldren,

| 68—

6 mihs. full salary followed
by 6 mths. on half salary.

13 days full pay p.a.
cumulative throughout
working life,

15 days full pay p.a. or
2§ days full pay p.a. at
employer!s discretion.

6 mths. full pay followed by
6 mths, half pay.

12 mths. full pay followed by
immediate pension.

6 mths. full pay followed by
6 mthis at half pay.

3 mths. full pay followed by
3 mths. at half pay.
for certain scnior discases,
full pey can be given for 3

yrs, with an ensuing 2 yrs. at

half pay.

12 mths, full pay then half
pay provided for those with
two yoars or more service.

FEach year

Less than § yrs. service - 6 mths.
salery and pensionable allowance
over § yrs, scrvice - 12 mths.
salary and pensionable allowances
{(1.1.0. as example).

none
00% of salary (increasing 2% p.a.
with cost of living) up to age
65 beginning 12 wecks after dis-

ability. Cost = 2.40 p.a. for
each $1,000 of salary.

Sece Accidental Death for
Pisability Pension.

none

none

none

Sce Accidental Death or
Pisability Pension,



Is there a special plan
for Civil Servi ~5?

MEDICAL ARRANGEMENTS

How much does it cost
the official?

What is covercd?

. ;I-N-

USB,.A,

CANADA

un“ .

AUSTRIA

ITALY

FRANCE

SWITZILAND

yes

yes

yes

not necansarys:
National Moalth
Service is Tree,

yes

yes

yes

yoes

VYarics according to
location,

#500 per ammum for the
family for highest cover,

£240 per annum for the
family,

nothing

2.4% to a maximun of
5,400 schs, per month,

1,6%

2.75%

2.5% to 5.2
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Everything

Up to scven plans for man and family
providing maximun coverage if desired.

Iospital care fees only., Hedicare pays
70% - 80% of general practitioner fecs.

Everything

80% of hospital fees. 100% of general

practitioner fees.

Everything is government medical centre
is used; 80% if ENPAN scheme used.

Everything

Yariety of plans for inan and family
providing maximun coverage if desired.



Weekly hours
of work

OVERTIME

Up to what Jevel At what rate?

is it paid?

On average what docs
it add to salary?

UQNQ

U.S.A.

CANADLA

Laoy ’

o
REAN

 SHATZERIAND

40

40

4]

43

40

none

GS10 step 10
(=r2)

F17 (-P5)

S0 (=r3) .

DK VII1 (=P5)

Dir Sez (=14)

Indice majore

317 (=p2)

fCIass 4 (=1’3_) _

(Time -+ 105 for night work)

Time and half for weckdays,.
Bouble time for holidays.
Time + 108 for . ight work.

Straight time for first 2}
hours; then time and half
including holidays and weck-
days.

Time + 8% for at least five
hours per weck ranging to
Time + 15% for at lcast ten
hours per week.

« Straight time for weckdays.
Double time on nights;
Sundays and holidays.

Time + 15% for holidays and
weckdays.,  Time + 259 for
night work and public holi-
days, Maximum 30 hours per
month. :

-

F 12 p.h. for fivrst 14 hours;

notking

1 - 4.5%

under 5%

under 5%

9,600 sch p.a.

under 5%

under 5%

f 14.3 p.h. for all other hours;

F 20' p.h. for Sundays and
holidays

Time and quarter for weckdays.-
Time and third for Sundays

and holidays. F 2.60 p.h,

for night work.

-70-.

less than 5%



OVERTIME  (contd)

Are there arrangemeats for
those not paid overtime?

SEVERANCE TAY

Redundancy

Resignation/Retivement

U,N.

U.S.A.

CANADA

u.K.

AUSTRIA

XTALY

FRANCE

SWITZERLAND

Sometines compensatory
time off.

Agency decides whether to
pay overtime or give time
off but total income from
these sources not to

excecd GS 15 step X, (=P5)

none

none

noae

none

none

Equivalent time off.

A scale ranging from 3 months
salary for 2 ycars service to
a naximun of 9 months salary
for 9 ox more ycars of secrvice.

One weck's pay for first 1Q yrs.
service. Two wecks puy there-
after plus 10% for cvery year
of age 40 to a maximum of one
year!s pay.

One weeck's pay for cvery year
.of service to a maximum of 28
-weeks.

Usidor &£¢ 40, or less dan v
years service; one wonth's pay
for ‘each ycar. of service. Qver
40 and more than 10 years
service; pension and lump sum
enhance to a maximwm of that
which coulé have becn earned
"at noxmal retirement age + 6
months pay + 6 months resettle-
ment léave.-

Up to § years service = 9 months
salary. 5 Years and over = 18
months salary. :

Two years pay or full pension

if over 20 years service.

none

Up to 5 years service = Twice
pension contributious at 4% p.o.
interest.

5 - 19 years service = 18
moaths salary for five years
+.10% for each extra year and
20% for cach child. Over 19
- years service = same as for ..
Disability Pension.

-T1-

None except repatriation
grant granting a maximum
of 28 wecks of nct pay
for 12 or morc ycars of
sorvice for a man with 2
dependants.

none

Resignations
For 10 or more yecars

service; 3 week's pay
for 'each year of  service.

Retirement: )
One week!s pay for each

‘year of service to a

maximum of 28 weeks.

aone

pone

One month's -pay for each
year's service. :

none

20% of basic salary for--
ecach ycar of service over
15 (or over 20 if a lous,
service bonus has been
given).



OTHER ALLOWANCES

Long Service Awaxds Housing arrangements Cars

U.N. none none none:

U.S.A. non® none none

CANADA none none none

U.X. none none none

AUSTRIA After 25 yrs. -service Interest free sala.riy advance Some Klasse IX have cars for
- % mths. salary. wp to 10 yrs, Tor 40,000 schs pepsonal uses 1,560 schePetie
After 35 yrs. .service + Bnilding Society loazn effect= for travel to work if officials
.= 1 mths. salary. ipely, at 4% below ruling "~ live 2 or more kms. away.

interest rate..

ITALY none none Director-Generals and above get

‘ N car 4+ chauffeur for personal
use. 50% reduction for all
officials and families on State
railvays.

FRANCE +none none Pirecteurs (=D2) have cars
; available for personal use.

SWITZERLAND i) Can exceed maximum A Government loan for housing none
of class by 20% in charged at 1% below ruling
5% cascs. interest rate.

31} Onc month's salary
as bonus every five
years for those with
S over 20 yrs. service. _

-T2=
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CONPTTIONS OF FMPLOYMERT POR OVERSEAS SIVICE

GENIRAL

The Foreipn Service conditions for career staff of national governments are extremely complex,
The aim hax been to present a badanced picture of them, rather than a comprchensive and
overwhelningly detailed one,  As elsevhere the objective is to c.able action to be taken
rather than decisions of adwinistrative detail,

The report concenteates on the conditions of service for national govermment or officials
abroad, rather than these applying to private sector orginisations or individuals, where
national govermments mike any distinction between these groups. There are two main rcasons
for this approach:

- comparison with national povernment officials arc the
ones considered most appropriate for U.N.pcrmanent siaff;

- private organisations and individuals may obtain different
terms from time to time. The private sector would have
been jmpossible to present in a cohercnt way.

The majority of povermments, in fact; apply the same conditions to private scctor experts
and to bilateral ALD officials as to their overscas government officials., Indeed, some
top experts are able to ncgotiate more favourable terms than those presented here.

Tn general, however, with the exception of the U.S., bilateral AID staff tend to be treated
as rother less equal than the consular and diplomatic officials of their national governments,
on the prounds that they do not need to keep up appearances in the same way,

“Th-
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TRAVEL _ANDY REMOVAL,

Fconomy class air fare for staff and, if appointment is for more than two years, for dependants.

Removal of houschold effects only paid for appointments of two ycars or more. Maximwn sea baggage
allowance: 6,600 Ibs, plus 75% of cost of shipment of automobile.

ALl travel paid for staff and dependants, customarily at cconomy class air fare with exceptions
for higher ranks.

Removal of houschold effects paid.  Maximum sca baggage allowance: 12,000 lbs.

Customarily ccottomy class air fare for staff and dependants, with "programme related exceptions®,

Removal of houschold effects paid. Maximum sea baggage allowance: 22,000 1lbs., for married and
16,000 1bs. for ummarried, plus automobile one way only. Houschold furniture stored at Govermment
expense where necessary.  AID personnel are noymally provided with a free honse and hand furnishings.
They are allowed up to 2,500 lbs. and cannot ship automobiles at Government expense.

Economy class air farc for staff and, for postings of over two ycars or at discretion for ¢ertain
countries over one year, for dependants.  First class fares for higher ranks.

Removal of houschold effects paid. Maximum sea baggage allowance: 3, 100 lbs. for personal effects.

Houschold effects maximum: 8,400 1bs. in the casc of unfurnished accommodation: 3,300 lbs. in the
case of furnished accommodauon

European travel:  cconomy class. Outside Furope: individual arrangements.
Unmarried: 1,700 1bs. Married: 17,0600 1bs.

First class air fares for staff and dependants.

Removal of houschold effects paid.. Maximum sea/land allowance: l,OO(‘vkilos for staff, 500 for wife,
250 kilos per child.  Example: Married man, two children: maximum 4,400 1bs. Automobiles not
allowed within this limit. '

Economy class air fare for staff and dependants.

Removal of lmdsolm'ld effects reimbursed against receipts, Maximun sca/land allowance: 1,000 kilos
for staff, SO0 kilos for wife, 250 kilos per child.  Example: Marricd man, two childrenr  maximum

allowence of 4,400 1bs.  Automobiles allowed within this limit.

. l-umumy cluw nir fares fox' stal‘t wnd, for appolntmenu for rore than six months, depcndam.s.

Ilnm‘cunmmncd nit I’re pln im;,y,.\re .ﬂ]ow.mcv u! a0 lnlmx (6(\ ]ln.) per person and of 20 ki lus (34 lb-,)
per cliidd, plus seatveight of A% kilos (000 1bs) peradult and 100 kilos (220 1bs) per e¢hild up to
o waximun of 900 kites (1050 Tbs).  Akrfreight ablowance is doubled i wo seafreight is involved.
S$taff pay for transport of automobiles (but see Other bt.n l,up Ih-noht.-;) . Houschold furniture stored
at Covermment ;xpmsu D% NCECENSary. . i
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INSPALLATION SUNSTSTENCE ALLOWANCE

Thirty days! subsistence for staff, plus 30 days at 50% of staff rate for cach dependant.
Extendable in cities where living accommodation is difficult to procure.

Temporary lodpging allowance as incurred for reasonable accommodation.  Maximum periods of:
= 1 month prior to departure to new post
- 3 months on arrival at new pose.

Staff and dependants at same daily ecate save for dependants under 11 years vho are allowed
at 50 of staflf rate.  Maximum daily rate exeludes cost of meals,

Living quarters allowance { overseas indentive and accommodation allewances) and travel per
diem allowances wot payable when staf'f receive temporary lodging allowance.

Supplementary post allowance, up to maximum of #6.00 per day, for sccond and subsequent
dependants.  Limited to three-ponth period after arrival.

Living cxpenses and temporary shelter before and on assighment as incurred for lodging, meals,
gratuities, personal services and car parking.

‘Without dependants: . first 10 days'! expenses reimbursed, thercafter reimbursement is made

minus the Ottawa rent -share ($162 - $197 per month), until permanent accommodation is occupied,
With dependants: 21 days! expeuses reimbursed, thercafter siniilar rules apply.

°

—Normal subsistence rates for more than six nights prior to departure: - .wife at two-thirds,
«childrencover three yearssat half appropriate stalf rate.  On arrvival, I4 days! subsistence

allowved autamatically, but at discretion,-up to 23 .days. ~ Foreign Service Allowances (sce

“Post Adjustument) are not paid during these periods.

Ad hoce arrangement s,
None reported. R

No allowances are reported for hotel expenses cither prior to departure or on arrival at the
duty station.

On arrival at the duty station, maximum of 30 days' subsistence cxpenses for staff and family,
reimbursement against receipts to the extent that the expenses cxceed §M% of overscas salary.

¥



INSTALLATION LUMP SUM ALIOWANCE

U.N. At certain ficld duty stations, lusp sum allowances are payable as follows: with dependants: §000;
without dependants:  ¥300,

U.8.A. A foreign transfer allowance is paid on transfers between climatic zones of between §75 and 175
depending on size of Tamily, Thais is reported to cover about 25s of reported costs of clothing,
shipment insurance, veplacing furniture and household equipment,

CANADA To cover transfer expenses of up to ¥202 or up to 303 if staff have to move at less than two wecks
notice. A resettlement clothing allowance is also payable on transfer from tropical to non-tropical
posty,

U.K. Outfit allowance of ¥125 waccompanied and F187 accompanied. Allowance may not be paid at more

frequent intervils ‘than three years. An additional once-only payment of §12.5 for wnaccomparicd
and §25 for accompanied. staff to cover purchase of travellimg trunks. A lump sum "expatriation
allowance® is also payable for towrs of 'bne ycar and more or proportionally for less" as follows:

1st tour: .‘between §245 - $262 unmarried and §337 to §400 marricd
nd and subsequent tours: ¥337 — §400 wmarried and $500 '~ F60G married.

Expatriation allewance:is.not payable to Diplomatic staff or to persons appeinted specifically to
overgeas posts, a
Transfer grants ares,also, payable:s  single between $125 and 1505 married with 3 + children up to

613 peas
AUSTRIA Individual arrangewents. . .
ITALY Lump sum a)lowance of one month's overseas salary.
FRANCE ‘ None reported,
SWITZERIAND Staff are pn@ :'m‘ cqnh;ment allowance as follows:

Unnccump;ulicd: 75 for assigument of 3 - 12 months
150 for assignment of 12 months or more,

For accowpanicd staff, these sums are 113 and F226 respectively.
This allowance is only paid once, cven where staff are re-engaged
for new assiphments. :

Staff are also reimbursed for the purchase of hard furnishings which are not supplied,
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OTHER START-UP BENEFITS

Noune reported.

Some "administrative time", is allowed for c.g. househunting, If staff leave their post in

first two yecars of service, they have to pay their own way home.

Staff and dependants have a right to, or may be required to undergo, comprehensive examinations
prior to posting. All costs are borne by the Govermment.

Posting loans of up to 2,020, §2,500 for tropical posts, at 6% are available, repdyable over
36 months, Automobile posting loans of up to ¥I,515 are additionally available, )

Pre-mission leave, "packing time", is customary, but not official. This is normally only a
few days. ’

*Packing time" is customary. Frec pre-mission medical examination for staff and family.

Three days? leave allowed prior to cach relocation.
Pre~mission leave is normal.

llome salary is paid for up to two months prior to posting.

-

An interest free loan of 80% of cost for the purchase of a car is available., (Employce pays for
its trumsportation). ‘

Pre-mission leave is normal at home salary. This could vary from & few days to three months.
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EXPATRIATION ALLOWANCE

None.

The U.S. Expatriation Allowance takes the form ef a living quarters allowance or free Government
accommodation, Since the allowance or rental valuc varies according to duty station, it is
dealt with wnder Post Adjustment.

Foreign Service Premeom is payable, Tt varies according to occupational group, salary level

and marital status. It is also adjusted by the post index system reportedly so as to remain of
the same value throushout the world. The basic premium, unadjusted by the post index, varies from
ahout ¥1,414 to ¥3737 p.a. Actual post adjusted premiums paid start.at 0.99 per annum and go up
to abowt ¥5,252, These premia are for "career foreipgn service! personncl, "Non-carcer! foreign
sevvice staff get 107 of these premia for US.A., 307 for Europe and 50% for all other Jocations.

An Yexpatriation allowance® is paid as a lump sum at the beginning of the tour and is reported
under Mnstallation Lump Sum Allowances", A Foreign Scrvice Allowance is payable, varying by
salary grade, marital status and location. This is reported wnder Post Adjustment,

Ad hoc arrangements.

Expatriation allowance is payab’e of between §2,528 and §4,381 per year, depending on grade level,
These figures represent 707 at the bottom to 40% at the top levels of home salaries.

There are several adjustments to home salary and all are variable according to type of educational
background, post and location. The ncarest equivalent to an cxpatriation.allowance is the
#indemnite de residence", which scoms to range from 25% to more than 505 of base salary. All
adjustwents are reported under Post Adjustment, because of the complexity of reporting them -
separately, :

Expatrintion allowance is payable and varies by grade, mavitsl status and overscas location. This
allowanee i akin to the UK. Forcign Service Allowince, But it is reported here because the
Confederation adjusts total pay by i correction pereentage. The correction is reported under Post
Adjuitient,  The allowimce varies between ¥, 30 in Ewope for i single man on the lowest likely
prade o §#4,0063 for the marvied mw on the highest prade at the least favourable locations. These
repivivat 404 at the lowest to 329 at the hipghest salary Jevels. These allowinces are the same as
for the Diplomatic Corps and represent maxima, In addition to the above married/unmarried differen-
tials in expatriate allowances and home childrents allowances, there are also overscas childrents
alfowances, These are reported usder Dependency Allowances, ‘

=70~



U.N.

".S.A.

CANADA

POST ADJUSTMENT

U.N. basic salaries are positively and negatively adjusted from the Ceneva 1909 base of 100. Each
step in the post index represents a 5% difference in Cost of Living, compensated'dy between 4.6
net salary adjustment at the bottom level to about 4% net at the top level. Weighted Average Post
adjustment increases of 5% from the previous consolidation become part of pensionable remuneration
for all U.N. staff wherever located.

The U.S. Foreign Service, including AID personnel, have the following allowances which are partly
or wholly attributable to duty station conditions.

1. Post Allowance

This -is the direct equivalent of the U.N. Post Adjustment Index. The base is Washington D.C. as
100, updated quarterly. The aim of the allowance is "spendable income" equalisation and the
allowances therefore taper from bottom to top. Since the U.S. is a high cost of living area, more
than Jrds of posts receive no allowance, and the post Cost of Living has to exceed Washington by
2%% for any adjustment to be made. No negative adjustments are made. Post allowances have been
reported as varying between §185 and $5,220 per amnum, plus additional children'!s allowances of
between 60 and §120 per child per annum. ,

2. Post Differential

This aliowance is paid for "unusual hardship conditions", It is based on a points system and is
expressed as a percentage of basic pay. More than 50% of posts receive no post differential.
Those that do, receive 10, 15, 20 or 25%, according to the points awarded.

3. Living Quarters Allowance

This allowance is designed to cover the average costs of rent, heat, light and water and varies by
#location, grade and family composition®. Average payment to Foreign Service Employees in November
1970 was §2,300 p.a. This is also regarded as an expatriate allowance or premium. The current range
of standard rates seems to be $300 - $6,000. This can be as much as doubled for Chiefs of Mission.

Like the U.S., Canada adjusts overseas pay in three ways:

~ for gost of goods and services in excess of the home capital
~ for unusual hardship conditions
~ for the cost of accommodation in excess of home capital costs.

1. Salary Equalisation Payment

This is the direct equivalent of the U.N. Post Adjustment and, like the U.S., is calculated on
tdisposable income! to make this part of income equal in purchasing power to that which the official

. would have had in Ottawa.. With Ottawa as 100, any excess, at 2—;— point intervals on the scale but in

multiples of 5, is applied to 60% of gross home salary, There are no negative adjustments (but there
are to Foreign Service Premia reported under Expatriation Allowance).

2. Post Differential Allowance:

This is paid for "undesirable conditions". The rates range from $404 to §1,010 p.a.

3. Accommodation

Tlus covers tﬁe difference between actudl rent paid or ceilihg rent for salary group and family size,

less "Ottawa rent share" and a utilities allowance covering the difference between actual/reasonaktle
costs of utilities less utility share for type of accommodation occupied at post. In practice, over—

. seas service provides free accommodation even where Government provision is not made. The latter is

reported as increasingly the practice. AID officials are normally provided with free housing and
hard furnishings. ' .
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U.K.

AUSTRIA

ITALY

FRANCE

SWITZERLAND

POST ADJUSTMENT (contd)

The U.K. official on a term of duty overseas of more than four months! duration, receives, like
his U.,S. and Canadian counterparts, two major benefits.

1. Foreignm Service Allowance

This is the direct equivalent of the U.N, Post Adjustment and compensates the official for excess
costs of goods and services over prevailing U.K. costs. A distinction is made between Single,
Married Unaccompanied, and Married Accompanied officials, the married accompanied rate being some
2/4 times higher than the single rate e.g. New Delhi single §575 p.a., married accompanled §2,087;
Nigeria single §1,950, married accompanied §4,012. These allowances represent some 8% to 29% on
U.K. gross salary.

2. Accommodation Benefits

Officials on overseas service either have their rent refunded for appropriate accommodation or
live in rent free official quarters.

Ad hoc arrangements.

The Italian Government applies currently a world-wide flat Post Adjustment increase to home
salary and expatriation allowance. This Post Adjustment increase is identical in amount to the
expatriation allowance and is intended to cover such items as: accommodation, cost of living,
exchange rate changes, status of mission and responsibility. If, however, the official can prove
that rent is higher than 20% of the post adjustment figure, a further allowance of 4/5ths of ‘the
difference between the rent and 18% of the post adjustment allowance is paid.

The French system of Post Adjustment is extremely complex, being based on a 1950 home salary.
Part of the following adjustments are due to this amachronistic base’ salary, rather than to the
adjustments necessary as between home and overseas posts. )

There are five adjustments of 1950 home salary as foilows:

1. "Indemite de residence! or post allowance

This varies according to the educational background of the official and the Iocation. To an
extent it is an Expatriation Allowance (viz. a foreign service incentive). This seems to be a
movable feast but, in the cases studied, varies between $450 and 3900 Pedo

To this are added 10% head of household and children's allowances, reported under dependency
allowances, To the sum of these is applled

2. The Adjustment Coeffxclent

The sum is multlplled by, in the cases reported, 4 or-5 times to give an cmnua.'l gross remune-~
ration. To this is applied

3. The "ma;ératlon (lettre des Finances)!,

a kind of secondary post differential ranging, in the cases quoted, from 15% to 30% of the salary
plus allowances after being recalculated with the adjustment coeff:.c1ent.

- 4. The “prime d de teclmlc:.te“

a seniority or representational allowance, calculated on t.he total pay. “Maximum of 15%

“adjustment reported

The Confederation has a post adjustment indexation system whereby the home salary, plus: expatriate
allowances are increased for cost of living. The range of indices quoted is based on Dlplomatlc
Service rules and the resulting allowances may be flexed according to circumstances. ' Some 80% of
overseas aid posts have a free house. Where proof is given of expens:we housing, ‘another 5% may

_be added to total overseas pay.
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U.N.
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-~ CANADA

U.X.

AUSTRIA

DIEPENDENGY ALLOWANGES

" NOTES o asure a pouper perspeotive, both home and overseas dopondency arrangementy are quoted

in this schedule, sluce it is with both that U.N, allowances should properly be compared.
In most cases, overseas staff continud to pay income tas on boma salavy, if prid by lhomu
Goverament.,

No distinction in income tax structure for marital status.
Allowances for dependants are as follows:

- wife : §400 p.a. if earnings do not cxceed GSI Step I at Geneva,

~ child : §300 p.a. if unmarried, under 21, or incapacitated.
#ust be in full-time education if over 18,

~  secondsyy
dependants @ §200 for one maximum, except in Italy.

Marital status catered for in progressive income tax structwre, Living quarters allowance differen—
tiates betveen "With Family! and "Without Family! staff. IQA varies with status, mission and location
and is reported under Post Adjustment. Where post is considered as more expensive than Washington,
additional post allowances for children are paid. These are reported under Post Adjustment, since
there are no universal children's allowances.

‘Marital status catercd for in progr esivs income tax structuwre. Home family allowance schems. Family

and youth allowances are paid to provide comparability with home-based staff. The formula is homs
Family and Youth Allowance as determined by the Department of National Heath and Welfare - up to §10
per week per child - adjusted by the post index. Accommodation allovances are also varied according
to household size but there are reported under Post Adjustment. Certain other allowance differentials
also exist and are reported elsevhere.

Marital status catercd for in progressive income tax structure, Home Family Allowance Scheme.

Children's Addition is payable to compensatc for the forfeiting of entitlement to U.K. Family Allowances.
Children's Addition is paid only where children accompany staff, are unmarried and under age 19. The
calculation is based on 4% of the total net emoluments; excluding rent, of married, accompanied bottom
band staff. (Bottom band = those on lowest salary range: K §3,137 or below.) This seems to provide.
between §125 and $250 per child, It should be remembered “that the U.K. Foreign Service Allowance, like
the Swiss-expatriation allowance, also markedly distinguishes between the married and unmarried man.

The differcnce between single and ma:cied accompanied would appear to be from §1,500 to §2,000 p.a. in
developing comntry dvty stations. ¥FSA is reported under Post Adjustment.

Marital status catered for in progressive income tax structure. Home family #llowances scheme.
Ad hoc arrangements for rare vverseas aid work.

Overseas dependency allo are calculated as percentage of home salary, plus expatriation allowance,
plus 2 "majoration" of the same amount as the expatriation allowance. The allowance is 20% of this sum
for the wife and 5% for each child. Thus a married man with two children, carning a home salary of
§4,044 would receive an additional ¥5,055 and dependency allowances of 30% of §9,000 or §2,745.

Hari;ial‘#"c'atus catered fbr in progressive income tax structure, Home family allowances scheme.
‘French base salaries for the calculation of overseas service pay are still reported as 1950 home salaries,

not 1971 salaries. This basis distorts the whole picture of the relationship between salary and other

cash paymogts. - . . ‘ ‘ )
% 10% increase on base salary, plus "indemnite de residence" (reported wnder Post Adjustment), for
accompanying nop-carning wife. Children's allowances variable according to location, are payable for each

" dependent child under 21. ‘These are reported as about H147 ~ §184 per child per annum.

- Marital status catered for in progressive income tan structure,

Home children's allovances of F150 until 12 years, and §180 over 12 years, continue to be paid to staff
serving dverseas, S . : R . . , .

Dependency allowauce for the wire¢ 23 built into - .c Expatriate Allowance as described in that section of
the report. The allowance for the wife canges from $527 p.a. for the lowest salary level in.Europe to
#1,417 foxr the highest salary level at the least favourable location. Children's allowances paid in

addition, also according to location, as follows:

Up to 12 years of age : between $58 and §110 p.a.
. Over 12 years of age’ : : " %68 and $129 p.a.

Thus total family allowances for a married man with two children under 12 eaining $6,268 p.a. in

‘. Santiago or Lima would he - wife: #097;  children: §476. Total:  §1,473.
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SPECTAL UNACCOMPANIED ALLOWANCES

Staff appointed or transferred without entitlement to the removal of houschold effects, are
granted the following non-pensionable additional annual payments, considered to cover renting
furnished accommodation and other dislocation expeuses:

Grade Without dependent With dependent
P1/P2 #700 £1,000
P3/P4 #950 #1,200
PS5 + £1,100 £1,400

WHO pays these allowances to all staff in the field or regions subject to a maximum period of
five years in one location. This is not strictly an "unaccompanied” allowance but seems similar

in intent.

Where staff at discretion of employer proceed unaccompanied to the duty station, because of
adverse conditions, separate maintenance allowances arc payable rclated to Washington D.C.
living costs. Each case is treated on its merits.

Separation allowances are payable where staff are allowed to leave dependants behind for educational
reasons The amount varies from $252 to $404 per person per calendar month of separation. Where
dependants are not allowed to join staff at the post, then removal expenses may be paid to a place

of their choice.

None reported as such. Toreign Service Allowances, however, markedly distinguish between single
and married, unaccompanied officials.

None reported.
None reported

None reported.

Wherc the family remains in Switzerland, a separate maintenance allowance is payable to cover the
amount by which the total family maintcnance expenses exceed 50% of the overseas salary. Maintenance
includes thc accommodation price or rental value, monthly food costs of $53 per adult and child over

12 and $38 for younger children, but excludes heating and hot water. Staff member vrent and subsistence
must be documented. The allowance is normally not payable for longer than six months,
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SPECTAL UNACCOMPANIED ALLOWANCES

Staff appointed or transferred without entitlement to the removal of houschold effects, are
granted the following non-pensionable additional annual payments, considered to cover renting
furnished accommodation and other dislocation expeuses:

Grade Without dependent With dependent
P1/P2 #700 £1,000
P3/P4 #950 #1,200
PS5 + £1,100 £1,400

WHO pays these allowances to all staff in the field or regions subject to a maximum period of
five years in one location. This is not strictly an "unaccompanied” allowance but seems similar

in intent.

Where staff at discretion of employer proceed unaccompanied to the duty station, because of
adverse conditions, separate maintenance allowances arc payable rclated to Washington D.C.
living costs. Each case is treated on its merits.

Separation allowances are payable where staff are allowed to leave dependants behind for educational
reasons The amount varies from $252 to $404 per person per calendar month of separation. Where
dependants are not allowed to join staff at the post, then removal expenses may be paid to a place

of their choice.

None reported as such. Toreign Service Allowances, however, markedly distinguish between single
and married, unaccompanied officials.

None reported.
None reported

None reported.

Wherc the family remains in Switzerland, a separate maintenance allowance is payable to cover the
amount by which the total family maintcnance expenses exceed 50% of the overseas salary. Maintenance
includes thc accommodation price or rental value, monthly food costs of $53 per adult and child over

12 and $38 for younger children, but excludes heating and hot water. Staff member vrent and subsistence
must be documented. The allowance is normally not payable for longer than six months,
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EBUCATION GRANT AND TRAVEL

UN. Education prant is payable to staff scrving oytside own country whose dependent child is in
full-time attendance at a schioo), wkversity or simtlar institution which "facilitates the
child’s re-assimilation in the staff's home cduntry®. Payable from primayy school to cad of
scholastic year in which age 21 is reached.

The amount, if institution is outside duty country, or commuting distance, is: (boarding) 759
of cost of hourd and tuition up to F1,000; or (non-boarding) Y500 plus 755 of cost of tuition
up to maximm of ¥1,000, I institation is at the duty station or commutable:s 758 of cost of
attendince up to ¥1,000. No graats payable for university study in the duty country.

sducation travel grant is payable as follows, If institution is outside duty country, child's
travel cost paid once per year bDtween institution and duty station and returmn, If institution
i8 in duty country:  travel gront is limited te travel between duty station and home country.

Exclusions: kindergarten, public school in the area, correspondence courses, private tuition.

U.S.A. Education allowances are payable based on the "lowest cost adegquate school" at the post, less
the costs jncwrred in U.S. public schools. .Where no adequate schools at posts, allowances for
hoarding schools etc. made. The amowunts vary by duty station., At post amownts are reported
to range up 1o {2,000 p.a. per child. Away from post: up to §3,100 p.a. per child. Education
travel is Jimited to one trip cach way to U.S. for purposes of secondary/undergraduate education.

CANADA As with the U.8., education ajlowances arc payable to provide home standards of education.
Primary and sccondary cducation at post: up to §2,020 per child per annum. Away from post:
up to §2,959 per mele per ammum, Up to ¥1.51 per day during academic year is payable as student
shelter expenses for post-sccondary students at home., Education travel is limited to one round
trip from duty station to Canada for purposes of post-sccondary education.

U.K. Educational expenses for children at post are met where suitable free schools do not exist,
These are reported as limited to day school fees and transportation only.

Sccondary school allowances arc payable for overseas officers accompanied by their wives. The
annua} rates are wp to: 325 for the First, JY82 for the second and ¥1,178 for each subsequent
child-  Ape limits: § = I8 inclusive. Two free return air passages for cach child under 18
each 12 months, One frec return air passapge for cach child over 18 and under 21, if still

dependent.
. AUSTRIA ~ Ad hoe arvangements.
ITALY . Education expenses are paid if children are educated outside the duty station town limits. The

allowiance rimges from §34 per month up to age 18; from 18 - 26 the allowance is increased to
$50 per month. The two senjor ranks of Italian Civil Servants are not entitled to these
allowances viz. Inspector Generals and Sirector Generals,

FRANCE No cducation allowinces or travel grants are reported.

SWITZERLAND Educat ional grants ape payable at the rate of F150 per child per year betwcen the ages of 6 and
18 for those children educatzd in Switzerland, No grants for education elsevhere. Education
travel is paid for one round trip per child per year between Switzerland the the duty station,
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LEAVE ENTITLFMENTS

HOME LEAVE

Expatriate staff reccive home leave every two years, round trip economy class air fare for whole
family to home country. FAQ: difficult Jduty stations cvery 18 months. Unaccompanied oxpatriate
staff receive home leave travel free every year. In some U.H. organisations this is restricted

to ficld duty stations. ‘

flome Teave is normatly taken every two Lo three years dopending on post. To home service annual
leave entitlement of 26 days is added 15 days of extra leave for cvery 12 months of service.

Home vacation leave for overscas staff is accumulated at the rate of half day per month of service
abroad and may be taken after not less than 12 days have been accumulated viz. every two years.
Norwally home Yeave is given every three years, when 18 home leave credits have been accumulated.
In the case of Wdifficult" posts passages may be paid for local leave cvery ycar to a suitable
place e.g. Europe from Africa.

Free passages for home leave are granted at the end of each tour viz. cvery two years. Single
officers may also obtain free passages home cvery year, as may marricd unaccompanied officers.
Married temporary officers specially engused for service overscas may also receive move gencrous
treatment than the standard.

Ad hoc arrangements.

Overscas service qualifics for 15 to 20 days annmal leave additional to home service Jeave of
30 days p.a. Home leave, passage paid, is allowed every two years for.the officer alone.

Overseas service qualifics for two months of home lecave for every 22 months or, in Africa and &sia
two months for cvery 10 months, passages paid.

Home Jeave passages are granted every two years for normal annual six weeks vacation.
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UQ N.

UQS(AAO

CANADA

U.K.

AUSTRTA

ITALY

FRANCE

SWITZIRLAND

LEAVE ENTITLEMENTS

For permanent staff, 'six months on full, six months an half salary in any 12 consecutive months.
Not to exceed 14 months in four consccutive years.,  Fixed-term staff arc entitled to three months
on full, three months on half pay, subject to maximum of 18 months in four ycars,

Accunnlates sick leave as for home service: 13 days! full pay per annun cumulative throughout
working life.

Accunmlites sick leave as for home service: 1§ full days per annum or 25 full days per annum
at. cmployerts discretion.

Sick leave conditions for cstablished staff overseas are the same as in the United Kingdom.
Unestablished or temporary staff:  three month! full pay, three months' half pay.

Twelve months' full pay.

As for home service: 6 monthst' full, 6 months! half pay.

Overscas staftf have right to two months! sick lceave on a full) pay and a third month on certification.

St are required to join the Sick Scheme (with optional family cover) for which staff pay all
premiuns,  The Technical cooperation Department pays additional premiums giving cover for staff
apainst sickness and death in addition to the cover of the Staff Sick Scheme.  Federal civil
vants have 12 ponths? sick leave at full pay and thercafter half pay, with two or more ycars!'
serviee,




U, N,

V. S. A,

SANADA

U.K.

AUSTRTA

1TALY

FRANCE

SWITZERLAND

REPRESENTATION ALLOWANCE

None reported,

Represeatation allowances aee paid taking inte account cach post's requirements, importance
of the pos® and cost of tiving, AN s reported as one of the principal users of this
allowanee.  Official residence expenses way alno be payable at discretion over and above
certain 1aid down annuad amounts which have to be met by the officer concerned,  These
allowances are not confined to diplomatic personnel,

None reported,
None reported.
None reported,
None reported.

A prime de technicite of up to 15% on total overscas pay as reported under Post Adjustment.
This could be fegarded as a representational allowance.

None reported,
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".N.

U.S.A.

CANADA

U.X.

AUSTRTA

ITALY

FRANCE

SWITZERLAND

MEDICAL ARRANGEMENTS

Staff covered by medical and hospital insurance schemes. Equal contributions from staff and U.N.
organisations are normal.

Scaff and dependants have free cover for huspitn!isntion expenses, excluding maternity, for up to
four months, Staff pay themselves for cverything clse,

Where loeal health care costs are above those of home costs, employee is reimbursed the cxcess.
Advance payment of medical costs are also provided. Where local health care facilitics are
Tinadequate in comparison with Canada”, travel expenses and time arce allowed to obtain treatment
at nearest snitable place, Where illness or injury occurs which would not normally occur in
Canada, all expensces are met by Govermment.

Where no reciprocal arrangements with U.K. National Health Service, no Crown medical services or
no facilitics, the officer makes local arrangements and is reimbursed on submission of vouchers.
Civil Scrvants scconded abroad are not entitled to reimburscment: their medical expenses are
generally a matter for the borrowing country.

Ad hoc arrangements.

Both staff and dependants are covered for health, with the Government meeting 2rds in normal
climates and § of all expenses in difficult ongs.

Medical expenses reimbursed by mutual insurance scheme.

All treatment expenses arc met by the same insurance policies which also cover Sick Leave Pay.
Pependants are only covered by these policies if staff so clect,
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U.N,

UGeSele

CANADA

U.K.

AUSTRIA

JTALY

SRANCE

SWATZERLAND

INCOME TAX ARRANGEMENTS

NOTE: Some bilateral officers are partly paid and, thercfore, taxed by the AID reseiving
government, No account has been taken of these or other arrangements,

Basic salarvies subject to identical taxation avrangements worldwide. Taxation progressive but
takes no account of differences in family situation.

U.S. overseas service officials continue to pay home tax on base salaries ond also on post
differentials paid for uwnusually difficult conditions. They pay tax too, en termination pay.
All other payments arve tax free.

Overscas officials continue to pay hohe tax on their home salaries. They pay no tax on any
allowances, with the exception of the Canadian Leave Allowance,

Overseas officials continue to pay home tax on their home salaries. They pay no tax on any
allowances.,

Overseas officials continue to pay home tax on their home salaries. They pay no tax on any
allowances, .

BHome: tax ix payable on total salary and allowances,

Home tax bs levied on 257 of grosy overscas pay minus 1/11th of the 25% for the first child,
1/12th for the second and 3/13th for the third and so on. ‘

Tiie major tax in Switzerland is the canton tax. This is not payable when resident outside
the canton, Federal tax continues to be levied on the base salary only,
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U.N.

U.S.A.

_ CANADA

U.K,

AUSTRIA.

ITALY

FRANCE

SWITZERLAND

REPATRIATION AND SEPARATION

~Intcrnatiom-‘lly recruited cxpatriate staff are entitled to repatriation at U.N, expense and to a

resettlcoent grant, This varies according to sarvice and marital status from two_wecks of net pay
for one ycar's expatriate service to a maximun of 28 days of net pay for 12 years! sorvice or more.
Ternination Indemnities for all non fixcd-term staff are payable up to nine months! salary,

Overscas of ficers ‘separating from the, service are entitled to repatriation at Government expense,
except those with less than two years! service. A termination Jump sum is payable of one montht!s
salary por year of service up to 10 months! maximum. Non~separating officials are paid a Home
Service Transfer allowance, This is in two parts: a lump sum (see expatriate lump sum allowance)
of up to 175 and temporary lodging of up to 30 days,

Repatriation at Covernment expense.  ATD officials receive two days! pay per month of overseas duty
as a resettlement grant; ‘this would normally amount to 24 - 40 days? -pay, Foreign Service Officers
are entitled to two weckst hotel expenses and, if returning from a tropical climate, a clothing
allowance, '

Transfer ¢rant as reported under Installation Lump Sum Allowance.
Ad hoc arrangements.

None reported,

None reported,

None reported.



OVERSEAS PAY COMPARISONS
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OVERSEAS PAY COMPARISONS

The comparisons are given to provide a bread picture of the
relationship between UsNe officials and the overseas officials
of the seven headquarters countries.

The figures include base salary, all local cost of living allow-
ances, dependency allowances and education grants at maximum
allowvable rates, They do not in<lude any pre- or post-mission
items but merely the ongoing payments whilst the officials are
overscase

Th- basis throughout the schedules, save for one in order to
- give a French case, is P4 Step I. -Married, accompanicd, two
-children ages .12 and-14e - ALl items are-expressed in' U.So§.
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P4 Step ¥

UsN.

MeSehe

‘CANADA

0.K.

JITALY

FRANCE

SWITZERLAND

H4+2

Payments -
Subject to Tax .

18,120

20,425
20,957
9,212

16,514

7,714

*Subgect o Federal tix (§ - 10%) only

LAGOS , NTGERTA

Paynents
+ Not Subject to Tax

4,782

13,120

12,880

6,249

U.S.y

+

— . 10 Cas™ available e

10,330

Other Benefits

f t————

=1

free housing

free housing -

fres housing



F4 Step I

UsNe

UsS. A

. ATALY
FRANCE

SYITZERLAKD

NEW DELRI, INDIA

M+ UeS.§

Paymenta Payments
Subject to Tax + Not Subject to Tax + Other Benofits

18,120 3,000 —
19,537 7,000 ‘ -
20,957 | 8,608 frec housing
9,212 4,285 frec housing
16,514 - —

— 1o case available e

*7,714 . 7,466 free housing

#Subject to Federal tax (§ - 10%) only
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BETRUT, LEDARON

~

P4 Step 1 M‘ +2 U.S.§y
Payments . Payments
Subject to Tax + Not Subject to Tax + Other Pmefits
UaNe A 18,120 - | 2,406 : -
UaSe Ao 17,781 4,900 -
CANADA 20,957 " 11,422 | —
15 k. 9,212 5,444 free housing
ITALY 16,514 - ” -
FRANCE ~——— no case available
SHI‘I‘ZI-;I&WD ) _ *7,714 | 6,280 free _housingubr

#Subject to Federal tax (§ - 10%) only



P4 Step 1

U.Ne
UiS. A,
CANADA
UK.
ITALY
FRANCE

SWITZERLAND

M+2

Payments

Subject to Tax

18,120

17,761
20,957
9,212

16,514

7,714

#Subject .to ‘Federal tax (5 - 10%) only

SANTIACO, CHILE

+

Not Subject to Tax

—s6-

Payments

1,218

5,900

10,067

5,477

3,99

U.S.§

+ Other Bencfits

free housing

free housing

no case avaiiable ——w—e

free housing



P4 Step I

UsNe
U.S.VA.
CANADA
UK.
].'l‘l\t.Y
FRANCE

SWITZERLAND

H+2.

> DANGKOX, THAILAND

S

Payments Payments
Subject to Tax + Not Subject to Tax + Other -Benefits

18,120 3,59 -
19,537 5,680 ) -
20,957 11,814 -_
9l, 212 6,477 free honsing
16,514 - -

~— . 10 Case ;a.vail‘able —

V*7,7l4 o - 9,639 : free housing

#Subject to Federal tax (5 — 30%) only



LINA, PERU

3 Step X M+ 2 U.S.§

Payments Payments

Subject to Tox + Not Subject to Tax + Other Benefits

UeN, 14,690 3,498 —
:’zusz. _ 12,615 55640 —
CANADA 15,388 20,782 -

U.K. 7:375 5,335 frec housing
ITALY 13,475 - -
FRANCE #13,224 12,776 -
SWLITZERLAND ®H%7,075 - 7,225 free housing

*P3 was chosen for this location so that a French example could be included.

**Tax is payable on 25% of total overseas pay, paid by the French Government,
less children's allowances.

®HMSubject to Federal tax (5 - 10%) only.
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BENCHMARK DESCRIPTIONS AND QUALIFICATION STANDARDS

Five things should be said about the following description standards:

a)

b)

c)

d)

e)

)

Not all Agencies apply these descriptions equally so that jobs are over graded compared with
other Agencies.

The qualification standards are only a guide for salary.survey purposes: there are many
people in the Agencies performing excellertly who do not match these standards.

The standards are a minimum.. Nevertheless there are many instances, especially in the
administrative jobs, of over-recruiting — hiring highly qualified people to carry out mundane,

Jow level jobs, This is a waste of talent and a source of discontent.

Traditionally administrative and specialist posts have been considered as requiring equal
standards for equal responsibility., The attached standards, descriptions and salary schedules
explore this view: they are not equal. :

Qualification standards can be misleading, Tt is not what a man has that ensures performance;
it is how he uses that knowledge, .

Twelve benchmark descriptions have been found sufficient to compare the mumericallv important
posts in the U.N, Of 14,124 generalists and specialists, 9,969 (71%) are covered by thesu
descriptions, The other posts do not often have counterparts in significant numbers in
national government service.
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P2

P3

P4

rs

BESUHMARK DUSCRIPTIONS

1, LNGINEERS

(These cover all technologles ~ civil, nucacar,
mechaneisl, eleetrieal, aviation, marine, chemical
sanitory, telecommmications, meteoavlogicnl),

These engineers are rarely recruited and tend to
bLe in traince positions. They work under glose
supervision, usually on xoutine probloms ruquh'.mg
application of prescribed methods, accuracy in
analysis and culculations and comploteness of data
and test obsgervations,

They will invariably work at Agency headguarters or
Regional offices, and their findings are put forward
as recommendations.and any commitments are solely
of their own time.

These engineers serve, under supervision, as
engincering spevialists, as junior members of a

team, Their work is assigned with guide lines and
subject to veoview, Teclhwical guidance is available

o vreview work programmes and advise on wauswal
features of an assigument. Theorctical approaches and
conclusions arc subjeet to scrutiny.

They cstablish and maintain co-operative working
relationships with national or local authoritics, and
co—ordinate phases of the project with other organis—
ations., They draft, as requested, recommendations and
reports on current trends in defined areas of their
particular speciality, rclated problems and any
experimental field investigations. They may develop
new methods and technigues and assist in introducing
the wesults, They assist in the organisation of
research programmes and technical working parties and
may recommend on termination or continuation of
rescarch, interpretation of data and applicetions of
completed research,

These engineers serve as independent enginecering
specialists or as regional engineers yorking under the
supervision of a regional adviser, Work is assigned
in termms of programme objeciives and priorities or own
programme is approved at outset. Cuidance on policy or
complex technical problems is available,’

They are responsible for all specialist cnginecring
aspects of a project. Specifically, they evaluate .
facilities, nceds and problems of c¢ utries and advise
the Agency or government as nccessary; collect and
evalnate information on related matters; train and
supervise assigned staff; establish. and maintain working
relationships with - national and local authorities.
They arz responsible for methods, solutions, interp-
retations and draft prescntation of assigmment results.
They prepare progranmes and papers for meetings and
act as scicntific secretavies, ecditing the pracecdings.
They analyse and recommend proposals creating or
amending internaticnal standards and recommend
practices and procedures. . May supervise a group of
professional engincers or technicians oma project,
assigning work, reviewing methods and checking results.

These engincers scrve at Headquarters as adviser to
Pirectors on specific areas of thuir engineering

kuowledge or, in a rcgmn, as regional adviscr, or R

af specielist units planning and directing the work
programncs within their particular branch of
technolegy or as senior and renowned professionals

in their ticlds of setivity. They are responsible
for the budgetary control and co-urdination of their
programies vithin and between Agencies, Work is
assigned as broad objectives \\'](h Direction reparding
arcas of research, futire pelicy and planning. Main
review is asainst the timely. cconomic and successful
accomplishment of programmes.
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P2

P4

P53

QUALIVICATION STANDARDS

Technical diploma or sccondary school
studies din appropriate discipline with,
five to seven years' completed technicul
training.

or

First degree in ongineering or applied
science with three to five years!
practical experience.

or

Second degree or completed postgraduate
studics with vnly one year of practical
expericenceat most.

First degree in engineering or applicd
science with six to eight years' working
expericnce in a closcly related field of
application, rosearch, training or advising.

oxr

Technical dlploma or membersh:p of pro~
fessional institution with eight to ten
years! yorking cxperience in the applica-
tion of this -knowledge in national and
international circumstances.

.o

Second degree or completed postgraduate
studies with four to six years' working
axperience,

First degree in engincering or applied
science with eight to ten years' working
experience in the field of specialisation.

or

Technical diploma or membership of
professional institution with ten to.
fifteen years' working experience.

-

or

Second degroc or completed: postgradiate
studies with seven to ten years' worl\:mg
experiences . . .

In all cases, a good intcrnational standing
in field of specialisation is expected.

First degree in engineering or applied
science with ton to fifteen yuus' of
specialised eng;neemng and/or adminis-"
trative experience in nation andfor
international drganisatioss, especially in
co-ordinating the work of asseuated
fields,

or’

Second degrec or’ complctcd pustgradue Pt
studies ‘with ten years! research with
senior staff supervisory responsibilitics
in a leading national organisation.




P5

b1

D2

BENCHMARK DESCRTPTIONS

1. ENGINEERS (contd)

As rogional advisers thoy initiate and develop
regional programmes and projects; review technical
phases of projects; advise government on assigned
professional matters and problems; investigate and
report on facilities, principles, standards,
requircments and other matters in their ficld,
advise on the sclection of candidates for Agency
fellowships, training courses and cxperts..for
technical assistance programmes. They also train
fellows. They estimate and cost time schedules
for projects.

Thoy

As advisers to governments they provide advisory,
demonstration, consulting, training and related
engincering services.  They originate, promote and
Jead large-scale programmes and projects; cvaluate
and approve the technical phases of proprammes and
projects proposed by others; advise the government
on professional engineering problems, investigate
facilities, problems, reqmremcnts, standards and
other related engmeer:mg matters; lisise with
governments to deal with thc political implications
and problems of their projects.

As advisers to Headquarters they provide advisory
and consulting services within their technical
field of competence to directors. Undér the broad
supervision of their directors, they formulate and
promote programmes; evaluate and appraise the state
of knowledge in their ficld of competence, initiate
and promote studies on present and future problems;
stimulate rescarch, investigate requircments and
develop international codes of practices and
standards.

' These enginecrs serve as project managers planning

and controlling the creation of a country's first
major installation in his field of technology or
within full managerial responsibility for major

.engineering function at Headquarters or for admin-

istering several rclated professional groups.
Alternatively acts as a research specialist or
top authority in a fleld ef major importance to
the Agency.

They enstire that the complex meets time, quality and
quantity specifications and train local staff to
operate the installation and supporting services.
Approves project budgets and time schedules and
directs long term planning of programmes and
manpower requircments.

They co-ordinate’ global research in major e:gineering
areas and contribute ideas to improve or standardize
relevant engineering services, practices and applicate
jons through the wordd. Indcpendently conceives or
defines reseawch projects and negotiates support and
resources for projected programmes. Resolves unusual
problems or major issues involving policy. objectives
or finance. Lays down operating policies and ways of
achieving objectives in their Division.

They -advise top officials and’ mzm.sters in govern-
ment(s) on techmical “policies and Programmes,
¢gpecially in new or devclapmg arcas of engineering
and supervisce and facilitate the’ granting of aid to
meet national or regional requirements.

Work is reviewed for conformz.t)' with policy and
co-ordination with other Divisions and Agencies.
Receives only administravive D:Lrectlon from govern-
ing awchority.

Promotes member states! appreciation of the heed of
‘agency programmes. Co-ordinates wiih U¥ and agency
governing body to sceurc a balanced programme,
meeting professionad and other pressures and suited
to the needs and resources of member states, Gives
policy guidance.

P5

b1

=102~

QUALITICATION STANDARDS

It is oxpected that incunbents should be
amongst the leading international enpgincers
in their ficld.

As for level P§ but with experience at a
policy-making level in one or more areas of
their technology or in planning and direct-
ing national work programmes, involving
ministerial or governmental registrations.

-The rcsearch specialist should be the lead:mg,.
authority ir this area of technology.

3#*  Worleing" o1 “practical expérience can
* be defined as progressive non-routine

professional wark requiring the applica~
tion of the appropriate professiocnal
methodology to problems; the comprehen-—
sive knowledge of the various scicnces
involving the profession; a continual
effort to up-date the broaden professional
knowledge and ability; the ability to write
a tichnical report analysing and generalising
from the problem.



P2

P3

P4

P5

DENCHMARK DESCRIPLTONS

2.  SCIENTISTS

(These cover all ficlds - agricudtural,
biological, chemical, physical, plant protectiom,
and production, nutrltionuts, forestry and
vaterinarlans),

These scientists are rarcly recruited and tend to P2
be in traince positions. They work under close

supervision, usually on routine problems

roquiring application of prescribed methods,

accuracy in analysis and calculations and

completeness of data and test observations.

They will invariably woxrk at Agency headquarters
or Regional offices, and their findings are put
forward as recommendations and any commitments
are solely of their own time.

Plans and conducts training courscs for none- " P3
graduate staff and lectures to all levels in their
speciality, Works as a member of a 1{+wn in research
or teaching programmes and sets goals for his part
within the overall programme, Advises technical
specialists in the field. Elicits, analyses,
classifies and tabulates conplex data from member
governments for research projects. Encourages
research activities through the organisation of
symposia and represents the agency'!'s views, find-
ings and progress at sciertific meetings on specific
matters. May draft a portion of an Annual Report

on scientific matters.

Plans and conducts training courses for graduate P4
staff. Acts as team leader within his speciality

and may promote community effort in a government
sponsored programme. Encourages a govermmeit's
officials through visits and correspondence or

projects to make use of the products of existing and
new specialist knowledge. Carries out survey, drafts
proposals for technical assistance and wins initial,
informal support for projects from UN, government and
other bodies and réconciles conflicts between wants and
needs. Acts as working secretary to meetings of experts,
collecting and disseminating information. Drafts codes,
standards, regulations and reconmendations for working
parties to discuss and finally submit to the Governing
Body for approval. Preparcs publications and edits
technical contributions to UN sponsored seminars.
Appraises trends and developments in specialist methods
and techniques to help member governmerts foster the
develepment of this speciality. Advises on the recruit-
ment, briefs and technically-services field experts,
advising them on techniques and equipment, supplies and
contracts, and sources of :.nfomat:.on for complex oxr
unusual technical proilsms,

Is the consulted authority on matic, .t solicy in all PS
branches of his speciality, Promcies contunity effort

in a pioneering effort of his spec. ':i*y. Negotiates at.
ministerial level on technical matter.. fdentifies, plans
and contrpls scveral projects for glotal rescarch in his
specialism in universities and institutes. Plans, develops
and supervisers international technical meetings and seminars
for the discussion and exchange of knowledge. Reviews work
programmes of these meetings. Develops concepts and
methodologies in his technology and promotes interest in
their applications, Conducts or controls feasibility
studies in the cconomic use of natural, scientific or
agricultural resources im various countries.
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QUALTFICATION STANDARDS

Technical diploma or secondary school studics
in appropriate discipline with five to scven
years! completed technical training.

or

First degree in science or applied scicnce
with three to five years! practical experience.

or

Second degrec or completed postgraduate
studies with only one ycar of practical
experience at most,

First degree in science or applied science
with six to eight years' working experience
n 2 closely related field of application,

research, training or advising.

or

Technical diploma or membership of
professional institution with cight to ten
years! working esperience in the application
of this knowledge in national and international
circumstances,

or

Second degree or completed postgraduate studies
with four to six years'! working experience.

First degree in science or applied science with
eight to ten years! 'working experience in the
field of specialisation.

or

Technical diploma. or membership of profess-
jional institution with ten to fifteen years'
woxking experience,

or

Second degree or completed postgraduate
studies with seven to ten years' working
experience.

In all cases, a good international standing
in field of specialisation is expected.

Tirst degree in science or applied science
vwith ten to fifteen years! of spec:l.ahsed
science and/or administrative experience in
national md/or international orgarisations,
especially in co-ordinating the work of

; associated fields.

or

Second degree or completed postgraduate studies
with ten years'! research with senior staff
supervisory responsibilities in a leading
national organisation.

It is expected that incumbents should be amongst
the leading international scientists in their
field. :



n

D2

HENCIMARK_DSCRIDTIONS

2, SCIENTISTS (comtd)

Promotes governmental appreciation of the priorities
of the agency programme, angd negotiates intcrmine
isterial ce-ordination. Research officers at this
level carry out rescarch projects of unusual
importance, significance and difficulty, because

of the dearth of dpplicable precedents, pertinent
literature or proven methodology.

Asswnes full responsibility for all aspects of- a
major project within a county or region,
surervising professionals from several disciplines
(and Agencies) in accordance with the Plan of
Operation. Ensures that the national Director
can fully carry on his work,

Prometes member states! appreciation of the need

of agency programmes. Co-ordinates with UN and
agancy governing bady to sccure a balanced programre,
meeting professional and other pressures and swited
to the nceds and resources of member states. Gives
policy, gnidance. :

~10k~

D1

QUALTFICATION STANDARDS

As for level P5 but with éxperience at a policy-
making level in onc or more arcas of their
technology or in planning and Lrecting national
worlc programmes, involving ministerial or
governmental regulations.

The research specialist shoﬁld be the leading
authority in his area of technology. .



3

P4

P5

P6

BENCHMARK DESCRUMT FONS

3¢ MEDIGAL QIVICERS

This level covers these posts whose incumbents pro- r3
vide divecy medieal sorvices 1o pationts, clther in

a hospital, out-paticnt, public-health, or dewon=

stration project. Posts of this typoe are typically

found in tho health services programmes of developing

countries where the medical officer functions, in

effoct, as a staff member of the national organisation,

or in the Joint Medical Service at heaaquarters.

Taese medical officers are responsible enly for pro-
viding diagnestic and medical care services. They
do not normally supervise or train other medical
officers, nor are they vesponsidble for plamning and
developing a medical care programne.

At this level, medical of!‘.xccrs carry out one ov more P4
aspects of a lleadguarters programme, serve as

advisers in a regional office in the development and

exccution of specific health programmes, as team

lcaders in field projects, or organise and teach

courses in a medical school or other training insti-

tution.

They provide teclnical advice and assistance to
collcagues, to representatives of governments, to
staff at universities and research institutes in their
specialised field. They encourage researvh and plan~
ning activities by convening meetings and symposia,
transmitting information, by organising and prescuting
training courses,

These medical officers may participate in planning
and developing one or more aspects of a large and com-
plex programme, but within the framework of an
approved prograume.

These medical officers in charge of field projects are
responsible for carrying out the objectives of the
pro «~t to which they are assiguned, for supervising
ana craining counterpart staff, for recommending
changes in approach and methodology as indicated, but
their basic responsibility is to carry out the project
as it has been designed.

Medical officers at this level work with staff of the P5
member countries! health ministries in developing

plans and programmes either for country-financed or

WHO-assisted programmes., They advise on objectives,

methods of approach, organisational relationships,

staffing, training and other aspects of a total

countyy programme.

Those who are responsible for spccialised health
programmes cither as chief of units, or as indepen-
dently working staff members, are responsible for
programme development and evaluation, for advising
Headquarters staff, regional off{ice persouncl, and
staff of wniversities, rescarch institution, etc. on
programme and developments in the specialised arca.

Medical officers assigned as country repsasentatives
have similar responsibilities for advising on pro-
gramme development, operation and evaluation on a
unified country basis, and for providing l.aison
between the member country and WHO.

Medical rescarch officers are responsible for plan~-
ning and developing international rasearch pro-
grammes, for obtaining co-operation of national
laboratorics, for developing with the aid of
advisers in the field, plans and protocols, inter-
national rescarch projects, and for co-ordinating,
reviewing and evaluating work being carricd out.

=S

Medical officers at this level are the world 1
authorities in their speciality. This classifi-
cation is personal rather than job oriented and is
awarded to very few.
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‘national and international world,

QUALIFICATION STANDARDS

Hedical officer posty at this level roquire a
medicul dogioe obtained in a recognisod medical
school, a licence to practise wedicine and
surgery, and two years! genoral practice.

These posts require a medical degrce obtained

in a recognised medical school, "a licence to
practise medicine and specialised training and/or
experience (usually a yeart!s internship, a yoarts
specialist residontial training and three years!
practme of the specml:.ty or at least five years
in general practice) in the subject-matter of the
post. Oraduate work in public health with fivé or
more years related professional experience is also
required for many posts at this level.

Medical officers assigned to research projects
must also have received a2 Ph.D. degree or its
professiona’ equivalent in an appropriate area

of medical research and have ;:\hl:_shed papers iw
accepted scientific journals, For administrative
positicns, three years experience in administering
an important medical or hospital programme is
required.

These medical officers must have at least the same
qualifications as P4 and are typically recognised
as leading specialists in their own field in the
As medical
research scientists they typically have inter-
national status and recognition in thei field of
research; their published papers represent a
substantial body of work of real significance,
and they are recognised as outstanding by their
colleagues in the field. For supervisory pesitions,
five or more years experience in admi.nist-.rmg a
major medical programme at national level is
required,

Qualification standards do not apply.
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DENCUMARK DESCRIPTIONS

4, NURSHS

These nurses normlly occupy staff nurse posts and
glve nursing care in hospitals and houlth ¢linies
providing dircct medical cure, They may supovvise
auxiliary vorkers but bave no traizing or admini-
strative dutics.

They work wnder divect supervision.

These nursies sexve as supervisory nurses in hog-
pitals and health clinics; or as members of a
ficld project team which trains national nurses
and auxiliary nurses to provide nursing scrvices
to individuals or groups of paticnts; or as
instructors in schools of basic nursing education
vhen the objectives of the course, the teaching
plan, and the subject-mxtter content have been
previously established.

Assignments at this level have previously
established objactives. Nurses are fully respon-
8ible for the professional subject-matter involved,
for supervising training, and for teaching others
to apply the knowledge in accordance with estab-
lished principles and practice,

These nurses serve as nursing members of projects
vhere & substantial nursing component is involved,
who give advice and assistance on matters
involving nursing to the team leader and other
members of the team, and to national counterparts
and officials; or as members of nursing education
projects responsible for planning and developing
education programmes; or as nurse instructors in
clinifal or functional specialities in institutions
or training centres or in in-service and continuing
education programmas.

These nurses are responsible for contributing pro-
fessional and technical nursing lmowledge and
techniques to their programmes. This responsi-
bility covers subject-matter, contenmt, techniques,
professional. standards and ethics.

Typically these nurses are assigned to carry out
the nursing aspects of a Headquarters programme;

or to serve as an adviser in a regional office on
the development and cxecution of the nursing
aspects of medical health or educational pro-
grammeS; or to serve as team teader in a field
project which includes the developing and strength-
ening of ‘broad aspects of a national nursing
programme; or to advise on the development and
administration of the nursing sexvice of a large
complex medical college hospital or general medical
centre or group of hospitals and clinics. )

These nurses -at Headquarters participate in planning
and developing the nursing asncct of a complex
programme. They operate within an approved Plan of
Operations and consult with their superior when
grestions of deviation from the plan arise.

At regional offices they give technical advice to
representatives of the health ministries of menber
countries, They evaluate proposed projects and
over-sce approved projects,

Nurses in charge of field nursing projects carry out
the project to which they are assigned, supervize
and develop counterpart staff,’ and recommend changes
in apprcach and methodology as “indicated.
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QUALIFICATION STANDARDS

They must have comploted an acceptod basic
training course in wursing and a licenco to
practise nursing.

These nurses are required to have in addition
to P1 qualification, a further one ycar
residential education in teaching, supervision,
public health nursing or in a clinical field.
They should also have at least two years of
administrative or teaching expericnce. Nurse
education posts in institutions associated
with universities must meet the established
faculty requirements.

In addition to the basic requirement of a
master!s degree or its equivalent, at least
five years of appropriate administrative
and/or cducational experience is desirable.
Nurse educators muyt meet the academic require-
ments of the institution to which they are
assigned,

These nurses must have had eitensive super—
visory, administrative and/or teaching
experience in a national administration and
atleast two years of intermational experience
which included participation in planning,
executing and evaluating a nursing service or
education programme in a country other than
their own. ’ .



Ps

HENCHMARIC DESCGRIPTIONS

4, NURSES (countd)

At thiv evel un fncumbent is novwally assignoed
to Headguarters and L vespansibie tor the
planning, carrying out, and cvaluating the
world-wida nursing programuc,

She mty alsoe be assigned to serve as the regional
spocinlist adviscr to provide hiphly specinlised
technicnl advice to member guvernments of the .
ropion and develop and evaluate the regional
nursing progranme.

They advise on objectives, methods of approach,
staffing and training of a total national nursing
programme.

At Headquarters nurses are responsible for pro-
grawme development and evaluation, for advising
staff of universitics, and internitional profes—
sional associatiors on nursing developments,
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QUALIIMICATION STANDARDS

These nurses are expected to have had sub-
stantial interpational experience and to be
recognised as spociulists in thelr field in
the national and international pursing world.
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5

. .of important and broad scale problems.
. goveznments or the. Agency,
. of T ogramme ynits or projects.

DENCUMARK RESCRIPTIONS

S LABORATGRY TECINICTANS

At 21l levels incumbents apply the technical
skill of their specialty which may include
juvestigation and advising governments and
particination in mectings and confleroees,
Incumbents may work alone or be part of a team
and maybe rzquired to perform or interprot
standard technical operations in their specialty.

Iacumbents apply their technical skill to
relatively routine tasks within their specialty;
the supervision and training of others in tae
technical skill is noxmally included.
Investigating, and advising on matters within
their technical competence may also be required.
The scope of the worl: is usually limited and
repetitive; supervis.on is given, although some
incumbents may work alone at a distauce from their
supervisor,

Incumbents are responsiblc for - jplication of the
technical skill to tasks § wider scope than those
at P1 and are more respc.asible for training,
supervision and advice, Incumbents have a greater
independence and frequently work alone or at a
distance from their supervisor., At this level
incumbents are expected to be able to negotiate
successfully with opposite numbers in the
government to which they may be assigned.

Incumbents apply technical skills to relatively
complex programmes with some degree of independence
and responsibili~~ For results. May give expert
advice on their specialty to the Agency or to
governmeats. Are .xpected to make investigations
and recommendations or to supervise others engaged

. in investigation in preparation for making recommen-—

dations, They mey serve as a leader to a small

. group.

Incumbents apply technical skills to the resolution
Advise
Supervise (“e eguivalent

. Incumtbent serves as the Agency's senior expert in
~the technical .specialty or as the ‘chief of a large

or complex programme upit or project with respon-
sibility for ensuring that the woxk of the project
or unit is fully co-ordinated with Agency policies
and the practices of public health and other
specialities, ’

~108-

QUALIFICATTON STANDARDS

At a1 levels: knowledge of tho principles,
litorature, standard practices, metheds and
technical specialty. Preoparation should
include complotion of the accepted roywive-
ments for education and training in the
specialty according to a national standard
and attpainment of the licence, degree, or
other recognition required by law or custom.
In additvion, a minimum of three years of
experience at the Pi and P2 levels and five
years at P3 and above in the practice of a
specialty is required. In lieu of this
experience further education in the specialty
beyond the minimum will be accoptable., A
knowledge of English er French with a working

knowledge of the other.

In addition, at the P5 level: education in
public health equivalent to the astainment

of MPH; evidence of sucessful achicvement

in developing the theory and practice of a
specialty or in administering large operations
of the specialty or in giving training to
large groups in the specialty; cvidence of
wide professional acceptance as an expert

in the field.
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P4

BENCIMARK NESURYPTIONS

6. ECONOMISTS/SPATISTICTANS/SOGIOLOGISTS

Undor supervision rovicws and checks rcturned M
questionnaires for completeness and congistency.

Analyses, partially.intorprots and prepares

data graphically and in tabulated form, mostly

cf a repetative nature, and recommends new

tables on prices, reduction, consumption,

‘income, etc. Devises and reconmends new modified
quostionnaires to improve the quality and

acsuracy of data.

As tcam member, prepares situation reports on
assigned topics from existing statistics and
data for publication or for use in working
partics. Prepares pericdical reports analysing
and deseribing the economic and social, conditions
and activities in an area or country,

Researches cconomic or sociological aspects of
specific areas of Agency concern, such as demand
rejections for labour or food; probléms of Wages;
population problems; factors affecting employment
or trade policy problems. Assists in arranging
technical meetings and maintains professional
contacts.

Recommends an area of study in terms of reference P3
for a specialised and independent piece of research.

Irafts questionnaires and analyses retumns,

reviewing, under the gwidaace of a senioxr colleague,
appropriate statistical economic and sociological

methodology, including novel applications as

required. Prepares draft final reports.

Analyses complex data and information to .establish
inter-relationship of various factors..often for new
purposes in trade, education, laheur, population,
etc. Undertekes methodolegical studies on existing
approaches to improve quantitative analyses and
applies such approaches, under supervision, to
existing problems., Work requires.-adaptation of
techiniques and development of new approaches.

The inter-relationships of variables are revealed
only through intensive analysis. .

Draft a section of the Annmal Economic Statistical
or Sociological Report of the Agency. Arranges the
systematization up-data on new subjects to allow
continuing analyses of a problem and its dependent
variables. Projects the impact of specific policies
on aspects of this problem.

Undertakes, as team leader and under major guidance P4
only, a major segment or project of research on

diverse and non-recurring topics. fthis ipvolves all

aspects, from drafting of questionnaires to

publication of results. He may construct statistical

models as zppropriate. He may visit and advise

member states at ministerial level on the collection

and. interpretation of statistics in which he

specialisesc

Assignments are stated in general terms and require
initial planning and development.

1
‘Organises international training courses at
graduate levels and supervises the establishment
operation of national development or economic
institutes.

Prepares national or regional plans in consultation
with ¢he project manager, UNDP, or other develop-
ment institutions on his area of knowledge. Inwvest—
igates implications and conscquences of alternative
budgets and. financing matters; establishes
prioritices; cvaluates financial work projeets;
recomnends gtructural and operating means by which
developuent plans cane be effectively expressed

in amwal budgetary procudures..
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QUALIFYCATION STANDARDS

Second wniversity degree in cconomies finance,
statistics or socialogy with specialisation
in appropriate ficld with little or ne
practical expericnce.™

[

Firat aniversity degree in appropriate
subjoct with two ycars' reseapch experience.

First university degree in economics, fipance,
sociology or statistics with five to seven
years'! prastical expericnce in application of
methodology to research problems in specific
field, inciuding superivsing statistical’
clerks and using computer analysis.

or

Second degree or completed postgraduate studies
with three to six year's working experience in
a ¢losely related field of applicaticn.

First university degree in economics ete, with
advanced or postgraduate training in specific
techniques with seven to ten years' expericuce at
professional or university level in analysis of
specific econemic programmes and projects,
especially development economics.

N o

Sccond degree or completed postgraduate studies
with Sfive 4o eight years'! working experience.



BENCHAARG_DESUREETIONS QUALIILGATION STANDARDS
6. ECONOMIST/STATISTICIANS/SOCIOLOGISTS (contd)

Acts as Chief of Scctior specialising in a branch r5 Iirst university dogree in cconomics ete
of stutistics, sociology or cconomics. Develops with advanced or postgradvate training in
budgets, recommends progriamacs, schedules assigne specitic techniques with ten yours?

ments and agproves reports,  Acts as tean leader experience in developeent cconomics, and
on major projects, planning and supervising plaming national programmes in his area
rescarch ogranmes mainly using quantitative of "specinalism,.

analyses in a arear of major concern to tho agency.

Worke roquires ldgh degree of orginality and creativity or

in planning, developing and conducting surveys and Second degree or compioted postgraduate
studies. studies with eight or move y:uvs! working

experience including professional seaff
supervision in a leading national or
Planning the Annual Economical or Statistical international organisation.
Report of the Agency, co-ordimating specialists,
writing key scctions and editing the final text,
Establishing the form wnd content for ‘collection of
data for his arca of specialisation,

Analyses national development plans, advises
government on associated, cconomic and related
problems. Appraiscs proposals for development plans
by visits, corresportence and professional knowledge
of the plans and suwitability for that country.
Prepares cconomic studies covering several arecas and
countries including medium and longterm rejections.
Prepares analysis of educational, labour population,
agricultural ... problams for the anmal conference
or council meeting.

Promotes governmental appreciation of the priorities Dl As for level P5 tut with experience at a

of the Agency prograrme, and negetiates interminis— policy-making level in one or more areas of
terial co-ordination. Research offices at this level their technology ox in planning and directing
carry out research projects of unusal importance,. national work prcgrammes, involving ministerial
significance and difficulty, becausc of the dearth or governcntal registrations,

of applicable precedents, pertinent litcrature or

proven methodology.
The research specialist shovid be the leading

authority in his area of technology.
Assignments require the identification and definition
of the cbjectives of programe activities with extensive

plamning to meet these objectives. Assumes full © Uorking" or ."practi % u 3
responsibility for all aspects of a majc}r project within definedgas progiissiﬁfnﬁ,?ﬁﬁigﬁﬁ Fiﬁ?:ﬁé_
a county or region, supervising profussionals from ional work requiring the application of the
several disciplines (and Agencies) in accordance with appropriate professional methodology to

the Plan of Operation, Ensures that the national . problems; the comprehensive knowledge of the
Birestor can fully carry oa kis work. various scienceswnderlying the profession;

a continual effort to up-date and broaden
e professional knowledge and ability; the
Promotes member states! appreciation of the need of, ability to write a technical report
Agency prograzmes. Co-ordinates with UN and agency analysing and generalising from the problem.
. governing body to sccure a balanced programme, meeting
profession2i and other pressures and suited to the needs
and resources of member states. Gives policy guidance.

+
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DENCHMARK DESORYPTIONS

7. YVOCATIONAL TRAINERS/IDUCATIONALISTS

This is essentially a trainee post vhere the incum- P2
bent is nssu;nt.d gpecific tasks within a project

and is given ¢lose supervision usually at Agancy

Headquarters.

Evaluates training manuals and aids, proposed

for use in courses. Proposes revision or substi-
tution of other texts, devices, ctc., as necessary
to improve educational usefulness, or technical
accuracy. Prepares statements of course. objectives,
training schedules, bibliographies, and instructovs!
guides for use with texts and materials,

Develops, reviews, or evaluates the coursés oX an P3
education or training program; considers the need
foy, a given coursc.

Conducts a program of instructor development includ~
ing advising on qual:.flcat:.ons desired of, instructors;
establishing performance standards; observmg
instructors to improve their performance and to

ensure apphcatmn of preven methods and techniques;
organising on-the~job training programs; and working
with wniversities, professional education associations,
and other outside organisations to provide education/
training program.

Work is assigned on a project basis. The supervisor
briefs the incumbent on the background and reason

-for the project, the problems to be gnticipated, the

general nature of the results expected wd possible
sources or methods of approach. The supervisor peri-
odically reviews progress to determine what problems
are being encountered, and to suggest changes or
mprovements and addltmnal sources to consult, or to
give any other needed guidance or assistance.

Reports of surveys of education or training programs
are reviewed for recognition and insight into problems
encountered and for soundness, of recommendations from
the standpoint of agency policies, and accepted
educational practices.

Cenducts a program of evaluation of the total program P4
of an oxrganisation, or institution, inclading admini-

strative policies and procedures, curricula,

instructional methods and techniques, qualifications

of instructors, adequacy and utilisation of training

aids. Recoamends improvements in any of these aspecats

of the program. "

Studies Agency and national plans, equipment develop-
ments, national manpower programs, or population
changes to determine futvre student load by course;
and requirements for faculty, equipment, space,
facilities, etc. Prepares reports and appropriate
recommendation for usc in plamning, budgeting, and
organising for future workload.

Assignments are on a contmumg basis by subject
areca, function, or organizations served. Muzh of the
work is self-generated through the recognition of
problems needing attention. The supervisor reviews
outlines of proposed prejects for nced, priority,
propexr coordination, soundness of proposed mcthod,
and conformance to policies.
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QUALIETCATION STANDARDS

First university degzee in appropriate field
with one ycar rosidential graduate diploma
course in education and two years teaching
exporience.

or

First university degree in education with
one year'!s postgraduatc teaching expericnce.

or

Technical diploma or master craftsman or
membership of professional institution oy
secondary school studies inm appropriate craft
or discipline with five to scven years! com-

"pleted technical training including three

years training apprentices.

I ade.tJ.on to P2 requirements, five to seven
years teaching experience for first degree
holders and eight to ten years!training ex—
perience for the master craftsman.

or

Second degree in education with three to six
years! teaching experience in a closely rela.t:ed
field of application.

In adgition to P2 requifements seven to ten
years! teaching experience for first degrec’
holders or five to eight years! for second
degree holders including three years! in a
teaching ‘administrative position.

or

Technical diploma or master craftsman or
membexrship of professional institution with
ten to fifteen years' experience in training
fellow journcymen.
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BENCHMARK DESCRYRT IONS

7. VOCATIONAL TRAINERS/EDUCATIONALISTS ¢ comtd}

The Inguubebt is the senior cducation or training adviser
in his speciality in the Agency, responsible for giving
professional guidance on all Programmor and associated
Plans of QOperation. At national level will liaise
directly with the appropiate Ministers and their senior
officials-to advise national educational or technical
training planning. -

Davelops uniform policies and procedures for the menber
governmepts covering planning the organisation structure
and staffing, budgating, property maintenance, and
arranging for the continuation of training or education
services.

-AsSigmwents e on a dontinuimg basis by snbject arca,

suction, o Qrganisation served. He is advised of
changes in policies, and regulziisws, Plans are
reviewed for conformance with policies, and hedgetany
linitations.

-nan
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QUALIFTCATION STANDARDS

In addition to P2 requivements ten yeavs
teaching for first degroe holders or eight
years for second degree holders incluling at
least five years in teaching administration,
preforably at national level,

It is expected that incumbents should be
amongst the eading educationalists or
trainers in their fiecld.
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P3

P4

P5

BENCHMARK DESCRYPTIORS
AND QUALIFICATION STANDARDS

8. TRANSLATORS

This level regquires a knowledge of two or more P3
languages beside the mother tonyue eguivalent

to first wniversity degree level. Previous

oxperience is not necessary. Tiv-aslators

receive documents which include professionaly

scientific or teclinical terms for which

accepted cquivalents exist. This is a

training post under close supervision.

This lavel translates documents worded iv a

nighly specialised idiomatic, professionai,

scientific or technical vocabularly for the

use of experts ih the specialised field.

Translations are revised ¢r receive only a

gencral editing when they are for ase in P4
important meetings, for final publication or

for discussion in the development of inter-

naticnal standards, agreements or conventions.

fhis level supervises and trains Jower level

translators through the revision of their P35
texts and undertakes more @iffiiult

translations. These officers may interview

and test candidates and allocate wark but

subject to review by superior.

Acts as Chicf of Language Sections or Chief
Translator. Sclects, trains and supervises .
staff, Develops bLudgets, schedules
assigiments, and deterimines ¥he need for
freelance translators,

8. INTEIRFRETERS

This is the normal entry Yevel for interpreters.
It requires a university degree of cquivalent,

a thorough knowledge of at least two languagoes,
:mclnduv' the mother tonguc, plus not less than
five years? continuous experience of
intcrpretation. - Interproters serve as menbers
of & team and provide simultancous interpretation
for a wide variety of formal meetings,
gonferences, working parties etc. The subject
matter izvolved covers sclent:\fm, techuical,
admimistrative, political smd economie affairs in
formally prepared speeches e'r extm\moraneous
remarks,

This Jevel serves as operating team leader

‘Ensurcs proper coverage by and briefing of
permancit and freclanice staff, as well as normal
persenal interprevation and the training of junior
staff,

#cts as ChieY Interpreter. Retommends staffing
Jevels and the appointment of permancnt andfor
freelance stalf at al) Yocations, within the
budget and assigument needs.
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. librarianship;

BENCHMARK DESCRLIM'IONS

0. LINRARIANS

Undor direct and close supervision, serves as Pl
professional assistants to senior librarians in

any one of the major activities of the library.

Works wunder well-ostablished guide-lines, which do

not require detailed interprctation, and within

specific operating procedures,

~ Provides simple bibliographical
assistance.

~ Identifies and locates materials of
a complex nature requirved for acqui-
sition or by loan from other libraries.

~ Catalogues, classifics and indexes
library material in accordance with
an cstablished system and criteria.

- Supervises clerical staff.

Serves as professional assistants to senior libra- P2
rians under general supervision. Assists the

senior librarians in all aspects, or is fully

responsible for a large segment c¢f one of the major

activities of the Library.

May train junior professional librarians:

- QOatalogues complex library material;
revises lists for subjects headings;
prepares lists of recent acquisitions.

- Carries out searches for readers and
inquirers; compiles bibliographies for
publication, -

~ Acquires selected material for the
Agency and its Member Governments,

" together with maintaining the regquisite
financial and budgetary contrel; operates
an international exchange scheme for the
exchange of duplicate professional
literature.

- Applies computer methods to library tech-
*  niques and records.

Serves as senior librarians in chargz of a major P3
library activity, The responsibilities include:

initiation of, and participation in establishing

policies, supervision and direction of the profes—

sional and clerical staff, including training of pro-

fessional staff; representing the Agency at meetings;

providing advice to senior officers of the Agency and

providing policy guide-lines to lower echelons.

Serves as the assistant to the Chief Librarian. P4
Participates with the Chief Librarian in the planning,
operation, and coordination of the Library services R

within broad general policy, plans and regulations; in

advising the senior officers on Library matters; in
representating the Agency at meetings of a policy

nature affecting library services, and in advising

Member Governments on the development of professional

library services.

Serves as Chief Librarian and is respoansible for the
overall planning, organization and direction of
library services, including reference services and
the operation of ‘a computer~based information retrieval
system; cataloguing and classification of library
materials; the preparation of bibliographies for
publ.:ation; the procurcment of professional and tech-
nicai literature for the Agency and its Member Goverie
ments:  the provision of library services to staff at
Headquarters and in the rvegions; the organisation of
individual and collective courses for Agency fellows in
advice to Mamber Goversments on the
development of professional library services,

1)

QUALIIICATION STANDARDS

A first university degree in any subject with
one yoar!s experience of librarianship or a
library clerl with four years progressive
expevience in the appropriate fisld of libravy
scionce,

A first wiversity degree in Library Science or
a first degree in another subject with at least
one year!s graduate residential training diploma
in library science or a first university degree
with five years progressive experience in
librarianship.

A library superviser with seven years closely
related experience can also aspire to this post.

In addition to the academic requirements of P2,
at least three years professional experience in
librarianship, including control over one of the
major functional areas as well as thorough
knowledge of the appropriate technical literature
and familiarity with up-to-date docunentary
techniques, including the application of computer
methods to library problems.

A very good knowledge of one of the working lan-
guages and a good working kmowledge of another.

Knowledge of other lauguages in which technical

literature is published is desirable.

In addition to P3, six to eight years of profes~
sional librarianship covering direction of all
the major functional areas concerned.
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NENGHNARK DESCRIDTIONS

10. INFORMATION QUFICERS

The work to be performed is outlined by higher level P1
information officers or adminlstrative superiors,

and the material composed is roviewed for authen-

ticity, style and technical correctness.

Typical work at this level is:

- the abstracting or rewriting of rcports or other
materials for press, feature or radio presentation;

~ the preparation of the more routine press or news
releases;

~ assistance in the proparation cf articles,
pamphlets, bulletins or radio seripts;

~ captioning of photographs and processing of
photographic material;

.. attendance at meetings and interviewing for the
purpose of gathering information.

The werk performed at this level is outlined and P2
supervised by higher level information officers or
administrative superiors. There is considerable

latitude for using judgement within cstablished

policies. Material is normally reviewed before

publications.

Typical work at this level is:

-~ collection and sclection of first-hand data on
technical and other problems of concern to the
Agency;

~ drafting press rcleases, feature articles or
radio broadcasts;

~ arrangement of lay-outs, selection of type-faces
and all relatcd work for the printers;

-~ participation in press conferences, and, when
on mission away from the headquarters,
arranging press conferences, radio broadcasts,
etc.; ’

- selection, captioning and distribution of
photographic material;

- co-ordination of editing of publications in
different languages.

Projects are outlined by superiors, but the incumbent P3
has considerable discretion, Projects of a contro-

versial nature or involving policy are scrutinised

carcfully by superiors. Information officers at

this level may supervise other information officers.

Typical work at this level is:

- holding, calling or supcrvising press conferences
with press representatives;

~ plamning, rehearsing and participating in radio
programmes;

~ preparing or cditing articles and speeches for staff;

~ plaming and preparing photographic and visual
prescntations;

— plaaning and preparing feature articles and
panphlets.
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QUALIFTCATION STANDARRS

Univorsity degrees arc not necessary for these
positions; velevant oxperience and proven succuss
at the media are key criteriae  In many ways
qualification stundards are mexe stultifying and
inhibiting in this arca that in many others.

Three years' related in experience i) dn
ostublishing and maintaining effective velations
with public information ard comrunications media
and getting opinions presented in desired light
ii) in organising a public or specialist infor-
mation disscwination programme iii) in writing,
presenting and cvaluating a complete information
progranme in the appropriate media.

oxr

First university degree in litoraturc or journalism
with at least one year's experience in the
activities outlined above,

At least four to five years' experience of general
public information progranmesin private industry or
a public organisation with at least two years
experience working with the specific medium
concerned i.e. films, T.V, radio.

At least five to six yearsh cxperience.

Above this level, nmmerical weight of cxperience
is subsidiary to ability and the job requirements.



P4

| 4]

Bl".N(‘JIMAR_IS DESCRYPTION

10, INFORMATION OIFICERS  (vontd)

The outlines of projects are discussed with
superiors, but incwumbent has gull responsibility
for pluing, suporvigion and exeeution of the
vork is one of the major ficlds such as films,
rolovision, press, radio, featuves, or production
and cditing of an illustrated perdodical. Much
of the work snvalves contacts and negotiations
with outside sources, writers, photographers, or
producers of film and telovision material and
stimulation of outside production of materdal,

In rogional offices, the incumbent has respon-
sibility, within established procodures, for all
types of informational activities and is required
to use considerable initiative to croate, develop
and maintain public ‘interest in the objcctives
Agency.

As the senior information officer assists with all
aspects of planning, volicy and supcrvision of work.
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P2

K]

P4

PS5

BENCHNARK _DESCRYPTIONS

1L,  PIRSONNE]

Under closa supervision, prepares vacancy noticas and P2
press advertiscments; roviows and ackuowledgos

applieations and arrauges for selection tosts.

Analyscs clorical posts for grading purposcs.

Superv..ses clerical and junior profossional staff P3
in recruitment and/or salary and wage

administration. Initiates the recruitmont,

transfor and promotion of staff; certifies

individual staff entitlcment to bencfits and

allovances. Personally undertakes the

recruitment of professional staff. May

undervake analysis of profossional/elerical

posts and recommonds grading. Undertakes

local clerical pay surveys.

Supervises professional and clerical staff in P4
the full range of personnel activities,

including recruitment, wage and salary

admiristration, persomnel policy and procedures.

Alternatively, may supervise a large section

specialising in one aspect of the personncl

function.

Acts as Chief Personnel Officer,
promotes persomnel. policies. Advises top
officials in the implementation of policies
and cnsures coordination on personnel matters
throughout the Organisation,
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Plans and 5.

QUALTI\CATION STANDARDS

Technical diplonia or secondary school studies
in a related field with three years! experience
in*an administrative posv. on in a large
orginisation whore the use of analytical
abilitics and effcutive written and oral
communleations are necessary. In addition,

at least onc yoar's experdence as a Personncl
officer or as q Personncl Speelalist in
recruitment, classification or training in
Govermment or private industry, frequently a
promoted clorical assistant with cight or more years
closely related experience is quite sujtable to
carry out these dutioes.

In addition to P2 requirements, three to five
years! experience as a Parsonnsl Manager or
spocialist in the appropriate field is nccessary.
This is probably the highest position to vhich a
promoted clerical assistant could aspire after ten
to twelve years! related experdence,

Alternatively, a first University dogreo in Law,
Sociology, Personnel Maagement with four years?
expericnce in personnel in a large international
Organisation {or a second University degree in the
same subjeots with two or three years! rclated
experdence) is acceptable.

A first University degrce in appropriate subjects
with cight to ten years! experience in personnel

in a large national or international organisation,
including at least two years! supervisory experience.

A sccond University degree with six %o ecight yearst
working cxpericnce, including at least two yearst
supervisory experience.

A first University degree in appropriate subjcets
with at least ten years! expericnce in porscnncl

in a lorge national or international organisation,
including at least five years! supervisory experience.

A second University degree with eight years?
working csperience, including five years supervisory
experience.



P

P3

P4

UENCIMARR DESCRIPLIONY

12, PINANCE AND_BUINEY

Typical assignments for these officers tnelwde the P
preparation of wark-sheets usivg dota derived fron
provious budgetss  veviowing requests for funds and
chocking thom for consistency with the original
ostimptes and established allowances; veporting on
varintions From tudget; coding wransactions, posting
Journals and ledgers, and veconciling accounts; and
preparing statements of operating costs,  Alternatively,
as internal anditors, reconciting tank and othor
accounts; checking payroll records; examiving cash
receipts and disbursement vouchers, cortificates of
depasit, purchase orders, requisitions, work orders; and
verifying that all transactions contorm with the rules.
May supervisce a few clerical assistants as team leader.

Finance . P2

Supervises non-professional .aff and ensures adherence
to financial policies and procedures in his secction,
Secures and supplies accounting data and provides routine
adrice to non-financial colleagnes. Degernmines treatment
of financial transactions and rccommends imprevements in
accounting procecdures.

Budget

Prepares analyses of historical expenditure. Develops
budget estimates from historical data and established
standards. Prepares budget auncxes, analysing total
budget by types of capenditure aud/or organisational
unit. Prepares statements of actual expenditure against
budget and associated cash flow requirements. Examines
requisitions and prcepares allotment notifications as
authorised.

Tinance P3

Supervises clericai and junior professional staff in:
accordance with established rules. Assists in planning
and devcloping neccessary accounting procedures and
systems, especially EDP applications. Responsible for
day~to-~day operations of various, traditional accounting
sections. Verifies and reconciles trial balances

of Regional Officeés; consolidates accounts and prepares
routine analyses. Assists in preparation of complex
fiscal reports required each year,

Budget

Supervises one or two professional staff in the
development and consolidation of preliminary budget
estimates from historical data and established standards.
Investigates requests and maintains allotment control
records and may authorise the minor reprogramming of
funds within the budget. Calculates tentative
allocations for programme activities. Draft submissions
for the use of budgetary savings or extra'funds.

Finance P4

. Under the Chief Accountant, supcrvises the financial

accounting funcition including the general and

allotments lodgers, and accounts payable and rcceivable.
Prepares monthly trial balances and annual accounts.

Maintains control accounts for contributions and

advinces to the working capital fund, Prepares and

reports on schedules of advances. Maintains property

register, Calculates cash requircements of Apgency

and collects and manages these fuuds in investments,

Negotiates purchases and sales of various roquired .
currencies and controls various bank accounts.
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QUALTTLCATTON STANDARNS

The work does not vequire a full accountancy
qualiticarion. A typical officar could be
cither halfway through a formal course of stwlies
or a promoted clexdical ussistant with fowr yearst
oxperience in that speeitic field,

Certificd or Chartered Public Accountant with little
or 1m0 post qualification experience or a first
university degree in finance, economics or business
administration with one yearts cxperience in
financial or budgeting work in private industry or
public administration, Clerical supervisers with
seven year!s closely related progressive oxperience
in accounting work can alse aspire to this post.

Certified or Charterced Public Accountant or a first
university degree in finance, economics or business
administration with three to five years working
experience in accounting/finance/budgeting in a
nationzl or public organisation, at least two of
which have been supervising accounting clarks and
trainec professionals,

Certified or Chartered Public Accountant or a first
University degree in finance or economics or
business administration with seven to ten years
experience in accounting/financial/budgeting work in
a national or public organisation, at least four of
vhich have been supervising accounting professionals
and clerks,



P5

RENCIMARK DESCRTPTIONS

12, FINANCE AND BUDGET (contd)

hudget

Supervises the preparation of a significant part of the
final budgot document and assists in the presentation

of the cstimates at policy moking level, Iiaises on budget
implications of inter-agency programmes. Reconmends
action on major’ reprogramming. Recommends on format and
presentation of annual budget estimates, Periodic analyses
of allotments and preparation of reports to Director-
General on budgctary position and on availability and funds.
Supervises detailed costings and standards for budget
estimates and participates in development of computer
applications.

Finance P5

Acts as Chief Financial Accountant, Gives professional
advice to top officials and may attend policy making
mectings on accounting and financial matters. Detcrmines
procedures for accounting and disbursing. Responsible
for computing contributions of Members and drafting
correspondence on the collection of such, Establishes
and maintains policies for the investment of surplus
funds and trust monies. Advises on reports submitted by
internal and external auditors. Ensures preparation of
consolidated annual financial rcport of Director General.

Budget

Acts as Chief Budgetary Officer. Supervises the
preparation and justification of budgets and monitors
expenditure against them. Gives professional advice to
top officials on budgetary procedures and implications
and attends policy making meetings on budgetary matters.
Advises on integrating budget procedures and
requirements laid down by the General Assembly and on
co-ordinating inter-agency proposals.
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In addition to P4 rcquirements, incumbents are
expected to have managed for two or more years
the financial/accounting/budgeting operation for
a discrete organisation or part of an
organisation, and te have had at least one yeart!s
experience of all the main components of the
henchmarle description.
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USA Mr, Raymond Weissenborn,
Chief of Pay Peticy Division,
Civil Servicc Commission.

CANADA Mr. G,C. Cawadias, _
Head of the Foreimm Service and Tsolated Posts Unit,
Compensation and Classification DPivision,
Treasury Board Secetariat,

UNITED JoB. Pearce, Tsq.,
KINGDOM Assistant Secrevary,
Civil Service Department,

AUSTRIA Herr Dr. Ministerialrat Joscf Sticrschneider,
mmndeskanzleramt,
TTALY Sgr. Dottore Italo Murgiano,

Ispettore Generale,
Ragioneria Generalce dello Stato,

FRANCE Mdine. J. Penaud,
Administratecur Civile,
Secretariat dtEtat de la Fonction Publigue.

<P

SWITZERLAND Son Excellence Monsicur Sipismond Marcuard,
Anbassadewr,
Pelegue a ta Cooperation Techafque,
Pepartment. Politiques
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Appendix A

EXTRA TABLES REQUESTED BY THE SPECIAL COMMITTEE

The two extra sets of tables are 2s requested by the Speciak @bsmittee in New York
on 15 February 1972, as follows. '

TABLES 1, Preparc a table for each occupational group identical to [@x’sent tables, with
the following differences:

- for "U,N. midpeint net"™, use U.N., total emoludents including

gross- salary, local post adjustment and dependency allowance
for a married officer with spouse and two children;

then compute ratio of VU.N. total emoluments, as determined
sbove to govermment gioss salacy rates, fur a similar orficer,
including dependency alluwances, thirteenth moniht's pay . and
all other readily quantifiazble emoluments, using middle rate
of governmerit- salary and middle rate of U.N. grade.

<

The only quantifiable emalument was the use of car provided for personal use
(Ttalian and French senior posts). $1,500 p.a. was arbitrari¥y considered tc
be a fair assessment of its value,

TABLES 2., Prepare a table for each occupational group identical to pwesent tables, with
the following differences:

for "U,N. midpoint net®, use U, N, total net emolumemts for a
married officer with spouse and two childrer consisting of net
salary, post adjustment; dependency allowances less officer!'s
pension and medical care contributions;

then compute ratio of U.N. total net emoluments as determined
above to government net salary rates, for a similar officer,
based on salary after income and state taxes, pemsien, insurance.
and medical care contributions, social security charges plus
dependency and/or living allowances and the use of an official
car,

Austria bas not been included due to inavailability of tax t:filfes,

Currency conversion at rates prevailing on 1st November 1971.
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GROSS:  GROSS_SALARY AND BENERITS COMPARISONS

L. BNGISEERY

(NUGLEAR, CIVIL, SANITARY, AVIATION, TELECOMMUNICATICNS, METFOROLOCICAL)

usy
COUNTRY U.N. GRADE p2 Pl P4 P5 D1
U.S.A. minimun 11,517 12,6015 17,545 24,285 28,129
widdle 13,087 14, 509 20,317 27,904 32,0064
maximum 14,658 16,404 23,089 31,523 36,000
U.S8., Grade GS9 GS1t 06512.6-13 GS14.5-15 GS16-18
New York U,N, midpoint gross 18, 588 23,202 27,588 32,745 36,006
Ratio U.N.: Gvt. midpoint 142 160 136 118 12
CANADA minimum 10, 404 14,908 17,136 20,100 22,437
middle 11, 100 15,009 18,978 21,456 24,962
maximum 11,796 16,911 20,821 22,812 27,487
Canadian Crade EN2 B4 EN5-AOCAL-§ ENG ENS
Ratio U.N.: Gvt. midpoint i 124 124 131 125
CANADA mininumn 13,008 13,593 17,403 18,278 20,783
(Meteorology) middle 13,879 15,070 18,402 19,434 22,035
maximum 14,750 16, 547 19,402 20, 591 23,288
Meteorclogical Grade 4 6 8 9 10
Ratio U.N.: Gvt. midpoint 122 131 128 145 141
#U.K. minimun 4,300 7,013 9,493 13,055 15,130
middle 5,606 8,029 10,284 13,830 15,817
maximum 7,013 9,045 11,075 14,605 16, 505
U.K. Grade Basic Grade Main Grade Sen. Grade AD Eng. Dir.Eng.B:
Ratio U.N.: Gvt. midpoint 289 256 235 210 o
#including London allowance
AUSTRIA minitium not not not 7,022 10,447
middle 8,734 12,318
maximum comparable comparable comparable 10, 447 14,190
Dienst Klasse VIT I-VIIT 3 vIIX 3-8
Ratio U,N.: Gvt. midpoint 324 246
ITALY.: minimum 3,878 4,549 5,622 7,543 11,885
middle 3,921 5,064 6,598 8,430 12,507
maximun 3,964 5,579 7,574 9,319 13,130
Parametro 257 307 387~426 530 742-00,05
Ratio U.N.: Gvt. midpoint 401 390 359 334 29
#FRANCE minimum 4,648 6,143 9,349 9,646 17,673
middle 5,375 7,567 9,835 12,552 . 18,743
maximun 6, 100 8,954 10,122 15,459 19,814
Indices Nets 102 I-IV 102 V-VIII 101 I-III IEC I-A 1628
Ratio U.N.: Gvt. midpoint 311 276 254 236 175
#including Paris allowance
and prime de rendcment
#SWITZERLAND  minimun 6,716 7,376 8,316 9,319 10,324
middle 7,637 8,207 9,237 10,240 11,821
maximum 8,559 9,210 10,359 11,162 23,318 .
Swiss Classe 5 4 3 2 1A
Ratio U.N.: Gvt midpoint 12 245 265 281 270

¥including married man's Ceneva

allowance
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NET: NET SALARY AND BENEFETS COMPARISONS

1, EXGINEERS

(NUCLEAR, CIVIL, SANITARY, AVEATION, THRLECOMMUNTCATEONS, METEOROLOCICAL)

#ncluding married monts
Geneva allowance

124

usg
COUNTRY _ U.N. GRADE P2 P3 P4 s D1
L XN niddle 9,755 10,748 14, 589 19,274 22,510
Rew York U.N. midpoint net 14,240 17,393 20, 350 23,650 25,610
Ratic U.N.: Gvt midpeint 146 162 140 123 114
CANADA niddle 9,037 11,455 13,518 15,022 17,111
Ratie Uulo.z Ovt midpoint 130 125 123 130 123
- GANADA - . middle 10,042 .. 10,890 12,778 14,038 15,348
-Meteoralogy)

% Ratio UNaz  Gvt midpeint 17 . 132 13t 139 133
K, middle- 4,750 6,150 8,25 19,100 11,300
Ratio U.N.: Ovt midpeint 258 244 212 201 195
*including kondon allowance.

ITALY niddte 3,526 4,485 5,692 7,230 10,752
Ratic U.N.:  Gvt midpoint 33t 318 292 269 196
FRANCE - middle 4,945 6,750 §,520 . 19,570 12,850
Ratio U.N.: Gvt midpoint. 253 226 208 196 174
*ncluding Raris allowance

and prime de rendement

SSVITZERGAND. - middle 6,750 7260 7,955 8,695 9,778
Ratio U.N.: Gvt midpoint 180 204 217 221 233



GROSS: GRUSS SALARY 27D DENEFITS COMPARISONS

2.1, SCIENTISTS

(PHYSICISTS, CHEMISTS, PHARMACISTS ):

#including married: mants:
Ceneva. allowance

125

usi
COUNTRY. UN_GRADE P2 P3 P4 Ps D1
U.S.A.. minimum 10,298 12,615 17,545 24,285 32,819
middle 12,478 16,082 20, 508 28,083 34,409
maximun 14,658 19,549 23,591 31,881 36,000
U.S. Grade 657-9° GS11-32 0S12.6-14.5 6514.6-16.5. 0516.6-18
New York UN midpoint gross 18,588, 23,202 27, 588 32,745 36,096
Ratio UN: Gvt. midpoint 149 145 34 116 105
CANADA: minimum not’ 11,428 145713 21,236 23, 548
middle ‘ 13,212 19,289 24,454 26,381
mayimun. comparable 14,096 23,865 27,673 30,214
Canadi. - Grade. SRY REM1 REM2 REM3
Ratio UN:.Gvt, midpoint 149 122 115 116:
CGANADA. mindrany not not 23,447 . 25,407 31,527
middle 27,184 29; 355, 34,052
maximum comparable comparable: 30,921 33,234 36,577
Hedical Stiences Grade: ¥SPL WPz MSP3
Ratio UN: Gvt. midpoint 87 96: 91
*U.K.. minimm. 6,313 8,305 9,555. 13,818 17,085
middie 7,503 9,555 11,786 14,921 17,242
maximu. 8, 693 © 10,805 13,818. - 16,025, 17,430
U.K. Crade - 550 PSoO PS05-SPS02.5. SPS02.5 ICS02.5.  GSO
Ratic UNz Gvt. midpoint. 218 - 216 204 194 180
#including London allowance . . .
AUSTRIA. misrimum. not not 7,022 9,456. 14,945
middle 8,734 11,823 16,812
maximum. comparable comparable; 10,447 14, 190: 18,684
Dienst Klasse VIL -~ VIO 3 VoI IX
Ratic UNz Gvt. midpoint: 262 23t 180
ITALY. minimum 3,878 4,549 5,622 7,540 11,885
middle 3,921 5,064 6,598 - 8,430 125507
maximum« 3,964 54579 75578 95319 12,13
Paranetro: 257. P7 387426 -5 742-00.05
Ratio UN: Gvt. midpoint 400 390 357 - 335" 249 -
*FRANCE minimum. 4,648 6,143 9,349 9,046 17,673
middYe . 5,375 75567 9,835 12;552: 18,743
maximus: 6,100 8,954 10,122 15,459 . 19,814
Indices Nets: 02T -1V 102:V - VIIT I0T T - IIL IECT - & IG 28
Ratic UN: Gvt. midpoint. 311 276 254, 236 178. '
#including Paris- allowance ) : : : .
and prime de rendement '
*SWETZEREAND: minimm. 6,716 7,376 8,316 9,319: : 10,324 :
middle 7,637 8,297 9;237 10,240 - 11,82%
macimum 8,559 9,219 . 10, 159: 11,162 13,318
Swiss: Classe: € 4 3 2. /1n
Ratic UN: Gvt. midpoint 212 245 265 281 270



NET: NET SALARY AND RENEFITS COMPAPTSONS

2.1. SCIENTISTS

(PHYSICISTS, CHIMISTS, PHARMACISTS)

usg

COUNTRY U.N. CRADE P2 P3 P4 PS DL,
U.S.A. middle 9. 369 11,574 14,753 19, 309 23,103
New York U,N. midpoint net 14,240 17,393 20, 350 23,650 25,610
Ratio U.N.: Gvt midpoint 152 150 138 122 111
CANADA middle not 9,605 12,614 16,809 18, 200
Ratio U/N.: Gvt midpoint comparable 149 132 116 116
CANADA middle not not 18, 380 19,657 22,184
Ratio U.N,: Gvt midpoint comparable comparable 91 99 'L
*.X. middle 5,750 7,200 8,750 10,675 12,100
Ratio U.N.: Gvt midpoint 214 208 200 191 182
#ineluding London allowance
ITALY middle 3,527 4,485 5,692 75230 10,752
Ratio U,N,: Gvt midpoint 331 318 292 269 196
#FRANCE middle 4,945 6,750 8,520 10, 570 12,855
Ratio U,N,: Gvt midpoint 253 226 208 196 174
#including Paris allowance

and prine de rendcment
#SWITZERLAND middle 6,750 7,260 7,958 8,695 9,778
Ratio U,N,: Gvt midpoint 180 204 217 23

#including marricd man's
Geneva allowance
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CROYSSH:  GROSS SALARY AND BENEFITS COMPARISORS

2.2, AGRTCULTURAL SCTENTISTS
(RI0LOGISTS, SOIL SCIENTISTS, JORESTRY, ENTOMDLUGY; HUSBANDRY SPECIALISTS FTC)

wsy
COUNTRY UN GRADE P2 P3 P4 PS5
U.S.A. minimum 10,208 12,615 17,545 24,28
middle 12,478 16:082 20:568 z§;§s§
mazcimum 14,658 19,549 23,591 31,881
U.S. Crade GS7-9 6S11-12 6512.6-14.5 6514,6-16.5
New York UN midpoint gross 18, 588 23,202 27,588 32,745
Ratio UN: Gvt. midpoint 149 145 14 116
CANADA minimum 11,793 14,533 17,337 20,417
nidile 12,893 15,753 18,433 23,447
maximum 13,993 16,973 19,530 - 26,477
Canadian Grade B33 BS4 'BSS BS6
Ratio UN: Gvt, midpoint 122 125 128 120
CANADA minimum not 13,011 16,038 19,138
middle 14,226 17,389 20, 349
maximum comparable 15,442 18,740 21,561
Canadian Forestry Grade F.0.3 F.0.4 F.0.5
Ratio UN: GOvt. midpoint 139 135 138
#U. K, minimum 5,105 8,090 9,643 13,055
middle 6,899 8,869 10,901 13,830
maximum 8,693 9,648 12,160 14,605
U.K., Crade NAAS TIT NAASII NAAS 1 ‘ SP50
Ratio UN: Ovt. midpoint 236 231 222 210
#including London allowance
AUSTRIA minimum not not 9,456 13,441
middle 11,823 15,312
maximum comparable comparable 14,190 17,184
Dienst Klasse VIII IX
Ratio UN: Gvt. midpoint 195 179
ITALY minimum 3,878 4,549 5,622 7,541
middle 3,921 5,064 6,598 8,430
maximum 3,964 5,579 75574 9,319
Parane tro 257 307 387-426 530
Ratic UN: OCvt. midpoint 400 390 357 335
#FRANCE minimum 4,648 6,143 95349 9,646
middle 5,375 7y 567 9:835 12,552
maxdimum 6,100 8,954 10,122 15,459
Indices Nets 102 I-IV T02 V-VIII 101 I-IXI IFC I-A
Ratio UN: Ovt. midpoint 311 276 254 236
#including Paris allowance
and prime de rendement
HSWITZERLAND minimum 6,716 7,376 8,316 9,319
middle 7,637 8,207 9,237 10,240
maximum 8,559 9,219 10,159 11,162
Swiss Classe 5 4 3 2
Ratio UN: Gvt, midpoint 212 245 265 281

#including married man's
Geneva allowance
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NET: NET SALARY AND BFNEFTTS COMPARTSONS

2,2, ACRICULTURAL SCIENTISTS

(BIOLOCISTS, SOYL SCIFNTISTS, FORESTRY, ENTOMOLOGY, HUSBANDRY SPECIALISTS ETC.)

usg

COUNTRY U,N, CRADE P2 P3 P4 PSS
U.S.A. middle 9, 369 11,574 14,753 19, 309
Nev York U.N. midpoint net 14,140 17,393 20, 350 23,650
Ratia U.N.: OCvt midpoint 152 150 138 122
CANADA middle 9,394 11,489 12, 412 16,203
Ratio U.N.: Ovt midpoint 125 12§ 134 120
CANADA middle 10, 299 12,421 14,302
Ratio U.N.: Gvt midpoint 139 134 136
UK. ' middle 5,750 6,700 8,100 9,000
Ratio U.N.: OCvt midpoint 214 224 216 226.
#including London allowance

ITALY middle 3,526 4,485 5;692 . 7,230
Ratio U.N,; Ovt midpoint i} 318 292 269
HFRANCE middle 4,945 6,750 8,520 10, 570
Ratio U.N.: Gvt midpoint 253 226 208 196
#including Paris allewance

and prime de rendement

#SWITZERLAND middle 6,750 7,260 7,955 8,695
Ratio U.N.: OCvt midpoint 180 204 217 23

*including marricd man's
Geneva allowance
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CROSS: CROSS SALARY AND BENEFITS COMPARTSONS

2.3. VETERINARTANS

#including married man's Ceneva

allowance

Do not have comparable positions

in Central Covernment:=~

AUSTRIA
ITALY

~129-

usg
COUNTRY U.N. GRADE P3 P4 PS D1
U.5.A, minimum 12,615 17,545 24, 285 32,819
middle 16,082 20, 563 28,083 34,409
maximum 19,549 23,591 31,881 36,000
U,S. Orade 051112 6S12.6-14.5 G514.6-16,5 6516.6-18
New York U,N. midpoint gross 23,202 27,588 32,745 36,006
Ratio U.N,: Gvt., midpoint 145 134 116 105
CANADA minimum 15,27 17,497 19,893 not
middle 16,183 18, 602 21,091
maximum 17,10 19,708 22,290 comparable
Canadian Grade Vet,5 Yet,6 Yet.7
Ratio U,N,: Gvt, midpoint 122 127 133
#U.K, ninimum 6,928 8,810 not not
middle 7,501 9,949
maximum 8,275 11,088 comparable " eomparable
U.K. Grade Vo1 Yo
Ratio U.N,: Gvt. midpoint 272 246
*¥including London allowance
#FRANCE pinimum 6,143 9,349 9,646 12,673
maximin 8,954 10, 122 15, 459 19,814
Indices 102 V-VIIT I01-ITT 1EC I-A IG2B
Ratio U.N,: Gvt. midpoint 276 254 236 175
*¥includirg Paris allowance
and prime de¢ rendcment
#SYWITZERLAND mindmum 7,376 8,316 9,319 10, 324
middle 8,297 9,237 10, 240 11,821
maximum 9,219 10,159 11,162 13, 318
Swiss Classe 4 3 2 1/1A
Ratio U,N,: Gvt, midpoint 245 265 281 270



*including marcied man's Ceneva
allowance

NEP: NET SALARY AND UENEFITS COMPARYSONS
2.3. VETERINARIANS
usg
COUNTRY U.N. GRADE P3 P4 PS5 D1
U,S.A. niddle 11,‘574 14,753 19, 300 23,103
New York U.N. midpoint net 17,393 20, 350 23,650 25,610
Ratio U.N.: Gvt midpoint 150 18 122 111
CAE DA niddle 11,611 12,711 14,788 not
Ratio U.N.: Gvt midpoint 128 131 132 comparable
K. niddle 5,750 ) 7,300 not not
Ratio U.N.: Gvt midpoint 261 220 comparable comparable
*including London allowance
#FRANCE middle 6,750 8,520 10, 570 12,855
Ratio U.N,: Gvt midpoint 226 ' 208 196 174
*including Paris alluwance
-and prime de rendement
SSVITZERLAND  middle 7,260 7,955 8,605 9,778
Ratio U.N.: Gv. midpoint 204 - 217 231 233

-130-



CROSS: GROSS SALARY AND DENEFTTS COMPARYSONS

3. MEDICAL DOCTORS

usg
COUNTRY U.N. GRADE P3 P4 P§ P6/D1 2
*U,S. A ninimum 19, 549 22,497 27,408 36,000 not
middle 21,803 25, 161 »,273
maximum 24,058 27,825 33,139 comparable
U.S. Grade GS12 GS13 CS14.5-16.5 ©S18
New York U.N. midpoint gross 23,202 27,538 32,745 36,006
Ratio U,N.: Gvt. midpoint 107 108 107 100
*U,S. doctors are allowed to
have a private practice in
addition
CANADA minimum 21,945 25, 04 27,970 0,517 not
middle 24,957 27,393 29,704 32,57
wasimum 27 3957 29, 392 31,439 34,557 oomparabls
Canadian Crade MOF 1 MOF 2 MOF 3 MOF 4
Ratio U.N.: Gvt. midpoint 79 86 95 96
*U.X. minimun 10,633 16, 305 16, 780 not
piddle 12,456 }
maximum 14,280 comperabls:
U.X. Crade i MO SHo ™o
Ratio U,N,: Gvt, midpoint 163 149 173
#including London allowance
AUSTRTA minimum not 9,456
middle 11,823
naximum comparable 14, 190
Dienst Klasse VIIX
Ratio U,N,: Gvt, midpoint 195

*pustrian doctors are allowed
to have a private practice
in addition.

Do not have comparable positions
in Sentral Governmonti-

ITALY
FRANCE
SWITZERLAND

-131-



"NET: NET SALARY AND BENEFITS COMPARISONS

i

3. MEDICAL DOCTORS

usy

COUNTRY U.N. GRADE P3 P4 P5 P6/D1 D2
R.S.A, middle 16,875 19,142 22,571 26,322 not

New York U.N, midpoint net 17,393 20, 350 23,650 25,610 comparable
Ratio U.M.: Ovt midpoint 103 106 105 97
*#J.S. doctors are allowed ‘to

have a private practice in

addition

CANADA -middle 17,129 © 18,522 18,180 21,495 not

Ratio U.N.: Gvt midpoint 83 90 107 98 comparable
*.X, middle 9,000 11,550 21,900 not not

Ratio U.N.: .Gvt midpvint 167 151 71 comparable  comparsible

*including London allowance

-132-



CROSS: GROSS SALARY AND BENFFITS COMPARTSONS

4. NURSES

usg
COUNTRY U.N. CRADE P1 P2 P3 P4 ‘P§
UaSaAe ninimum not 10,012 11,517 12,615 17,761
middle 11,299 13,087 14, 509 20,425
maximumn comparable 12,586 14,658 16,404 23,089
U.S. Grade G687 GS9 Gs11 GS13
New York U.N. midpoint gross 18,588 23,202 27,598 32,745
Ratio U.N.: Gvt. midpoint 186 178 190 159.
CANADA minimm 6,414 8,432 8,214 10, 527 11,667
'piddle 6,937 8,865 9,797 11,087 12,420
maximum 7:561 9,309 10,380 11,648 33,174
Canadian ‘Crale ‘N.0.1 N.o.s 3-0.4 " N.O ls NcOté
Ratio U.N.: Gvt. midpoint 178 177 202 212 226
MK, minimum not not 4,928 8,858 12,655
mpiddle 5,396 9,608 13,367
paximum ‘comparable comparable 5,865 10, 358 14,180
U.K. Cralle ‘matron N.O, "DeCalNile
Ratio U,N.: Gvt. midpoint '3 | 252 216
#including London allowance
ITALY ‘minimum not 2,214 3,355 3,717 not
middle 2,850 3,720 4,028
maximum ‘comparable 3,499 4,686 4,539 comparible
Parametro 333-183 218 245
Ratio U,N.: Gvt. midpoint 380 : 520 - 58§
#FRANCE minimum not 3,428 #,438 4,908 ‘not
.middle 4, 117 55061 5,560
maximum .comparable 4,800 5,684 $,213 comparable
Indices Nets 234-330 28p-360 305-390
‘Ratio U.N.: Ovt. midpoint. 407 413 448
*including Paris allowance
and sprime de rendement
WSWITZERLAXD  minimm not 45081 4,207 oot not
middle 4,743 5,322
‘maximum <omparatile 5,405 6,037 xomparable wcomparabile
Swiss Classe 17 14-15 ’
Ratio 'U.N.: ‘Ovt. midpoint 342 A 30

‘#including marricd :man's
:Geneva .allowance
Do mot thave compardble ;positions in Central Government:-~
<133~



NET: NET SALARY AND PENFFITS COMPARISONS

—

4. NURSES
Usg
COUNTRY U.N. GRADE Pl P2 P3 P4 PS
U.S.A. middle not 8,538 9,795 10,743 54,648
New York U.N. midpoipt net compdrable 14,240 17,393 20,350 23,650
Ratio U.N.: Gvt midpoint 167 177 } 190 161
CANADA middle 5,242 6,508 7,230 8,195 9,068
‘Ratio U.N.: Gvt midpoint 182 181 198 204 215
*.K, middle not Dot 4,300 75200 9,800
‘Ratio U.N.: Gvt midpoint comparable comparable 388 242 207
*including London allowance
ITALY middle not : 2,493 3,349 3,703 not
Ratio U.N.: Gvt ﬁdpoint comparable 468 426 449 coamparable
*FRANCE middle not 3,830 4,680 5,300 not
Ratio U.N.: Gvt midpoint comparable 322 326. 348 comparable
¥including Paris allowance o
and prine de rendement

#SWITZERLAND middle not 4,404 4,699 not , not
Ratio U.N.: Gvt midpoint comparable 276 315 comparable comparable

*including married man's
Ceneva allowance

13k



GROSS: CGROSS SALARY_AND DENEFITS COMPARTSONS

5. LABORATORY TECINTCIANS:

*¥including Paris allowance
and prime de rendement

Do not have comparable positions in Central Governmenti-

ITALY
SWITZERLAND

=135~

usg
" COUNTRY U.N. CRADE Pl P2 P3 P4
U.S.A. minimum 8,555 9,726 10,470 not
middie 9,366 11,013 12,040
maximun 10,178 12,300 13,611 comparabla
U.S. Crade ©85-6.5 cs7 Gs9
New York UN midpoint gross 14,687 18, 588 23,202
Ratio UN: Covt midpoint 152 169 195
CANADA minimum 9,222 10,934 not not
niddle 9:834 11: 700
maximum 10,447 12, 466 comparable comparable
Canadian Crade EG HOT? EG HOI8
Ratio UN: Govt midpoint 126 134
*U K. ninimum 4y 143 5,080 6,878 9,555
middle 4,518 5,680 7,590 10, 180
maximum 4,803 6,280 8,303 10,805
Y.K. Orade AX0 EXO SEX0 Cxo
Ratio UN: Govt midpoint
sincluding London allowance 283 286. 268 238
AUSTRIA minimum not not 3,539 not
piddle . 4,225 .
maximuo comparable comparable 4,912 copparable
Dieast Klasse w
Ratio UN: Govt midpoint 453
*FRANCE ninimum 3,021 4,002 5,528 4,370
middle 3,244 4,675 5,633 6,099
BEAAMUR 3 466 S 250 5 738 6.g 223
Indices Nets 205-235 280-360 375-390 295-420
Ratio UN: Covt midpoint 406 3s8 372 " 408



NET: NET SALARY AND.RENEFITS COMPARISONS

5. LABORATORY TECHNICIANS

Usg

* COUNTRY U.N. GRADE P P2 P2, P4
U.S.A. niddle 7,130 8,319 9,163 not
New York U.N. midpoint net 11,560 14,240 17,393 couparable
Ratio U.N.: Cvt midpoint 162 171 190
‘CANADA middle . 7:413 9,425 not not
Ratio U.N.: Cvt midpoint 129 . 125 -comparable comparable
*U.K. middle 3,735 4,600 5,850 7,800
‘Ratio U.N.: Gvt midpoint 267 267 . 256 o224
#including London allowance -
#ERANCE middle 3,100 - 4,375 5160 5,550
Ratio U.N.: . Gvt midpoint 327 286 297 320

#including Paris allowance
and prime de rendement

7136—



#including married man's:
. Geneva: allowance

OROSS: _ GROSS SALARY AND RENEFITS COMPARISONS
6. ECONOMISTS/STATISTICIANS
sy
COUNTRY UN_GRADE P1 P2 P3 n4 P Bi D2
U.Sade minimum  not 8,582 12,615 17,545 24,285 32,819 Political
niddle 11,096 16,082 20, 568 28,083 34,409
maximum  comparable 13,611 19,549 23,591 31,881 36,000 Appointment
U.S. Crade 6S7-9 CS11-12 6S12.6-14.5  0S14.6-16.5  ©516.6-18
New York UN. midpoint gross 14,687 18,538 23,202 27,588 32,745 36,096
Ratio UN: Gvt. midpoint 168 146 134 116 105
CANADA minimm  not 75247 15,606 21,175 23,670 22,437 not
middle 10,899 18,293 22,451 24,692 25,088
maximum  comparable 14,551 20,980. 23,728 26,360 27,740 comparable
Canadian Grade ES1 ES2 ES3 ES4 ES5
Montreal UN midpoint gross. 12,428 15,672 19,728 23,547 28,167 31,164
Ratio: UN: Gvt. midpoint 144 108 104. - 114 124,
#U.K. minimue  not 5,930 7,493 9,768 12,805 17,430 22, 6
middle 6,526 8274 11,286 14,955 ’ 618
maximum  comparable 75123 9,055 12,805 17,105
U.K. Grade HEO: SEO P4.5-5P2.5 SP2.5-AS4 s pS!
London UN midpoint gross. 12,805 16,233 20,307 24,231 28,938 31,986 36,156
Ratio. UN& Gvt. midpoint 249 249 215 104 184 166.
*including London allowance:
AUSTRTA mindimum. not: 4, 048 4’912 5,049 7 5022 1C ,447 14,941
middle 4,124 5,344 7,702 8,74 12,318 16,812
maximum  comparable 4,220 5,776 9,456 10,447 14,190 18,684.
Dienst Klasse IV 4-5 V2-VI1 VI2-VII7 VIOII :VOL 3 VAIE 3-8 ke S
Vienna: UN midpoint gross 12,052 15,741 19,149 22,874 27,3% 30,342, 34,359
Ratic UN: Gvt.. midpoint 381 350 297 34 246 204
middle: ; 3,921 5,064 6,508° 843
' 'ma..'ci.!m.unv comparable 3,954 §»579: 7574 9,310
 Paranetro ' ' 257 27 3B87-426 530
Rome UN m.dpo:mt gross 12,428 15,672 19,728 23,547 28,167
Ratio UN: Gwt.. midpoint 400 300 . 357 335 .
SFRANCE minimm  not 4,413~ 7,804 10,022 8;,30% m;,.w?
‘ middle = . 6,325 8,679 10,781, 10,357 152
maximum - comparable 8, 9,545 11,440 14,325, m,, 7
. Indices Nets 300-525° 475-550 575-6300 - 6354 AR
Paris. UN midpoint. gross 13,181 16,704 20,886 - 24,894 29,685 - g0l
Ratio UN: Gvt. midpoint 264 21 231 263 g
_ #including: Paris allowance: = -
and prime: de. rendement .
#SYITZERLAND minimum.  not 63716 7,376 8,316: 9y.319. 10,324 PoTditimad!
middle - 7,637 . 8,207 9,237 10,240 11,82¢
maximum  comparable 8,559. 9,214 10,359 1,162 13,318 Fmpﬂ:ﬂ:nw&om
Swiss Classe v 5 = 3 =z 1k S T
Geneva WN midpoint gross 12,805 16,233 20,307 24,231 28,938 35,986
Ratio UN: * Gvt. midpoint 213 %5 265 282 27



NET: NET SALARY AND BENEYITS COMPARISONS

6. ECONOMISTS/STATISTICTANS

#including marricd man's
Ceneva allowance

-138~

vsg

COUNTRY U.N., GRADE P2 P P4 Ps m N2

- U.S.A, niddle 8, 386 11,573 14,754 19,314 23,105 Politioal
New York U.N, midpoint net 14, 240 17,393 20, 350 23,650 25,610 Appointment

"
Ratio U.N,: Ovt midpoint 170 150 138 122 111
CANADA middle 8,002 12,678 154596 16,950 17,1375 not
Montreal U.N. midpoint net 11,780 14,330 16,700 19,470 21,110 comparable
Ratio U.N.: Gvt midpoint 147 113 107 ii5 123
LK. middle 5,100 6,300 8,450 10,675 12,100 14, 500
London U.N. midpoint net 12,290 14,980 17,460 20, 350 22,050 24,530
Ratio U.N.: Gvt midpoint 241 238 207 191 182 169
#including London allowance
TTALY middle 3,526 4,485 5,692 7,230 10,752 11,810
Rome U,N. midpoint net 11,670 14,250 16,640 19,430 21,080 23, 480
Ratio U.N,: Gvt midpoint, a3t 318 292 269 196 199
#FRANCE middle 5,725 7,650 9,280 9,690 12,840 14, 150
Paxris U.N. midpoint net 12, 510 15,240 17,740 20,660 22,360 24,860
Ratioc U.N,: OCvt midpoint 219 199 1901 213 174 176
¥incloding Paris allowance
and prime do rcndement

#SWITZERLAND middle 6,750 7,260 7,955 8,695 9,778 Political
Geneva U.N, midpoint net 12,160 14,810 17,250 20,090 22,750 Implication
Ratio U.N,: Gvt midpoint 180 204 217 231 233




CRUSS: GROSS SALARY AND BENEFITS COMPARLSONS

7. YOCATIONAL AND ERUCATIONAL TRATNERS

usy
COUNTRY UN_GRADE P3 P4 P§
U.S.A. minimum 12,615 17,545 24,285
middle 16,052 20,568 28,083
maximum 19,549 23,591 31,881
U.S. Grade GS11-12 6512.6-14.5 6514.6-16.5
New York UN midpoint gross 23,202 27,588 32,745
Ratio UN: OCvt. midpoint 146 135 116
CANADA ninimm 17,917 19,592 21,427
niddle 18,885 20,622 22,942
maximum 19,853 21,553 24,457
Canadian Crale e Ie5 bots il
Ratio UN: Gvt. midpoint 104 114 123

Po not have comparable positions in Central Government:—

U.X.
AUSTRIA
ITALY
FRAXCE
SWITZERLAND

..]_39-



NET: NET SALARY AND BENEFITS. COMPARISON,

7. YOCATIONAL AND' EDUCATIONAL TRATNERS

usg
COUNTRY U.N. CRADE 3 Py PS
TS Ko middle 15,573 14,754 195,314
New. Yozit: U.N., midpoint net. 17,393 29,350 23,650
Ratias U.Nis - Cwt midpoint - 150 138 122
‘CANADA middle 12,490 14,610 15,896
Ratio: MiN.: Gwt midpoint. 15 114 122.

~1ho-




GROSSs _ OROSS SALARY AND BENKVTTS COMPARISOND
8, IRANSLATORS AND INTRRPRETRRS

usg
COUNTRY, U.N,_GRADE Pi P2 P3 P4 PS
UsSohe minimum not 10,470 12,615 15,046 not
middle 12,040 14, 500 17,294
maximum comparable 13,611 16, 404 19,549 comparable
U.S. Grade Cs9 Gs11 G512
New York U.N. midpoint gross 18, 588 23,202 27,588
Ratio U.N,: Gvt midpoint i20 123 121
CANADA ninimen not 6,399 9,367 11,273 14,322
middle 7,914 10, 176 12, 064 15: a1l
maximum comparable 9,429 10,986 12,956 15,882
Canadian Orade 1 2 3 5
Ratio U,N.: Gvt midpoint 198 194 195 185
#U.K. minimum not 3,930 5,930 7,493 not
middle 4,742 6,524 8,274 :
maximum comparable 5,555 7,118 9,155 comparable
UK, Crade B0 HEO SEO
Ratio U.,N.: Ovt midpoint
#including London allowance 341 315 204
AUSTRIA ninimum < not not not not 7,022
middle 8,734
maximm . .qomparable comparable comparable comparable 10, 447
Dienst Klasse Vi
Ratio U.N.: Gvt midpoint . 314
HFRANCE minimum not 4,438 6,024 7,238 9,304
middle 5,037 6,421 8,006 10,002
maximum comparable 5,637 6,819 8,954 10,700
Indices Nets ' 280-355 375-425 450-525 340600
Ratio U.Ne: Ovt midpoint 332 326 308 297
#including Paris allowance '
and prime de rendement
#SWITZERLAND  minimum not 6,950 6,716 7,376 8,316
middle 6,971 7,637 8,207 9,237
maximuem comparable - 7,802, 8,559 9,219 10,159
Swiss Classe 7 3 4 3
Ratio U.N.: Gvt midpoint 233 266 292 313
#including married man's N
Geneva allowance -
INTERPRETERS
CANADA minimum 14,223
middle - 16, 370
maximum 18,518
Canadian Grade 1
Ratio U.N.: Ovt midpoint 121

Do not have comparable positions
in Central Covernment:-

ITALY

-1ki-



NET: NET SALARY AND BEXEFITS COMPARISONS

8. TRANSLATORS AXD INTERPRETERS

-142-

usg
COUNTRY U.N. GRALE P1 P2 P3 P4 v p§
U.S.A, niddle not 9,063 10,748 12,575 not
New Yoik U.N. midpoint net comparable 14,240 17,393 20, 350 comparable
Ratio U.N.: Ovt midpoint 157 148 162
CANADA middle not 5,915 7,478 8,827 10,964
Ratio V.N.: Ovt midpoint comparable 199 192 189 178
*.K. middie not not 5,100 6, 300 not
Ratio U.N.: Ovt midpoint comparable comparable 294 277 . comparable
#includineg london allowance ]
¥FRANCE middle not 4,700 S 809 7,120 8,670
Ratio U.ﬁ.: th‘midpoint comparable * 266 263 249 238
#including Paris allowance
and prime de rendement
¥SWITZERLAND  middle not 6,206 6,750 7,260 7,955
Ratio U.N.: Ovt midpoint cormparable 196 219 237 252
*including married man's
Geneva allowance -
INTERPRETERS
CANADA ) piddle 13,022
Ratio U.N.: OCvt midpoint 110



GROSS:  GROSS SALARY AND BENFFTTS COMPARISONS

9, LINRARIANS

#including Paris allowance
and prime de rendement

Do not have comparable positions

in Central Covernnents-
SWITZERLAND

=143~

usg
COUNTRY U.N, CRADE P1 P2 P3 P4 PS
U.S.A. minimum not 8, 582 10,470 12,615 15,040
middle 9,869 12,040 14,500 17,294
maximum comparable 11,156 13,611 16,404 19;549
U.S. Grade 657 059 oSt Gs12
New York U.N. midpoint zross 18,588 23,202 27,538 32,745
Ratio U.N.: Ovt midpoint 190 194 190 189
CANADA ninimup 7, 540 8,106 9,333 12,088 17,387
mpiddle 7,845 8,631 9,796 13,290 18,296
maximun 8,151 9,157 10, 359 14,492 19,205
Canadian Grade ISt 152 1S3 LS§ 1s6
Ratio U.N.: Gvt midpoint 159 182 202 177 154
WK, minimum 3,930 4,680 6,805 8,780 9,605
middle 4,230 5,405 7,274 9,224 10,530
maximum 4,530 6,130 72743 9,768 11,555
U.K. Grade B0 1-§ BOS-HED2 HEOS-SE02 SE0S-Prin.d.5 . Prin.4-8
Ratio U.N,: OGvt midroint 03 a0 231 264 272
*including London allowance
AUSTRIA minimun not 4,048 4,912 5,949 7,022
middle 4,134 5,344 7,702 8,734
maximum comparable 4,220 5,776 9,456 10,447
Dienst Klasse IV 4-5 V2-vI 1 VI 2-VII 7 VII 1-VIII 3
Ratio U.N.: Ovt midpoint 381 359 297 314
ITALY . pinimum not not - 2,979 4,549 5,632
middle 3,859 6,061 7,470
maximum comparable .comparable 4,740 7,575 9,319
‘Paranetro 190-257 307-426 387-530
Ratio U.Ne: Gvt midpoint 512 389 377
" #FRANCE ninimun not 4,438 6,929 8,846 19,700
middle 5,500 8,247 10, 140 11,360
maximum comparable 6,862 9,545 11,436 12,020
Indices Nets 280-410 430-550 520-630 600650
Ratio U.N.: Gvt midpoint 304 254 . 245 - 262



NET: NET SALARY AND DUNEFTTS COMPARTSONS

9. LIRRARIANS

- usg
*. COENTRY U.N. GRADE P1 . p2 P3 P4 PS5

U.5.A. middle not 7,623 9,063 10,748 12,575
New York U.N. midpoint net comparablé 14,240 17,393 20,350 23,650
Ratio U.N.: Ovt midpoint 187 192 189 188
CANADA niddle 6,022 6,415 75230 9,675 12,679
Ratio U.,N.: Ovt midpoint 159 184 198 173 154
*U.K. middle 3,510 4,350 : 5,600 7,000 8,030
Ratio U.N.: Ovt midpoint 284 282 268 249 253
#including London allowance )
ITALY  middle not not 3,472 5,318 6,457
Ratio U,N.: Ovt midpoi.nt comparable comparable 411 313 301
#FRANCE middle not V 5,050 7,300 8,780 9,700
Ratio U.N.: Ovt midpoint comparable . 248 209 202 213
*including Paris allowance N

‘and prime de rendement

-1hk-



CROSS: GROSS SALARY AND NENFFITS COMPARISONS

10. INFORMATION

usy
COUNTRY U.N. CRADE P1 P2 P3 P4 Ps
UdS.A. minimom 8,582 10,470 12,615 15,040 not
middle 9,869 12,040 14, 509 17,294
maximum 11, 1'56 13,611 16, 404 19,549 coaparable
U.S. Grade Gs7 6s9 cs11 Gs12
New York U.N. midpoint gross 14,687 18, 588 23,202 27,588
Ratio U.N.: GCvt midpoint 149, 154 159 159
CANADA winimum not 8,025 11,812 17,387 19,600
niddle 9,873 12,592 18,559 20,957
maximum comparable 11,721 13,373 19,731 22,306
Canadian Grade 1S1 Is 2 15 4 IS 5
Ratio U.N.: Ovt midpcint A4 157 127 134
Faite minigum 3,930 5,930 7,493 a, 680 12, 055
middl 4,742 6,524 8,274 10,117 12,835
maximum 5,555 7,118 9,055 11,555 13,655
U.X. Grade ATO 10 SI0 PIO CI0B4
Ratio U.N.: Ovt midpoint 270 249 243 238 223

¥including London allowance

Do not have comparable positions in Central Covernment:-

AUSTRIA
ITALY
FRANCE
SWITZERLAND

=145~



NET: NET SALARY AND Bé\'EFI'l’S -COMPARTSONS

10, INFORMATION

#including London allowance

-146-

usg

. COUNTRY U.N. CRADE P1 P2- P3 P4 Ps
U.S.A. middle 7,334 9,063 10,748 12,575 not
New York U.N. midpoint net 11, 560 14,240 17,393 20,350 comparable
Ratio U.N.: Ove midpoint 157 157 162 162
CANADA niddle not 7,288 9,195 12,683 14,672
Ratio W.N.: Ovt midpoint ' comparable T 162 156 132 133
*U.K. middle 2,910 5,100 6,650 7,250 9,360
Katio U.N.: Ovt midpeint 342 241 225 241 217



CROSS 2

CROMS SALARY AND RENEETTS COMPARISONS

11, PERSONNEL

usg
COUNTRY U.N. CRADE Pi P2 P3 P4 PS
U.S.As minimum not 14,012 2,618 15,040 17,761
middle 10: 939 14’ 509 16, 793 20, 425
maximum comparable 11,866 16,404 18,547 23,089
U.S. Grade CS7step 6-GS9step § . GS1A CS12 steps 1-8 cs13
New York U.N. midpoint gross 18, 588 23,202 27,588 32,745
Ratio U.N.: Gvt midpoint 170 161 164 160
CANADA minimum not , 11,671 13,004 14, 600 20,619
middle : , ' 12,474 13,958 16,736 21,982
maximum comparable 13,277 14,913 18,973 23,346
Canadian Grade PE3 PE4 PES-6 PE8
Ratio U.N.: Ovt midpoint 126 141 140 128
#U.K. minimem not not 5,930 8,680 12,805
middle 6,524 10,117 13,696
maximum comparable comparable 7,118 11,555 14,605
U.K. Grade HED - Principal Sen,Prin.step 2,5
. ) - Asst,Sec. 4
Ratio U,N.: Gvt midpoint 315 241 210
¥includipg London aXlowance
AUSTRIA minimum not not not not 9,456
middle . 11,823
maximum comparable comparable comparable comparable 14,190
Dienst Klasse 8
Ratio U.N,: Gvt midpoint 231
HFRANCE minipue not 4,403 7,814 10,122 8,391
middle 6,325 8,679 i 10,781 i1,351
maximum comparable 8,226 0, 545 11,440 14,323
Indices Nects 300-525 475-550 575630 683-4
Ratio U.N.: Gvt midpoint 264 241 231 262
sincluding Paris allowance )
and prime de rendement
SSWITZERLAND  minimum “mot 6,716 7,376 8,316 9,319
middie 7,637 8,297 9,237 10,240
. maximum comparable 8,559 9,219 10,159 11,162
Swiss Classe 5 4 3 2
Ratio U.N.: Gvt midpoint 212 245 265 . 281

#including married rm.is
Geneva allowance

Do not have comparable positions

in Ceatral Covernment:-

ITALY

-147-



NET:

NET SALARY AND BENEFITS COMPARTSONS

11, PERSONNEL

usg

COUNTRY U.N. CRADE “P1 p2 P3 P4 P5
U.S.A. niddle not 8,270 10,748 12,227 14,283
New York U.N, midpcint net comparable 14,240 17,393 20,350 23,650
Ratio U.N.: Ovt midpoint 172 162 167 166
CANADA middle not 9,045 10,116 12,017 15,311
Ratio U,N.: Gvt midpoint comparable 130 142 139 127
#UK, middle 0ot not 5,100 7,250 10,700
Ratio U.d.: Gvt midpoint comparable comparable 294 241 190
*including-London allowance
#FRANCE middle not 5,725 7,650 9,270 9,700
Ratio U,N.: Ovt midpoint comparable 219 199 191 213
¥including Paris allowance

and prime de rendezent
#SWITZERLAND  middie not 6,750 7,260 7,955 8,695
Ratio U.N,: 'Gvt midpoint comparable 180 204 217 231

#including marricd manss
Geneva allowance
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CROSS 2

CROSS_SALARY AND BENEFTTS COMPARISONS

12, FINANCE/BUDGKT

#including married man's Geneva

allowance
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COUNTRY U.N. GRADE ) P1 P2 P3 P4 PS
L.S.A. wininum 8,555 10, 584 11,517 12,615 15,040
middle 9,595 11,871 13,087 14, 509 17,294
maxinum 10,636 13,158 14,658 10,404 19, 549
U,S. Orade GS5 GS7 GS9 ‘GS11 GS12
New York U,N. midpoint gruss 14,687 18,538 23,202 27,588 32,745
Ratio U.N.: Ovt midpoint 153 157 179 190 189
CANADA minimum 9,575 10,024 12,068 17,004 21,730
middle 10,214 11,756 12,873 18,155 23, 208
maximum 10,853 12,489 13,681 19,306 24,680
Canadian Grade FI 1 FI 2 FI 3 F1 § FI 7
Ratio U.N. midpoint 122 168 153 130 121.
*U.K, ninimm 3,055 3,930 5,930 8,680 12,805
middle 3,792 5,030 6,517 10,117 13,705
maximin 4,530 6,130 75105 11, 555 14,605
U.K. Grade CO-E04 EO0-HEQ2 HEQ Priu, Sen.Prin,2,5-
Asst. Sec.4
Ratio U.N.: Gvt midpoint 338 322 315 241 21
*#including London allowance
AUSTRIA winimum not not not 7,022 not
middle 8,734
maximum comparable comparable comparable 10,447 ~comparable
Dienst Klasse VIi
Ratio U.N.: Gvt midpoint 262
ITALY minimum 2,979 3,878 4,549 54622 7,541
middle 3,921 5,064 6,598 8,430
maxinum 3,964 5,579 7,574 - 9,319
Parametro 150 257 307 387-426 530
Ratio U.N.: Gvt midpoint 417 399 389 357 334
- #FRANCE picimum not 4,403 7,776 10,122 8,363
middle 6: 325 8:‘679 10:781 1]3: :59
maximm comparable 8,226 9,545 11,440 14,325
Indices Nets 300-525 475-550 575-630 685-A
Ratio U.N.: Gvt midpoint 264 241 231 261.
#*including Paris allowance
-and prime de rendement
®SWITZERLAND  minimum 6,050 6,716 1,376 8,316 95319
middle 6,971 7,637 8,297 9,237 . 10,240
maximum 7,892 8,559 9,2.9 10,159 11,162
Swiss Classe 7 5 4 3 2
Ratio U.N.i Gvt midpoint 184 213 245 25 81



NET: NET S;\L\RY KXD DENEFITS COMPARTSONS

—cn—

#incliding married man's
Geneva allowance = -

150~

12. FINAXCE/BUDGET
usg
COUNTRY U.N. CRADE p1 P2 P3 P4 Ps
U.S.A. middle 7,314 8,940 9,801 10,748 12,575
New York U.N. midpoint net 11, 560 14,240 17,393 20, 350 23,650
Ratio U,N.: Ovt midpoint, 158 159 177 189 188
'CANADA niddle 7,526 ° 8,507 9,379 12, 580 16,057
" Ratio U.N.: Ov. -zidpoint 127 137 153 133 121
#,X. ‘middle 3,220 L,078 5,097 7,258 10,000
Ratio U.N.: Gvt midpoint 309 301 296 241 204
*including London allowance
© XTALY middle 3,082 3,526 4,485 5,692 . 7,230
Ratio U.N.: Ovt midpoint 306 331 318 292 . 269
SFRANCE middle not 5,725 7,650 9,270 9,700
Ratio U.N.: Ovt midpoint comparable " 219 199 191 213
#ineluding Paris allowance
and prime de rendement
SSKITZERIAND  middle, 6,256 6,750 7,260 7,955 8,695
Patio U,N.: OCvt midpoint 16¢ 180 204 217 231



Appendix B
GOVERNMENT PENSION FUND CONTRIBUTIONS

l, The informstion obtained and reported by the consultants is as follows. The
foot-notes have been added.

Austriac

Canada:

France:

Ttaly:

Switzerland:

United Kingdom:

United States:

The Govermwent pays whatever is necessary to cover the
amount required by pensions when they are due. This means
that there is a position in each annual budget for pen51ons.
The relation is very roughly two-thirds salaries and
allowances for active civil servants and one-third pensions
to retired civil servants.

Government contribution amounts to 14%.5 per cent of salary.

There is no special pension fund for civil serveants.
However, on the latest information the Government made a
budgetary allocation of 22 per cent of payroll.

There is no pension fund. Pensions are paid to retired
civil servants from the normal governmental treasury
resources.

The Government pension contribution amounts to 6 pér cent
of salary plus 3.1 per cent towards old-age and survivors
insurance.

- There is no pension fund. Pensions are paid to retired

civil servants from moneys voted annually by Parliament. a/

Federal Govermment contribution -

1970: 0.91 per cent of payroll

1971: 2.9 per cent of payroll b/

By 1980: 16-17 per cent of payroll (estimated).

a/ Information provided by Mr. Hillis.

b/ These contributions are for current payments. The 49th annual report of
the Civil Service Retirement System (p. 35) shows a total level cost for the
system of 22.49 per cent of payroll as of 30 June 1969, using an interest rate of
3.5 per cent. Since then, the pension benefits have been liberalized, the
- interest-rate assumption has been changed to 5 per cent, and the 1evel—cost is
reported to be about 23 per cent.
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ANNEX XIIT

STUDY OF THE POST ADJUSTMENT SYSTEM

Introduction

1. At its third meeting on 2 June 1971, the Special Committee decided that a
separate study should be underteken of the post adjustment system., It asgreed to
a suggestion that the study should be entrusted to Mr. Pascal Frochaux, currently
Switzerland's Ambassador to Poland, who as member of the 1956 Salary Review
Committee and later as member and chairman of the Expert Committee on Post
Adjustments (ECPA) had actively participated in the elaboration of the system.

2. The Committee discussed the scope of the study, with Mr. Frochaux's
participation, during its 91st meeting on 2% August 19T71. As agreed at that
meeting, the purpose of the study was to provide the Committee with an analysis

of the operation of the post adjustment system in the light of its original concept
together with proposals for any meodifications that might be appropriate to adapt

it to the present conditions.

3. The second part of this study deals with the possibility of exeluding rent

from the post adjustment, and the third part with certain problems of a purely
statistical nature.
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Author's note

. The distances gt which the sources of the statisties and other data
used in this study were situated made it impossible for the author to
verify each individual figure. Minor errors may therefore have been
incorporated, although without detriment to the results and conclusions
of the study.
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STUDY GF THE POST ADJUSTMENT SYSTEM
by

Ambagsador Pascal Frochaux

INTRODUCTION

1. In accordance with the terms of reference set by the Special Committée for
the Review .of the United Nations Salary System, this study deals with:

« the operation of the United Nations post'adjustment system in the light
of its original concept:

~ any modifications that might be appropriate to adapt the system to present
conditions.

In addition, the study is intended to provide an answer to the following
questions:

(a) selection of the base, or bases, of the post adjustment system;

(b) adequacy of the statistical methods curre.tly used in establlshlng
equivalent standards of living of staff at different duty stations;

(c) effect of the incorporaticn of the dependency element in the post
adjustment on the family allowances at the different duty stations;

(d) possibility of excluding the housing element from the post adjustment;-

(e) implications of the recent monetary developments on the operation of
the post adjustnent system.

2.  The study consists of two parts:

(a) The first deals with ‘the operatlon of the post adjustment system from
the technical standpoint;

(b) The second, to be issued at a later stage, will be devoted to .
examinati n of the statistical methods used in establishing the cost~of-li sisg
'indices (para. 1:(b)) and the poss1b111ty of excluding the hou31ng element from
the statlstlcal comparison (pafa. 1 (d\)
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PART ONE

OPERATION OF THE POST ADJUSTMENT SYSTEM

I. ORIGINS OF THE SYSTEM

3. The system was introduced on 1 January 1957 upon the recommendation of the .
1956 Salary Review Committee (A/3209, paras. 133-142). It provided for:

(a) A systen of net post adjustments by grade, calculated from the average
net salary of each grade wit: a regression in two directions, namely:

(i) Vertical, moving upwards from P-l to P-5 and above, the adjustment rate
decreasing from 6 per cent at the P-1 level to L per cent at the P-5
and higher levels, with the average rate of 5 per cent being applied
at the P-3 level:

(ii) Horizontal, moving from one class of post adjustment to another (class 2
to class T, class 1 being that applicable at the base at index point 100,
in other words involving no post adJustment) The rate of regression
was approximately 1.1l per cent at the P-1 level and 0.83 per cent at
P-5 and above.

(b} A rule whereby a change from one post adjustment class to another would
take place only where the cost-of-living index, averaged over nine consecutive
months, varied (upwards or downwards) by 5.points on the base 100.

b, The system was moalfled in two respects as a result of recommendations by
ECPA a/ and ICSAB.

(a) On 1 January 1962, by a decision of the Genera:i Ascembly, the net lump-
sum post adjustments by grade were replaced by net lump-sum adjustments by steps,
the adjustment rate (hnvcep+ace of net salary) belnp nearly the same for each
step within ¢ given grade. The horizontal regression was eliminated altogether.
Some vertical regression was retained to take partial account of the incidence of
progressive taxation (ef. in this connexion ECPA/S.3/6 of T April 1961); b/

a/ Expert Committee on Post Adjustments.
' / The decisior followed a study whose purpose was to show:

(i) whether,and the extent to which, the system had operated as a means
of equalizing emoluments in the different duty stations; and '

(ii) whether, and the extent to which, with the passage of time, the
system had operated to reduce the real income of certain grades and
" catemories of staff and to increase the real income of other grades
and categories.
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(b) On 1 Jenuary 1964, by a decision of the Fifth Committee of the General
Assembly, the nine-month average rule (cf., para. 3 (b)) governing movement from
one class of post adjustment to another was replaced by the "four—month rule"
Under this rule, chauge from one class 1o another takes place when the cost—of-
living index reaches the new change-point (105, 110, 115, 120, ete. or 95, 90, 85,
etc.) and remains at that level for four successive months, the new post
adjustment being epplied with effect from the fifth month.

5. On 1l January 1957, when the current salery system came into effect, the
United Nations and ICAO were the only organizations epplying the common salary
system to have a staff assessment (internal taxation) plen, the purpose of which
is set forth in resolutlon 239 (III) of the United Nations Genersl Assenbly, as
follows:

"Desiring to impose a direct assessment on United Nations staff members
which is comparable to national income taxes...".

Given the reluctance of the other specialized asgencies tc adopt & similar
agssessment scheme, the schedule of post adjustments (A/3209, para. 111) was
expressed in 1956 in net amounts which could be applied equally well by
organizations employing a gross salary scale and staff assessment and those with
a net salary system without staff assessment. Since that time, the cther
organizations in the United Nations family following the common system of salaries
and allowances have introduced the dual scale of gross and net salaries together
with staff assessment. 3/ The staff assessment plan is therefore an integral
part of the salary system as currently spplied. It cannot be dlsregarded in any
study of the operation of the post adjustment system. :

II. IDEAS UNDERLYING THE SYSTEM

6. It should be kept in mind, that, on the recommendation of the 1956 Salary
Review Committee, the General Assembly decided that Geneva should become the base
of the common salary system and that the salary scale was set at a level
"adequate to recruit and retain staff there” (A/3209, para. T7). For other duty
stations, the salaries established for Geneve are adapted to meet the cost of
living at those localities, by means of post adjustments, plus or minus according
to whether the cost of llVlng is higher or lower than at Geneva at the base date
(A/3209, pars. 15 (viii)).

T. The 1956 Committee advanced a number of considerations d/ in 1ts
recommendations, vig.:

(i) Initial post adjustments should be determined primarily on the basis
of the cost—of—11v1ng relatlonshlp between Geneve and the offlce
concerned

c/ The specialized agencies had come into line with the Unlted Natlons in
this respect by 1965, fcllow&ng the decision to base the pension system on gross o
salaries. : : '

4/ A/3209, paras. 15 (viii) and 126-136.
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(ii) An element of judgement must be applied to the statistical price-
level relationship to allow for differences in the patitern of
expenditure at different places;

(iii) No allowance should be made for so-called “hardship" factors except
where they have a tangible financial effect on the cost of living;

(iv) The initial classification would be altered subsequently according
to local cost-of<living variations of five points from the base,
this rule being applicable to Geneva as well (A/3209, para. 15 (ix)}).

8. The 1956 Committee staced a number of other considerations indicating some

certainty on its part about implementing the post adjustment system without
having seen relisble statistical data or having had the experience which could be
accumulated only over a period of years. For example:

(i) "No 'scientific! evidence is available upon which a better pattern
could be established" (A/3209, para. 1k0),

(ii) "... the price comparison alone will never be equal to the task of
comparlng what are essentially different ways of life" unless the
principle of "substantial equivalance of living standards™ is
abandoned (A/3209, para. 126).

(iii)  "Nevertheless, the price-level comparisons must still be made.
- (A/3209, para. 127). -

(iv) "... nor will it ever be possible for staff at all duty stations to
‘reproduce the pattern and stendards of life at the base’, and "there
is room for the application of broad judgement in 1nt°rpret1ng the
statistical comparisons™ (A/3209, para. 128).

Such was the background to the establishment, by ACC in 1959 on the recommendation
of the 1956 Committee (A/3209, para. 15 (xxvii)) and ICSAB, of an expert committee
to deal with post adjustments (ECPA), e/ vwhose terms of reference provide that it
should

" (a} Mske recommendations to ACC on the general administration of the
system of post adjustments, including statistical methodology and the elements of
judgement to be applied;

. (b)) Make recommerdations, when required, in the case of headquarters
locations regarding the classification of duty statlons.

9. ~ On the subject of family benefits, in relation to the pdét adjustment
_system, the 1956 Committee took the view that:

ef ,E/2993, para. 24, and E/3108, para. 28.
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(i) "Full compensation" should be given to staff members with primary
dependants

(ii) Two-thirds of such com@ensation should be given to staff without primary
dependants (A/3&09, para. 138);

(iii) As no entirely satisfactory -solution could be found in the case of
"minus" areas (where the cost-of-living is lower then at the base), the
minus adjustments should be the same for staff with primary dependants
and those without and should be calculated on the basis of T5 per cent
of salary (A/3209, para. 141);

(iv) Allowances should be set, uniformly for all duty stations, at $200 per
annum net for a dependent spouse (increased to $400 in 1962) and $30C
per annum net for each dependent child, and provision should be made
for addltlonal dependency benefits through the system of post adjustments
(4/3209, para. 193).

Such was the origin of the difference in post adjustments between the two groups
of staff (those with and without primary dependants).
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ITI., ANALYSIS OF THE SYSTEM

A, From the standpoint of principles

10. As we have already seen, the system is: based@ on premisesc which refléct certain
compromises between the various principles enunciated by the 1956 Committee. While
the system was designed primarily as a means of compensating for living costs, it
none the less includes:

(a) a social component in the plus classes of post adjustment (1 and over)
which disappears when the duty station is at class O or is in one of the minus
classes: A, B, C or D (differences in the plus classes relate solely to staff
members with primary dependants and those without primary dependants ) ;

(b) a difference in cdncept between»net'base salaries fixed to take account
of outside taxation practice, and post adjustment fixed in a way that largely
disregards outside taxation practice.

11. We shall accordingly consider the system and its operation, first from the
standpoint of full compensation for the cost of living and thereafter in terms of
staff members who have primary dependants and those who do not. We shall then turn
to minus adiustments, dependency benefits and the four-month rule. The way the
system has worked in the context of successive revisions of base salaries will also
be exarined. .

B. From the standpoint of full compensation

12. TIn this part of the study, we shall accept as valid the statistical methods
used to compare living costs between the base city (Geneva; and other duty stations,
as well as the data used for the local assessment of cost-of-living variations.

For purposes of analysis, therefore, we shall take as our p01nt of departure the
indices as they have been established.

13. The Dr1nc1ple of full compensation, as enunciated by the 1956 Committee, is
designed to ensure that, regardless of the duty station, salaries have equal
‘purchasing power. In 1956 the question of wlether such ccmpensation should apply,
as is the case outside the United Nations family, to a system of gross salaries or
‘a system of net salaries did not arise. As we have seen, at that time only the
United Nations and ICAO had gross salary scales and a staff assessment plan.
Pensions were .calculated on net salaries and post adjustments were net amounts
which carried no pension entitlément. Since 1965, pensions have been calculated on
gross salaries, and while post adjustments are still net they do in part enter into
the calculation of pensions in the intervals between base salary revisions when

- classes of post adjustment are consolidated into base salaries. In view of this
development and the genéral adoption of gross salary scales coupled with staff
assessment, it follows that.the post adjustment system should, legically, now be
considered in terms of a system of gross rather than net salaries.
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14. TIn either system, full eompensatlon would, for each 5 per cent rise or fall in
the cost of living, require an increase or reductlon in salaries in the same
proportion. However, it should be borne in mind that ohe portion of salary, i.e.
the regulation pension contribution, is not affected by cost-of-living variavions.
15. The pension contribiution paid by the staff member is T per cemt of his gross
salary. This figure may increase for a time by 5 per cent or a mulbiple of

5 per cent between two base salary reviews as & result of the consolidation of one
or more classes of post adjustment when the weishted average o~ pos? adjustmnnts at
the main duty stetions f/ rises by 5 per cent. This additional contribution is
essentially transitory and disappesrs when a corresponding number of classes of
post adjustment are consolldated into base salaries. It can thus be ignored for
the purposes of this study. 5/ We shall therefore confine ourselves to the normel
7 per cent contribution. - However, this -contribution, which is a staff expenditure
despite the fact that it is withheld at the source, remains unaffected by cost-of-
living movements. The amount is the same for a staff member at a given grade and
step, whatever his duty station. Consequently, this portion of the salary must in
one way or another be excluded from the matter of compensatlon for rises or falls
in the cost of 11v1ng.

16. Tue cumputation of post aajustments on either gross salary or net salary allows
for two possible solutions (in both cases) as described in paragraphs 17 and 18.

17. Scolutions when post adjustment is calculated on gross salary:

(a) First solution: For each 5 per cent movement in the cost of living, the
adjustment would not be 5 per cent (cf. para. 1l4), but the following formula would
be used:

;Q%BE—I x 5 = L,65 per cent of the gross step salary.
This solution would not alter the rate of movement from one class of post
adjustment to a higher or lower one as compared with the present system.

(b) Second solution: A 5 per cent edjustment would be applied for each
5 per cent movement in the cost of living, but in calculating the index the
T per cent pension expenditure would be incorporated et its invariable index value
of 100, using the following formula: ‘

‘ / The list of the duty stations involved is compiled. after each salary

revieW, on the following basis: the headquarters cities of the organizations -
including the headquarters of the International Court of Justice, duty stations-
where there are at least 100 Prcfessional and higher posts regardless of the
organization concerned, and localltles with at least 40 such posts in a 51ngle
organization.

/ It represents only 0.35 per cent of gross salary for a § per cent inerease '
in contrlbutlons
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Former index: 1295

New index: Budget weighting: 93 x 125 = 11,625
Contribution weighting: T x 100 = T00

Total EIEJ 12,325 _ 123,25

w00

In this way. the post adjustment wouid be slightly higher compared with the
previous solution (5 per cent rather than 4.65, or 0.35 per cent more). On the
other hend, there would be a time-lag in class-to-class movement, as the following
teble shows: :
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New York

i

Geneva Peris
Inde xes Indexes Indexes
Year and month present : above present above present abhove
systen i method system¥ ‘ method system method
T |3
1_9_6_9_ !
January 1094 108.7 131.0 128.8 129.9 127.8
February “110.7 109.9 131.7 129.5 128.2
March 110 109.3 132.% | | 130.1 129.4
| April % } 110.1 109.3 133.1 130.8 |13o.3
May - Ll10.2 109.h4 133.8 131.h 130.6
June 110.3 109.5 134.6 132.2 133.7 131.3
July 110.5 109.7 135.L 132.9 13k.2 {g;grgi
August 110.7 109.9 136.2 133.7 134.6 132.1
Septemher 110.9 | | 110.1 _122.0%% | 120.4 135.7 133.2
October 111.2 110.k 122,k 120.8 136.3 133.7
November 111.6 116.7 122.8 121.2 136.8 13h.2
December 111.9 111.0 123.3 121.7 138.2 135.5
1970
January 112.2 111.3 124 .4 122.7 139.2 136.5
February 112.2 111.3 123.7 | 140.2 137.k
March 112.8 111.9 12h.7 141.3 138.4
April 112.9 112.0 | 125.0 142.3 "139.k
May 112.7 111.8 | 125.3 142.9 | '139.9
June 113.5 112.5 127.5 125.6 © 143.8 1%0.8
July 113.8 112.8 128.1 126.1 143 141.2
August 11k.4 113.3 128.7 C126.7 - 1k4.8 1b1.6
September 115.3 11k.2 129.3 127.2 '1&5.7 k2.5
October 116.0 114.8 129.6 127.5 | | 1k3.2.
November 116.8 115.6 129.9 127.8 143.6
| December . L117.8 |116 5 130.2 | 128.1 144.6

* Only quarterly indexes were avallable and the flgures for the 1nter¢en1ng

months have therefore been extrapolated.

¥¥% Chenge in US dollar rate from 4.94 to 5.55 French francs.

class 6 to class 5 (125).
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‘From this table, it cén be seen that:

-~ in the case cf Geneva, the change to class 2 (110) would have cccurred in
January 1970 instead of June 1969, i.e. six months later, while class 3 (115) would
not have been reached until two months later in 1971

-~ in the case of Paris, class 6 (130) would have been reached in July instead of
January 1969. The devaluation of the French franc in September 1969 meant that
Paris dropped to class 5 (125); the result would have been the same if this method
had been used. Class 5 would have been reached under the index in June 197G and by
this method two months later:

-~ in the cese of New York, the change to class 5 (130) in June 1969 would not have
come until two months later, in August 1969. In 1970, the change to class T (135)
would have occurred three months later, and to classes 8 (1L40) and 9 (145) four
months, later.

This method is entirely defensible technically, since it would offer the same

" guarantee of equal purchasing power of salaries, but it would have the dissivantage,
from the ..isual" standpoint, f not showing parallel results. The 7 per cent
"ecorstant' has an increasingly pronounced delaying effect on the final index figure
as the cost of living advances, something which would be rather difficult to explain
to the staff.

18. Solutions when post adiustment is calculated on net salary:

. (a) First solution: At 1 July 1971, the pension contribution of 7 per cent
of gross salary represented the following average percentages of net salary:

P-1 8.82 per cent
P=-2 " 9.06 per cent
P=3 9.30 per cent
P-k 9.5l per ceut
P-5 -~ 9,76 per cent
D=1 9.92 per cent
D-2  10.13 per cent

- i.e., 4n over-all average of 9050 per cent. For each 5 per cent movement in the
cost of living, the net post adjustment would be given by the following formala:

lOO - 9.5

750 = 4.53 per cent of the net step salary.

Such an adjustment wouid give net salaries a fixed parity of purchasing power, but
total net remuneration would be higher than if par: parlty was bhased on gross
(cf. para. 17) and not on net. Example:
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Net Gross

P-3, step I, class 5

Salary 11,283 14,690
Post adjustment *
(5 x 4.53 per cent) 2,555 (5 x L.65 per cent) 3,415 (optimal
13,838 18 ,105  compensation)
T NET 13,569

e i ot e
3

A gross salary of $18,120 (P-k, step I) means & net salary of $13,578. It would
not be acceptable if, as a result of net post adjustments, gross salary was higher
than the gross remuneration arrived at by making a L.65 per cent cost-of-living
adjustment in gross salaries. The figure of 4.53 per cent would therefore be too
high. It should be lowered, according to salary level, in order to avoid the plus
values (see anne.ed- tables Nos.2 %o 15) which would result if it was applied. In’
other words, a schedule of net post a&gustments should take the rates of staff
assessment into account. .

(b) Second solution: ‘Pension contributions, representing an average
expenditure of 9.50 per cent of net salary, would be included in the cost-of-living
index at an invariasble index value of 100, using the following formula:

Former index: 12%

New index: Budget wéigﬁting: 90.5 x 125 = 1lq313
Contribution weighting: 9.5 x 100 = 950
Total: . 100 12{383__ }22;§§

By this method, only the effect of staff assessment would need to be tasken into
account in determining the post adjustment rate. On the other hand, this method,
like the earlier one (para. 17 (b)), would lead to a lag in the changeover from
one class of post adjustment te another. This is illustrated by the following
examples:

=165«



Geneva Paris New York
Year end month preseingKEEOVe prese££§CAg:bove presentlnéexesabove
system method system¥* method | system ﬁ method
1969
January 109.4 | 108,5 131.0 128.0 129.9 127.0
February }110.7 109.6 4 131.7 128.6 { 130. k4 127.5
March 1101 | 1001 | 1324 f129.3 | {a31.7 128.6
April 110.1 | 109.1 133.1 129.9 132.6 129.5
May 110.2 | 109.2 133.8  [i1130.5 132.9 129.7
 June 110.3 109.3 134.6 131.3 133.7 130.4
July 110.5 109.5 135.4  §1132.0 134.2 130.9
August 110.7 109.6 136.2 4132.7 | 13Lk.6 131.3
September 110.9 109.8 122.0%* . 139.9 | n3s.T 132.3
bctdﬁer 111.2 | j110.1 122.h 120.2 ! 'i36.3 132.8
November | 1m1.6 |lao. 122.8 120.6 136.8 133.3
December 111.9 1[110.7 123.3 121.0 1138.2 134.5
1970
January 2.2 | {10 124} 122.0 139.2 35,4
February 112.2 | 111.0 125.5 123.0 k0.2 | h36.3
March 112.8 - | 111.5 126.6 124.0 1k1,3 137.3
~ April : 112.9 111.6 126.9 124.3 ,1h2.3 i 1138.3
May | mer | o1 127.2 - | 12k.6 | [142.9 1 138.8
June 13.5 | 112.2 | 127.5 124.8 143.8 | 139.6
July 113.8 | 112.h - 128.1 .Eles.h 1k4.3 40.0
Auvgiist 11k} 113.0 128.7 125.9 14k.8 140.5
September | 115.3 % 113.8 129.3 126.5 | 145.7 1413
October . | 1m6.0 11h.k 1é9.6 126.7 1h6.5 | '1h2.o
~ "November l 116.8 115.2 - 129.9 127.0 1h6.9 1 5;;;3:
December .117.8 | 116.1 130.2 | 127.3 148.0 143.4

* Onlquuarterly indexes were available and the figures for the intervening

 months have therefore been extrapolated.

. %% Change in the US dollar rate frcm 4.9% to 5.55 French franecs. Drop from

class 6 to class 5 (125).
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Using this method:
= Gensva would have advanced to ciass 2 (110) in February 1970 instead of June 1969;

- Paris, theoretically, would have reached class 6 (130) in September 1969 (when
devaluation occurred) instead of January, i.e. eight months later and the
devaluation of the French franc would have made it drop to class b (120) instead
of class 5 (125) in September 1969;

~ New York would not have advanced to class 6 (120) and then class T (135) until
four months later, to class 8 (140) until five months later, and it would not have
reached class 9 (145) by the end of December 1970 as actuallv happened.

From the "visual" standpoint, this method would have the same drawbacks as the one
described in paragraph 17 (b) 1nVQIV1ng the same approach.

C. ©Staff member with dependent spouse,

19. As indicated in maragraph 9 (i}, the post adjustment system is intended to
provide "full compensation" for.staff members with primary dependants. However,

as indicated in paragraphs 1b and 15, the compensation should only involve that
portion of salary whicl is affected by cost-of-living variations. The present
system incorporates a degree of regression. from P-1 to D-2, and it does so to take
account of staff assessment and thereby to maintain a certain relationship between
total remuneration (base salary + post adjustment) and cutside taxation practice.
Against this background, we have examined the level of total remuneration {gross)
for each plus adjustment class, considering that the principle of full compensation
is best assured when for each 5. per. cent rise in the cost of living the gross

base salary is increased by L4.65 per cont (0.35 per cent belng the 1nvar1ab1e
figure for pension contributions).

20. Table 1 in the annex gives, in index form, the total gross femuneration
corresponding to net base salary plus net post adjustment at 1 July 1971 after
appllcatlon of staff assessment. The table shows

(i), that in all classes of post adjustment, at all grades and steps, the
the gross remunaration based on net is hizher +than it wculd be if the .
pcet adjustment was calculated on gross salary, viz.:

- up to 1 per cent in classes 1 and 2
- up o 2 per cent " ! 3t05
- up to 2.5 per cent in class 6

- up to 3.1 percent " " T

- up to 3.6 per cent " " 8

- up to 4.1 per cent " "9
- up to k.5 per cent " "o 10
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(ii) that in terms of the existing staff assessment rates, the post adjustments
as currently calculsted on & net basis are too high.

21. Tables 2 to 15 show net post adjustment for each of the grades from P-1 to
D=2, at the bottom and top steps, for each elass of post adjustment. From these
tables it follows that:

(i) Since 1966, when new staff assessment rates were introduced (this factor
has remsined constent since that time), the post adjustment rate for
each grade and step has remained materially the same, while base salaries
(variable: 3 revisions) have increased over the pericd. The relation
between saleries and staff assessment has thus changed, and thls should
have been reflected in the post adjustment rate;

(ii) full compensation, taken as 4,65 per cent of gross salary, would have
given, after shtaff assessment, lower net" post adjustments than these
that have been and are now applied. With respect to the schedule of
post adjustments that became effective on 1 July lQTL, the differences
by class are shown in table 16; -

(iii) the difference is fairly significant for all grades, especially starting
from the fourth or fifth class of post adjustment;

(iv) the solution offering a fully balanced result would be to calculate pdst
adjustment on the basis of gross salary.

D. Staff member with no dependent spnuse

22. The first thing to bear in mind is that on each revision the net salary h/
is set by comparison with the outside net salary of a person at the same level
with a dependent spouse. Thus, as a consequence of taxation, the net United
Nations salary includes a social or dependency element eguivalent to the outside
tax benefit enjoyed by a person with a dependent spouse but nct by a person without
a dependent‘spouse. Bince the gross or net base salary for both these groups of
staff is the same, the staff member with no dependent spouse enjoys a kind of
"invisible dependency allowance™. - That was clearly the reason prompting the 1956
Coomittee to grant only partial compensation to staff members with no dependent
spouse in the system of plus post adjustments.

23, This situation calls for the following ohservations:

(iy In all duty stations at class O (no post adjustment) a staff member with
no primary dependants receives the same rross or net salary as a staff
member with primary dependants. i/ The social benefit included in this
salary represents, on average,'h per cent of the gross salary. j/ While

b/ Excluding the added "margin".

i/ Exeluding the dependency beneflt 1tself which is uniform for all duty
stations. .

3/ leferences in averape national tax rates for persons with and without
a dependent spouse (cf. A/AC.150/12, para. 16).
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this is reasonable for staff members with primary dependants, it is
hardly justifiable for those who have none. This social or dependency
element represents in dollars:

P-1, step I voes. 360 P-4, step T veesee. 723 D-1, step T seeee.s 1,040
step X oeee. hOL step XIT .oe.. 971 step VIT .euee 1,702
P—2, Step I’...on )"'73 P"S, StepI saveenn 908 D"g, Step I so8veesn 132,'!'8
step X cvees 633 step ¥ evoe. 1,142 step IV sencas 1,349

P-3, ster I viaen 588
step XTIY .. 018

(ii) In duty stations with minus post adjustments, the same deduction ic
applied to both these groups of starf members and their salary is
therefore the same; k/ '

{(iii) In duty stations with plus post adjustments, the adjustment for a staff
member with no primary dependants is two-thirds that of s ‘staff member
with primary dependants. This is in accord with the principle puat
forward by the 1956 Committee (cf. para. 9 (ii)). However, it way well
be that there is an error of logic or at least an =lement of confusion
between the principle of uniform purchasing power of silary, which
requires that there should be full compensation, and the soeial P”lr”lﬁle
whick on the outside is expressed *hrough a tax differential and not
through cost-of-living allowances. '

o, If the matter is considered from the standpoint of uniform purcha51np power,
then, other things being equal, there is wo reason why full compensatlon should -
not be granted to the staff member without primary dependants, since the post o
adjustment system was introduced precisely to ensure such unifermity whatever the
duty station. By the same token, however, the staff member with neo primary
dependants should be subject to s higher staff assessment to avoid his benefiting
unduly from the "social element” included in salary. This would dispel the false
impression which is wide-spread among the staff that the difference between post
adjustments for those with and without primary dependants constitutes a dependency
allowance. :

k/  Excluding the dependency benefit itself, which is uniform for ali duty
stations.
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25. Seen from the standpoint of full cost-of-living compensation, as we did in
the case of the staff member with primery dependants {cf. para. 19), and applying
a staff assessment rate that is 4 per cent higher, an examination of the present.
system shows plus and minus values in purchasing power as illustrated in tables 17
to 20 in the annex. In other words, compared with the results of full
compensation (at 4.65 per cent for each upward step in cost of living), based on
gross selary after applying sitaff assessment (at rates 4 per cent hlgher) the
post adjustment of staff meﬁbers with no primary dependants yield in the following
cases:

(a) over-compensation (b) under-compensation

$ Classes $ Classes

P-1, step I 19-279 1-5 42-285 6 - 10

step X 19-399 1-5 76-351 6 - 10

P-2, step I 15-469 1-6 30-324 7 - 10

step XIII 60-6T3 1-6 36-326 7-10

P-5, step I 22-738 1-7 96-268 8 ~ 10

step X 14-884 1-5 178-852 - 6 - 10

D-2, step I 68-1,048 1-8 20-107 9 - 10
' step IV 105-1,168 1-9 2 10

- 26. . Where one or more classes of post adjustments are consolidated into base
salary at the rates for staff members with primary dependants, 1/ those who have
no primery dependants benefit from a salary increment which those with primary
dependants do not receive, as illustrated in the following table:

1/ This was the case in 1966, 1969 and 1971.
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Net remuneration of staff member
with no primery dependants
Grade and After consolidation
step Current of two classes Difference
Consolidation of two classes with change of
post classification from class 2 to class O
P-1, step I T,257.50 Tbase# 7,257.50 ‘base#*
432.00 (el. 2) 640.00 Consolidation
' 2 cl., married
7,689.50 7,905.50 = class O %% + 216
P-3, step I | 11,283.00 base 11,283.00 ©base
66k.00  (el. 2) 996.00 Consolidation
2 cl., married
ll,9h7.00 12,279.00 = class O + 332
P-5, step I 16,555.00 Ybase 16,555.00 base
ok8.00 (el. 2) 1,422.00 Consolidation
, 2 cl,, married
17,503.00 17,977.00 = elass O + b7k
D-2, step I 21,720.00 base 21,720.00 base
1,160.00 (ec1. 2) 1,740.00 Consolidation
2 cl., married
22,880.00 23,460.00 = class O + 580

* Base salary at 1 July 19T1.

*% New base salary vhich would correspond to current salary plus class 2
post adjustment for a staff -member with a dependent spouse; but this will also be
the base salary for a staff member without a dependent spouse.
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27. 'The case of the staff mermber with no primary dependants reises yet another
problem. There are situations where, following & significant devaluation of the
locel currenecy in relation to the dollar, the duty statio. drops back one, or more
classes (devalustion involves a locel reduction in the cost-of-living 1ndex for
salaries expressed in dollars). The case of Paris illustrates the point. In
September 1969, the doller rose from 4.94k to 5.55 French francs with the result
that Paris fell from class 6 to class 5. At P-5, step X, a staff member with
dependants lost $729 in salary while his colleague without dependants lost only
$436. The latter's take-home pay in French francs was actually higher than it had
been before devaluation, which was not so of his colleague with dependants. Thus
in such a situation the system cannot be reversed without producing snomalies.
The staf? member with no depsndsnts is given an undue advantage.

28. 1In conclusion, the existing arrangements for staff members with no primary
dependants are far from logical, because:

(i) the gross or net base salary includes an "invisible dependency allowance"
vhich the staff member would lose if he was subject to a different scale of
gtaff agsessment than that applied to staff members with primery dependants;

(11) the post adlustment of two thirds of the amount granted to a staff member
with dependants gives ‘the 1mpre351on that the remalnlng third represents a
dependency allowance whereas it is actually part of "cost-of-living
compensetion" and ensures, in the same way as the other two thirds, the equal
purchasing power of salary;

(iii)in class O snd the minus.post adjustment classes (A, B, and C), these two

groups of staff members are placed on exactly the same footing, regardless of
their dependency status.
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B, Minus adjustments

29. Our intention is not to pass judgement on the validity of the gross or net
base selary, but rether to see vwhether the deductions made from it under the post
adjustment system conform to the principle of uniform purchasing power. The 1956
Coumittee suggested (cf. para. 9 (iii)) that minus adiustments should be applied
to T5 per cent of salary, for the reason that it is harder for a staff member to
adjust his expenditure in circumstences of a reduced salary. In fact, for each

5 per cent by which the cost of living falls below 1Q0, the deduction applied at
present corresponds to the level of plus post adJustment for & staff momber with no
primary dependsnts; i.e. two-thirds of the plus post adjustment for a staff member
with dependants. ‘

30. Table 21 in the annex, which refers to the situation of a staff member with
primery dependants, shows:

(a) the deductions which should te applied, cumulatively, for classes A, B
and C if they were celculated on 75 per cent of net salary (at an average rate of
4.53 per cent to teke account of the inverisble proportion of pension contributions
(cf. para. 18 (a));

(b) deductions applied to 75 per cemt of gross salary (at a rate of
4.65 per cent to take account of the invariable proportion of pension contributions
and after application of staff assessment); ‘

(¢) the present deductions;

(@) deductions spplied to 100 per cent of gross salary (at a rate of
4.65 per cent) reduced to two-thirds (cf. table 22 in the aunex).

31. These tables indicate that:

- solutions (&) end (b) ebove would bring the deductions to levels thet are
rather higher than the present ones;

~ the third solution ((d) above, cf. table 22) produces levels that are
slightly lower than the present deductions; it would, however, have the advantage
over the other solutions of teking greater account of the incidence of staff
assessment. ‘

32, Should the General Assembly not wish to abolish the minus adjustment system
(various srguments can be adduced in its favour), the third solution (d) would
represent a reasoneble compromise, although it differs somewhat from the solution
recommended by the 1956 Committee.

33. There remasins the question of the staff member without primary dependants who,
in minus classes and in class O, benefits unduly from the "invisible dependency
allowance" included in the grcss and net salaries. The only solution here is to
adopt different scales of staff assesgment for staff members with and without
primary dependants respectively, and to apply deductions to gross and not to net:
salaries. ‘
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. Dependency benefits

34. As already indicated in paragraph 23 (i), base salaries in the United Nations
contain a "social or dependency component", since non-Upited Nations civil
servents whose salaries are used asabasis for comparison enjoy a relevant tax
benefit. This component has been calculated, for the purposes of this study, on
the assumption that the staff member without primary dependants would pay, outside
the United Nations, a rate of tax on his gross salary some 4 per cent higher than
the rate he would pay if he had primary dependants. m/ Table 23 in the annex
indicates the size of the component for each post classification, with post
adjustment calculated on gross salary at 4.65 per cent for each five-point movement
in the cost of living. The size of the component would be slightly higher, by an
amount ranging from 0.1 to 4.5 per cent according to the grade and the class, if
calculated or the basis of total gross remuneration at the levels of net salary
and post adjustments applicable from 1 July 1971 as set out in table 1. The "
problem here, however, relates to staff assessment and not to dependency benefits
as set forth in the staff rules. Nevertheless, we feel that it might be useful

to draw the Special Committee's attention to this aspect of the base salary system
of the United Nations.

35. Under Stéff Regulation 3.4, dependency benefits comprise:

(a) the allowance for a dependent wife or a dependent husband: $400 net
per_annum;

(b) +vhe allowance for each dependent child: $300 per annum;

(c) the allowance for either a dependent parent, a dependent brother or a
deppndent sister, where there is no dependent spouse: $200 per annum.

The allowances do not vary with the cost of living at the staff member's duty
station. This arrangement was originally justifiable in view of the relatively
narrow gap between place-to-place living.costs. It is no longer the case today,
when there is a range from minus 15 per cent to plus 4O per cent in relation to
the base.

36. Not being linked with the cost of living, the allowances do not represent
equal purchasing power in different duty stations. The variations are substantial,
as shown below.

m/ Derived from document A/AC.150/12 of 11 June 1971, para. 16.
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Class of Spouse and

post adjustment secondary dependant Child
% $ \

(a) (b)
C 118 L71 235 353
B 111 Lk 222 333
A 105 k21 210 316
0 100 koo 200 300
1 95 381 190 286
2 91 36L 182 : 273
3 87 348 17k 261
L 83 333 166 250
5 80 320 160 2ko
6 T7 308 154 231
T Th 296 148 222
8 T1 286 143 21h
9 69 276 138 207
10 67 267 133 - 200

Thus, these allowances undergo a loss of purchasing power in proportion to the
change in cost of living between eclasses 1 and 10; conversely, they have greater
purchasing power in relation to the base at duty stations with minus post
adjustments: A, B and C. ‘

37. An analysis of the figures as from 1 January 1962, when the allowance for a
dependent spouse was raised from $200 to $400, indicates that its purchasing power
has very noticeably diminished in each class of post adjustment, becauae it is not
linked with the cost of living, as shown below: «
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Class of
post adjustment

Actual

purchasing power
at &ach class

Loss of
purchasing power
3t each <class

Allowance required
after adaptation

to the cost of living
in January 1969

C
B
A

0O as at
January 1962

0 as at
1 January 1969%

1

W 0O <N v U1 & W

[
o

%

90
85
80

100

76

T2

69
66
63
61
58
56
5k
52
51

$
358
338
320

400

30k
290
276
264
253
2k3
234
225
217
210
203

$
48

Th
100

127
153
179
206
232
259

" 285
311
338
364
390

!

$
LL8

LTk
500

527
553
579
606
632
659
685
T1l
738
T6h
790

* The Geneva special index rose from 108.2 to 135.8 between 1 January 1962

and 31 December 1968,

Since the index 108.2 wes reduced to 105 by deecision

of TCSAB, the corrected index as at 31 December 1968 is 131.7, indicating
an inecrease of 31.7 per cent during the base period.

To provide this allowance with the same purchasing power as in 1962, at all duty
stations, it would be necessary:

(a) to adapt it to the Geneva cost-of-living level on the base date for
salaries effective 1 July 1971, i.e. January 1969 = 100;

(v) to introduce a different cllowance for each class of post adjustment
(a differential of 5 per cent for each 5 per cent increase or decrease in the

.cost of living);

(¢) to do the same for the half-rate allowance (para. 35 (c)).
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38. With regard to the children's allowance of $300, which has remained uncheanged
since 1 January 1957, n/ its purchasing power has substantially diminished as a
result of the cost-of-living increase that has occurred since then, as can be

seen below:

Allowance required
Actual Loss of after adaptation
Class purchasing power purchasing power to the cost of living
post adjustment at each class at each class in Jenuary 1969
7 $ $ $
c 82 246 65 365
B 78 233 871 387
A 73 220 108 ko8
0 as at .

1 January 1956 100 300 - -
0 as at ;
1 January 1969 70 209 130 430
1 66 199 151 k51
2 62 190 173 473
3 60 182 194 Lok
L 58 1iTh 216 516
p) 56 167 237 » 537
6 54 161 255 559
T 52 155 280 580
8 50 150 302 602
9 48 1k 323 623
10 46 1ko 345 : 6L5

As in the case of the other allowances (psra. 37), the 1956 purchasing power of
the children's allowance would be maintained if the amount of the allowance were
linked with the cost of living on which present salaries are based. Furthermore,
in order that its purchasing power should remain the same whatever the duty -
station, a different allowance would have to be introduced for each class of post
adjustment (a differential of 5 per cent for each 5 per centlncrease or decrease
in the cost of living).

n/ The comparlson refers to 1 January 1956 the base date of the system
established by the 2956 Committee, the $300 allowance having been paid at New
York since 1955. - The cost of living at Geneva rose during this period by
43.3 per cent, according to Swiss statistics covering the period 1 January 1956
toc 30 April 1960 plus the Geneva special index for the period April 1960 to
December 1968.
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G. The four-month rule

39. The Exnert Committee on Post Adjustments (ECPA) (see document ECPA/S.L/11 of
17 April 1962) recommended a change in the then existing rule whereby movement
from one class of post adjustment to a higher or lower class took place when the
cost-of-living index averaged over nine months varied by 5 per cent from the

base index of 100. ECPA suggested in place of that rule a "four-month rule" under
which a change in the class 5f post adjustment would be made when the cost-of-
living index rose or fell 5 per cent in relation to the base 100 and stayed at
that level for four successive months. The new rule was implemented on'

1 January 1964.

The Special Committee has expressed an interest in knowing whether the
four-month rule might not have created a further advantage for the staff (in
addition to the advantage which some think arises from the automaticity of the
post adjustment system) and whether it would not be advisable to reintroduce the
former nine-month average rule.

In order to judge the effect of each rule, a comparison would have to made of
the results of their application. We have used in the analysis the following
indexes:

(a) The Geneva special index from April 1960 to December 1965, disregarding
any changes in base salaries during that period so as to avoid a discontinuous
series of index figures (see table 24 in the annex);

(b) .The Ceneva post adjustment index from December 1965 to December 1969,
including the revision of base salaries effertive 1 January 1969 (see table 25 in
the annex);

(c) The New York post adjustment index from March 1966 to December 1970,
including the revision of base salaries effective 1 January 1969 (see table 26 in
the annex);

(d) The Paris post adjustment index from' March 1966 to December 1970,
including the revision of base salaries effective 1 January 1969 (see table 27 in
the annex).

0. It emerges from these tables that, compared with the nine-month rule, the
. four-month rule usually'has the effect of advancing by one month the date on
which a change in post adjustment takes place.. On a few occasions the date is
advanced by two months, and occasionally the dates coincide.

41, The slight advantage conferred on staff members by the four-month rule, es
compared with the former arrangement, is justified not only ty the administrative
and practical advantages which led ECPA to suggest the change, but also by the

~ existing time lag in cost-of-living compensation. Tables 24 to 27 show that, in
all cases the post reclassifications occur when the cost-of-living index stands

" above ‘the change-point (105, 110, 115, 120, etc.). Hence, in corditions of a
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steady increase in the cost of living, the four--month rule leaves a fairly
substantial margin that is uncompensated. This margin can be shown as a percentage
(index points) for the years 1966 to 19T0:

Five~year
1966 1967 1968 1969 +1970 average ¥
% % % % B/
Geneva 1.30 3.98 2.68 2.73 k.20 2.98
New York 2.80 3.4 k.98 3.92 5,91 k.20
Paris '3.63 3.81 k.06 1.56 3.39 3.29

* This figure represents an annusl average calculated for the five-year
period.

42. In the light of the foregoing. it may be concluded that the four-month rule
is an extremely "cautious" measure - perhaps too cautious - despite the fact

that it has led to two consecutive upward reclassifications in New York during

the same year, as occurred in both 1969 and 1970. The reason has to do not with
the four-mcnth rule, but rather with the effects of inflation and in part with the
post adjustment system itself. The fact is that, as a duty station ris&s in the
scale of post adjustment classes, the gap between classes (five points over the
base 100) represents an increasingly small percentage of ‘the rise in the cost of
living in relation to the level reached in the previous class, and conversely in
the minus classes, as can be séen from the following table:

Cost of living &as a % i Cost of living as a 7%

Class of the preceding class Class of the preceding class
C 5.55 L - h.35
B 5.26 5 L.17
A 5.0C 6 k.00
7 3.85
0 0 8 3.70
5.00 9 3.57
476 i 10 3.45

.55 |

Under the present system, it is sufficient for the cost of living in New York to
rise a little more than 3.5 per cent for that city to pass from class 8 to

class 9. In other words, the higher the class, the faster the rate of
reclassification.
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43. This situation could be remedied by estabiishing a scale with uniform steps

of 5 per cent in relation not to the base 100 but to the preceding class.

would thus have the following progression:

We

'?

Change as a
percentage of

Change between
classes as a
percentage of

Post- ad justment
change-points

Class previous class the base new present
(1) (2) (3) () (5)
C 5 L.50 85.75 85
B 5 k.75 90.25 90
A 5 5.00 95.00 95
0 5 0 100.00 100

1 5 5.00 105.00 105
2 5 5.25 110.25 110
3 5 5.50 115.75 115
o 5 5.80 121.55 120
5 5 6.10 127.65 125
6 5 6.40 13k.00 130
7 5 6.70 1%0.70 135
8 5 7.05 147.75 10
9 5 T.40 155.15 145
10. 5 7.75 162.90 150
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Lh. As is clear from columns (4) and {5), such a scale would slow down the rate
of movement from one class to another, particularly in the higher classes.
Reclassification would occur only when the cost of living had actually risen by

5 per cent since the previous adjustment, as occurs at present when the post
adjustment changes from class O to ¢lass 1. However, the amounts of post
adjustments would not, of course, be uniform from one class to the next:; like the
indexes, they would be slightly progressive in order to ensure purchasing power
parity of salaries. Such a method would entail the replacement of the present
schedule of monetary adjustments by a schedule of percentage rates of adjustment
for each class. Beginning with an initial rate of adjustment of 4.65 per cent of
gross salary for a 5 per cent cost~of-living increase over the base, we would have
the follrwing schedule:

‘Progression of
Adjustment as adjustments as a
g percentage of percentage of gross
Class gross base salary base salary

c 13.25 / 8.85% 0.70%*

B 9.05 / 6.05% 0,25%%

A L.65 / 3.10% 0

0 —— -

1 4.65 0

2 9.55 0.25

3 1L.65 0.70

b 20.05 1.h5

5 25.70 2.45

6 31.65 3.75

T 37.85 5.30

8 Lk ko 'f.zo

9 51.30 9.U45

10 58.50 12.00 o

* "Tyo-thirds" assumptiorn.

** Degression.

For example, under this _ethod, class 6 would be justified when the index reached
134, instead of 130 under the present rule. On the other hand, the post
adjustment would be 3.75 per cent higher in amount relative to the gross base
salary.
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45. Such a schedule would offer the further advantage of eliminating th~
difficulties that arise upon consolidation into base salary of one or more classes
of post adjustment, as is the case at present when the consolidation is not
accompenied by a salsry increase in real terms .(ef. CCAQ/SEC/9% (PER) of

16 December 1969). The following are examples of the consolidation of three classes
under the present system:

Before consolidation After consolidation
Index Class New index® New class
a 116.0 3 100.8 0
b 121.0 Y 105.2 1
e 136.8 7 118.9 3
d 8 12k.1 Y

1k2.8

* For the consolidation of three classes, the new indexes are at present
determined by the formula: former index x 100
: 115 (= class.3)

Examples ¢ and 4 show a reduction of four classes rather than three. On the other
hand, the method described in paragraph 43 would allow strictly varallel results in
the case of consolidation, as is seen from the following examples:

Before consolidation . . After consolidation
a 116.0 3 100.2% 0
b 121.0 3 10k.5 0
¢ 136.8 - 6 118.2 3
a k2.8 T ©123.3 4

¥ For the incorporation of three classes’, the new indexes would be
determined by the following formula: former index x 100
: 115.75 (= class 3 index according to the
table in para. U43).

This method yields a uniform reduction of three classes corresponding to the three
.classes consolidated into base salary. It would also avoid a bresk in continuity
~in the application of the four-month rule when one or more classes of post
"adjustment are consolidated in the course of the four-menth period.

46. 'Although the system described above would eliminate the difficulties referred
to, it would be excessively complicated to admipister. It could be replaced by a
;51mpler system of adjustments based on gross salaries, entailing a progressive

~differential in the indexes determining the classes, and adcption of the method ¢f
calculating the index presented in paragraph 17 (b), as follows:
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Change between classes

Change as a percentage as a percentage Change- AdJustment

Class of previous class of' the base points rates

C 5.55 5 85 =10

B 5.26 5 90 - 6.6

A 5.00 5 95 - 3.3

0 5.00 0 100 0

1 5.00 5 105 >

2 L.76 5 110 10

3 5.45 6 116 16

L 5.17 6 i22 22

5 h.92 6 128 28

6 L.€8 6 13k 3k

7 5.22 T k1 b1

8 k.96 T 148 48

9 4.73 T 155 55
10 5.16 8 163 63

47. This method:

(a) would eliminate the phenomenon of an accelerating rate of reclassification
with movement up the scale of classes;

(b) would make it possible, in the case of the consolidation of one or more
clagses into the base salary, to reduce uniformly all duty stations by the same
number of classes;

(¢) would warrant, on the other hand, a change of the four-month waiting
period to three months, since it appears that three months would provide an
adequate safeguard in respect of momentary or seaconal fluctuations in the cost
of living. Tables 25 to 27 in the annex show, over a period of five years, that
the index very rarely remains at the same level for more than two consecutive
months, and any limited decrease occurs only in the course of a month. Since we
are expressing here an opinion different from that of the ECPA (ECPA/S.12/9 of
22 April 1970, paras. 4T to 53), we wonder whethér this questicn should not be
submitted to that {ymmittee for re-examination.

48. Another problem has engaged our attentioan. In ECPA's view (ECPA/S.12/9,

para. U6), on the occasion of the consolidation of post adjustment into the base
galary, an office which has already entered a four-month waiting period wouid apply
the four-month rule on the basis of the index series valid before incorporation.
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We do not share this view, although we acknowledge that it may have been arrived
at on the basis of a particular situation, which perhaps led the Committee to the
wrong conclusign. We are of the opinion that ECPA should re-examine the questicsw,
taking into account all the possible implications of this rule. In fact, the
following examples indicate the sort of pay anomalies to which the application of
this rule can give rise:

(1) The case of Paris as at 1 January 1949, when the index series was as follows:

1968 September 135.3
October 135.8
November 136.8
December 136.8
Before the consolidation of one class, the index justified advancement to class T

with effect from 1 January 1969. Consolidation ther toolk place, with the result

that the December index was changed to 130.3 by the usual formula 136.8 % 100
105 *

The new series, revised retroactively, would have been as follows:
1968 September 128.8
October 129.3
- November 129.8
December 130.3
On this basis, Paris would have had to wait until 1 April to move to class 6,
whereas on the basis of the former series (which was no longer valid since it
referred to a different salary situation), it could have done so from 1 January.

What would the impact of this rule have been in the =lent of the consolidation of
two or three classes? The néw December index would have been:

(2) consolidatipn of two classes: 124.3
(b) consolidation of three classes: 118.9.

The rule would have suthorized Paris, in case (a) to move to class 5, and in
cgse (b) to class U, with effect from 1 January 1969.

(2) New York on 1 January 1969 was in a very similar situation:

New series

1968 September 13L.k

Octdber . 135.0

November 135.5

December 135.8 - 129.3
1969 January (136.3) 129.9
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On the basis of the original series, New York could have moved to class 6 as of
1 Februery 1969, whereas under the four-month rule based on the series velid as
from 1 January 1969, it conld not do so until 1 June. Had two or three classes
been consolidated, the ne. cndexes would have been as follows:

(a) two classes: December 1968 123.k

January 1969 123.9

(b)three clagses: December 1968 118.0
January 1969 118.6

The application of the rule would have allowed New York to move, in case (a) to
class 5, and in case {b) tc class k4.

49. Tt would appear that the only valid method in situations of this kind is the
establishment of a series of revised indexes for the four months preceding
consolidation on the basis of the formula

x . 100 or x . 100 or *_ 100
105 110 115

depending on whether one, two or three classes are consolidated. The revised
series would be the sole determining factor for the application of the four-month
rule, as it is in the case of revaluation or devaluation (see below, under V). In
~this connexion, it must not be forgotten that the consolidation of post adjustment
into base salary does not in any wey reduce emoluments; on the contrary, it
enhances them in that subsequent post adjustments are at least 4 per cent higher
in amount than the earlier ones for the consolidated classes. Thus the adjustments
are at least 4 per cent, 8 per cent or 12 per cent higher then the former ones,
depending on whether one, two or three classes are consolidated.

H. Conclusions of the analysis

50. Whether a gross or a net salary system iy used, an orgenization which functions
on all five continents and employs an internationally recruited specialist staff
will always have the problem of finding weys to ensure that salaries have the seme
purchasing power in the various areas of assignment. The only way of ensuring
parity of purchasing power is through a system of adjustments, which, in the view
of the author of this study, must meet the following requirements:

(1) It must be tied to a base city and a base date;

(2) Comparastive (place~to-place) surveys must be carried out at fairly
frequent intervals - every five years, for example - t0 measure. the actual
divergence, for an international staff which is largely expatriaste, between the
- cost of living at the base city, on the base date, and the cost of 1iv1ng at 8
duty station. Once the relationship has been establlshed cost-of=liviag
movements at the duty station ‘may be observed locally (t1me-to~t1me surveys) untll
the next comparative survey is made;
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(3) On this basis, determinations must be made of the salary corrections
needed to rectify any divergences in purchasing power of salaries at the duty
stations, teking into asccount the necessary link between outside net remuneration
and net emoluments in the United Nations (salary, post adjustment and staff
assessment);

(4) The system should be reversible in that it should ensure parity of
purchasing power whether the cost of living rises or fells}

(5) It should be possible periodically to consolidate one or more classes of
post. adjustment into the base salary without disrupting the system;

(6) The system should not include provisions of a social nature, since the
Organization's social policy can be reflected in the staff assessment plen and in
the dependency benefits (provided that the latter are also adjusted to the cost
of living at the duty station so that they have uniform purchesing power).

51. The United Nations net post adjustment system meets the requirements set forth
under (1) and (2) sbove. It satisfies the requirements in (3) to only a very small
extent and does not meet the requirements in (4), (5) and (6) for the following
reasons:

(a) Staff assessment is not brought adequately into the scheme;

(b) Unchanging rates are used to calculate post adjustment despite the fact
that sucecessive base salary increases have sltered the original relationship
between base salaries and staff assessment;

(e¢) Insufficient gradation exists in the scale of staff assessments: there is
too steep & climb between one income bracket and rate of assessment and the next;

(d) There is no separate assessment schedule for staff without primary
dependants (cf. paras. 22-28);

(e) The system uses constant 5 per cent variations for adjustuent classes on
-8 hase~100 1nstead of 5 per cent variations between classes.

52. Over the years., a certain amount of distortion has been introduced into the

post adjustments, if not the system itself, owing to the fact that salaries have

~ steadily risen, through both real increases and the consolidation of post adjustment
- classes (due to the continusl rise in the cost of living), whereas the post
adjustment rates continue unchanged even while salaries have moved into higher

staff assessment brackets. This has led to certain excesses which, contrary to what
the Tacts showed prior.to 1962, would justify today the relntroductﬁon of horizontal
regression and a greater degree of vertical regression (cf. teble 28) in the post

ad justment schedule if it continues to be established on & net basis.

53, The analysis has also shown:

(a) that a system of net adjustments operating in conjunction with a gross
salary and staff assessment system will always be imperfect;

-166-



(b) that a staff member with primary dependants is "over-compensated" by 1 to
4.5 per cent, depending upon the class of post adjustment;

(¢) that a staff member with no primary dependents is over-compensated -
sometimes considerably so - in classes 1 to 6, while he generally suffers a loss in
the higher classes;

(d) that a separate staff assessment plan for staff members without dependent
spouse can be introduced only in conjunction with a gross salary and post
adJustment system;

(e) that the four-month rule is too cautious and restrictive and that its
application on the basis of the old (pre-consolidation) index when classes of post
adjustment are consolidated is not very appropriate;

(£f) that the dependency benefits have lost much of their purchasing power
since the time ,they were estsblished and that the present post adjustment system
does not ensure their uniform purchasing power at all duty stations, for the
reason that they are not integrated into the systen.

IV. THE CHQICE OF BASE FOR THE SYSTEM

54, In considering whether a post adjustment system should have a single base
or can have more than one base, it is necessary to examine several possibilities:

55. First possibility: The United Nations family continues to follow a common
salary system applicable everywhere.

In this case there must be a single base for the determination of post adjustments.
The base city has only one function in this regard, that of permitting for the
purposes of place-to-place cost-of-living surveys the setting of a basket of goods
and services whose prices and composition reflect the living cnsts, at the bace
place and time, for the relevant group of international civil srvants possessing s
given income. It does not matter whether the city is placed in class O or in any
other class. The income in question is that received on the base date, and it may
very well consist of base salary plus post adjustment. For example, taking Geneva
as the base and assuming that place-to-place surveys were carried out in

October 1970, when Geneva was in class 2 with a post adjustment index of 111.3,

the relstionship at that tlme between Geneva, Paris and New York would have been
as follows: \ 3

Geneva 100 Paris - 116.4 (more expensive than Geneva)

Geneva 100 New York 131.6 (moré expensive than Geneva)

Geneva 100 Rome 95.1 (less expensive than Cerieva) AN
: (estimeted) -

These figures show the cost-of—11v1ng differential with the base Geneva,

October 1970 = 100. However, this base 100 corresponds to a cost of living of lll 3
relative to the cost of 11v1ng of . 100 to which class O base salaries were tied on

1 Jenuary 1969. Therefore, the indexes for these cities must be rebased to determine
the actual relationship with the base salary, as follows:
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Geneve index October 1970 x Paris index in relation to
Geneva, October 1970

100
or 111.3 120 116.4  _ 129.5
Thus: When Geneva = 1i1.3 class 2
Paris was 129.5 "5
New York was 146 .k "9
Rome would have been 105.8 "ol

For the purposes of place-~to-place cost-of-living surveys, the base city from which
data for comparison are derived does not necessarily have to be at class O.
Theoretically, a city other than Geneva could be used. However, the author of this
study still believes - as he did in 1956 - that Geneva is the proper choice for

the following reasons: it is the headquarters of the European office of the United
Nations and a number of specialized agencies; a large number of staff members live
in Geneva 9/ (a very important consideration in basic statistical surveys); the
pattern of living conditions of the international staff is readily discernible in
Geneve; the Geneve market offers a full range of goods; a suitable statistical
service is available through the ILO; and the Swiss franc offers some guarantee of
stability. E/ It is unlikely that any other city is as well-suited to serve as a
base for comparing the living costs and standards of international civil servants.

56. Second possibility: The organizations in the United Nations family adopt a
common system and schedule of salaries and allowances for
nonzexpatriate staff in ccmbination with an expatriation
allowance for expatriate staff members.

A system of adjustments could operate in roughly the same way here as under the
first possibility (para. 55). Again, the purpose would be to ensure uniform
purchasing power of salaries in all duty stations. At the same time, the
expatriation allowance could be fixed for each duty station: on the ba51s of criteria
other than cost of living (although the cost of living would clearly have to enter
into it to some'extent); such as: degree of difficulty of recruitment or transfer,
any problems relating to climate or other local living conditions (although these
may not be the same for every expatriate staff member, depending on his place of
origin), distance frem country of origin, cultural facilities, safety, ete.

2/ Geneva, 2,390; Paris, 805; Vienna, 738; Rome, 1,325; New York, 2,162.
p/ A devaluation in 1936 and a revaluation in 1971.
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57. Third possibility: Each organization adopts its own salary scale.

This would do away with the common system and introduce a host of administrative
and co-ordination problems not only for the organizations but also for member
States. A diversified system of this kind would still necessitate the establishment
of a common "field" pay scale for staff posted to offices other than the
headquarters of the organization to which they belong. It would be unthinkable for
staff members or experts of equal rank posted to the same duty station from
different crganizations not to receive the same emoluments. As in the case of the
system described in paragraph 55, the common field scale would have to be
supplemented by a system of post adjustments and be tied tc a base city suitable

for use in place-to-place cost-of-living comparisons.

58. Fourth possibility: The organizations adopt separate régional salary scales
(e.g. (1) The Americas and Australia

(2) Europe
(3) Africa
(4) Asia)

No attempt will be made to consider the correspondence between these scales or to
decide whether such a system would be administratively workable. We shall simply
look at the adjustments needed to ensure uniform purchasing power of the salaries
within each geographical region. A system of post adjustments analogous to the
common scale system could be applied, mutatis mutandis, to each of the regional
scales. We would then have four schedules of post adjustments and would have to
select four base cities, for example:

New York for the Americas and Australia
Geneva for Europe

Bangkok for Asis

Addis Ababa for Africa.

Each duty station within a given region would be placed in a class within the post
adjustment scale adopted for that region. The classifieation. would be fixed on the
basis of the cost-of-living difference between the duty station and the reglonal
base. This system would require that each base city have a statlstlcal service to
undertake comparative cost~of-living surveys, ahd there would be the attendant
danger that the statistical methods utilized would.become increasingly dlvergent and
that the four separate post adjustment schedules would dev1ate moye and more in
their application.
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V. DEVALUATION - REVALUATION ~ FLOATING CURRENCIES

59. Salaries are,set in dollars but, with some exceptions, paid in the currency of
the duty station. Therefore, any change in the dollar rate used to convert
salaries into the local currency affects the cost of living at the duty station,
which is reckoned in terms of the dollar rate., This applies to all duty stations
(other than the United States, where the dollar is the local currency), no matter
whether salaries are fully or partly converted into local currency or paid wholly
in dollars. In other words, the purchasing power of dollar salaries and allowances
outside the United States depends on the purchasing power of the dollar as
determined by the rate of exchange used to convert salaries into local currency.

60. Therefore, the dollaf rate and the cost of living, as reckoned for officials
outside the United States of America, are directly related. Accordingly:

(a) adropin the dollar exchange rate (following official revaluation of the
local currency., trading on a floating exchange market or, again, as a result of
devaluation of the dollar) automatically 1leads to a proportionate rise in the cost
of living, which is then reflected in a rise in the local Pcst adjustment index;

(b) conversely, a rise in the dollar rate (following official devaluation of
the local currency, a drop in the local currency rate on a floating exchange market
or, again, as a result of revaluation of the dollar) leads to a proportionate fall
in the cost of living, which is then reflected in a drop in the local post
adjustment index.

. 61. From the point of view of the statlstlcal structure of the post adjustment
- system, there is no fundemental dlfferenca

(a) between a rise in the cost of living caused by an internal increase in
local prices and a rise in those prlces following a drop in the dollar exchange

rate;

(b) conversely, between adrop in the cost of living caused by an internal
drop in local prices and a drop in those prices following a rise in the dollar

Vexchange rate.
The fact is that the post ad justment 1ndexes are still the dollar gauge of local
living costs.

62. Theoretically, therefore, a change in the exchange rate of the dollar should
not hinder the application of the four-month rule. However, in the case of a
‘substantial revaluation or devaluation, it would not be right, in the case of the
former,to make the staff suffer a considerable loss of purchasing power over four
successive months, just as, in the case of the latter, the retention of a
substantially increased purchasing power for four successive months would hardly

be justified.

63. The Expert Committee on Post Adjustments has taken the view (ECPA/S.4/11 of
17 Aprll 1962, para. 14) that the four-month rule should not apply following a
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revaluation or devaluation and that, in such cases, the indexes should be revised
in the light of the new rate of exchange and the post classification should be
determined on the basis of the revised indexes. In other words, in order to
determine the index for the preceding four months the dollar rate for the fo .h
month is used to revise the index figures for the previous three months. This
method is, in itself, perfectly proper when a substantial revaluation or devaluation
produces, in one month, a sharp change in the exchange rate and the-index. But it
does not eliminate every problem, as we shall see. The method could not in any
case be applied in the case of minor exchange-rate variations. In the first
-situation,the aim is to avoid as far as possible any substantial loss or gain in
purchasing power due to currency realignment measures. Minor variations, on the
other hand, become submerged in a gradual rise or fall in cost of living. The
difficulty is to draw the line between these two situations. It would seem
reasonable to do this as follows:

(a) Changes of 1 per cent or more in the salary conversion rate: compile
revised indexes retroactively by applying the new rate to the index figures for the
preceding three months; the new indexes would be the basis for applying the
four-month rule.

(b) Changes of 1 per cent or less in the salary conversion rate: apply the
four-month rule in the usual way.

64. This method can be illustrated by the following examples:

1. Geneva,

(a) The revaluation of the Swiss franc in May 1971 caused the United Nations
to change the conversion rate and, in June, it rose frem 4.32 Swiss francs to

L.08 Swiss framcs to the dollar.

Index Rate Revised index
- (4.08 Swiss francs)
February class 3 119.2 .32 126.2 '
March 119.6 4.32 126.7
April 119.7 4.32 126.8
May 119.8 4.32 | 126.9
June 120.0 %.32 127.0 class 5

Under the revised index, the four-month rule justified placing Geneva in class 5
on 1 June 1971.
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(b) The consolidation of two classes of post adjustment into base salaries
caused Geneva to drop from class 5 to class 3 on 1 July 1971 and trought the
June index figure down frcm 127.0 to 115.5, leading to a new set of figures
which was sgain modified when the exchange rate changed frcm 4.08 Swiss francs

to 3.95 Swiss francs to the dollar in October,

Index
June class 3 115.5
July | 115.2
August ' 115.8
September 117.6
October uT.9

Rate Revised index
(3.95 Swiss frencs)
4.08 119.3
4.08 119.0
k.08 119.6
k.08 121.4
4.08 121.8

Under. the revised index, the four-month waiting period for advancement to class L
would start in September and Geneva would change to class 4 on 1 January 1972.

2. Montreal

In June 1970 the rate changed from 1.08 to 1.0325 Canadian dollars to the

US dollar.
Index
February class 2 114.0
March 11k4.0
April 11k4.5
May 11k.2
June 11k L

Rate Revised index
(1.0325 rate)
1.08 119.2
1.08 119.2
1.08 119.7
1.08 119.h
1.08 119.7

Under the four-month rule, the rev1sed 1ndex justified plading Montreal in class 3

in June.

‘3. Theoretical examples of a 0.8 per cent change in the rate in May.l971:

(a2) Drop in the rate

Index Rate
January 119.0 4,00
February 119.2 k.co
March 119.5 4,00
April ‘ 119.5 4.00
May (119.6) (4.00)
May 120.6 3.978
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(b} Rise in the rate

Index
119.3
119.5

119.8
(119.5)

120.5

(121.0)

120.0

Rate
k.00
k. oo

4,00
(L.032)

4.00

(4.00)
k.032




Since the exchange-rate variation is less than 1 per cent, the index need not be
revised. The '‘four-month waiting period starts in May in example (a) and in April
" in example (b).

65. As can be seen from the above examples, a drop in the dollar exchange rate used
to convert salaries means a climb in the index, whereas the index drops when the
rate rises. The process is purely arithmetical and the formula is as follows:

Index x old rate
new rate

66. In a system of adjustments by 5 ver cent or multiples of 5 per cent, it is
not possible to retain absolutely identical purchasing power before and after a
revaluation or devaluation. Consequently, there will always be a limited loss or
gain in purchasing power, depending on the magnitude of the currency readjustment
. and on the level reached by the index.

67. Gains are usually made in the case of devaluation, since the office concerned
is given the classification for the next change-point gbove the index figure
resulting from the devaluation. Fgr example, office x, index figure 127, class 5,
will stay in class 5 if the index figure following devaluation does not fall to

120 or below, subject, in cases at the cut-off point, to the results of the revised
indexes for the three months preceding the month in which devaluation takes place.
The following table illustrates the current method:

_Pre-devaluation to

indexes : Revised indexes
. (a) - (b) (e)
January 126.C 120.2 119.5 118.5
February 126.2 120.2 119.7 ~ 118.7
March 126.5 i20.5 . 126.0 119.0
April - 127.0 121.2 ° 120.5 119.5
May . 121.5 121.0  120.0

June ‘ - 126.6 121.5 120.3
,Devaluation in April: (a) L4.72 per cent :
- (b) 5.12 per cent

(e) 5.91 per cent

In example (a), the office will stay in class 53

In example (b), the office will also stay in class 5, since the index figure
has not fallen to 120 or below over four successive months; * ' i

In example (c), the office will drop to class 4.

In 811 three cases, the office has the advantage of being, for a certain amount of
time, one class higher than other offices where there is no devaluation, which have
to wait until the index figure has crossed the ~hsnge-point Tor at least four months.
Consequently, there is practically always a gain when devaluation occurs. In e
dddition, the drop in class is never in provortinn to the amount of the devsluation. -
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68, TIosses occur in the case of revaluation depending on the level reached by the
index before the currency readJustment and on the amount of the revaluation, but
also because the post adjustment is never in proportion to the revaluation., This
is illustrated by the following examples:

Pre-revaluation
indexes Revised indexes
(a) (b) (c)
January 120.0 126.0 123.9 123.6
February 120,2 126.2 1242 123.8
March 120.5 126.5 12k.5 12L.0
April 121.0 127.0 125.0 124.6
May - 127.5 125.5 125.1
June - 127.7 125.7 125.3

Revaluation in April: (a) 4.96 per cent
(b) 3 1/3 per cent
(c) 3 per cent

In this instance:

(a) the office will immediately change to class 5, but will show a slight
loss since the average 4 per cent post adjustment H/ is lower than the rate of
revaluation;

(b) the office will change to class 4, as it would have before the
revaluation, and will not reach class 5 until three months after revaluation;
the temporary loss is almost the equivalent of one class of post adjustment:

(c) the office will also change to class 4, as it would have before the
revaluation, but will not reach class 5 until four months later; the loss is even
greater than in example (b).

69. Such situations obviously put a strain on the normal functioning of the post
adjustment system. The staff members who gain on devaluation are not the same as
those who lose on reveludtion. The situation is even more acute now that currency
readjustments are fairly frequent., We can see only one way of reducing such
imbalances, which are caused by the rigidity of the change-points for classes of
post adjustment. That rigidity must be eliminated.

70. To that end, the change-points should be replaced by cost-of-living brackets

spanning those figures, to form an index range for the class in question, as shown
specifically below:

g/ The rates actually vary between U4 and 4.6 per cent.
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| B o e Adjustmen
o | oweons | Dimmmefrp ™
L A !
| C 85 { 87.5 - 82.4 { 10
B 90 : 92.5 - ,87.k ’ 6 2/3
| A 95 95.0 - 92.h ! 3 1/3
| 0 - - : -

1 105 105.0 - 107.4 | 5

2 ; 110 107.5 = 112.4 % 10

3 115 112.5 - 117.4 § 15

L . 120 117.5 - 122.h4 i 20

5 ! 125 122.5 ~ 127.k ! 25

é | 130 127.5 ~ 132.k4 % 30

7 ; 135 132.5 - 137.b g 35

8 ! 140 137.5 - 1h2.k ; k0

9 | 1k5 142.5 - 1WT7.4 ’ 45

| 10 l 150 ' 147.5 - 152.k ! 50

It wollld be reasonable for the initial differential, above and below the base, to
remain at 5 per cent.

Tl. A schedule of this type would mesun more equitable treztment as between cases

of devaluation or revaluation and normal cases of fluetuations in the cost of
living. It would not, however, resolve all the problems caused by changes in the
rate of conversion. When 8 currency is revalued, there will always be some
reduction in take-home pay because the post-adgustmént compensation is only a little
more than four fifths, The opposite anplies ‘in the case of devaluation, where the
drop is only a little more tunan four fifths.. But this marsin, we repeat, never
exceeds the one which. the system involves in normal cases of rising cost of living.
A "guarantee" could conceivably be introduced whereby, on revaluation (the system
always works in favour of the staff member in a case of devaluation), the take-home
pay will never be less than it was befcre revaluation. However, this would be
tantamount to building into the system a certain inequality in relation to the other
duty stations, which are compelled to wait patiently until the advancement of the
index enables them to secure, in part, what some have received fortuitously.

United Nations salaries are not exasgeratedly high, but they are high enough to
absorb here and there a few fluctuations, temporary and unaveoidable, in a svstem
which in other respects offers undeniable’ advantapes.

72. Whatever the system used, some difficulties are bound to ériée; Let us not ‘.
forget common sense and ECPA as means of resolving them.
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VI. PROPOSALS

T3. The current post edjustment system has performed its task for 15 years. It
has, however, exhibited certain defects - mainly some confusion with yegard to
principles, especially between social principles and the principle of equal
purchasing power. The proposals which follow are based on the results of the
study and do not take into consideration the ease or difficulty, from the
administrative standpoint, which the organizations might have in implementing
‘themn.

T4, 1. Schedule of post adjustments

() The first solution, which we think the optimum one and which would meet
all requirements, would be to change from a "net" sysiam to a "gross" system.
This would mean:

(i) adopting throughout a system of gross salaries;

(ii) introducing, at the same time, a new two-scale staff assessment plan,
one scale for staff members who have az dependent spouse and the
other for those who do not;

(iii) establishing a system of adjustments based on gross with the progression
and rates as set forth in the table in paragraph 46, modified where
necessary in accordance with the principles elaborated in paragraph TO,
and adopting the method described in paragraph 17 (b) for computing
the index; ,

(iv} calculating, on the basis of the same rates, the adjustments applicable

to the gross step salary for the two groups of staff members (those
with and without dependants);

(v) applying staff assessment to the gross step salary + gross adjustments
in respect of plus classes and to the gross salary less gross
adjustment in respect of minus classes.

(b) Another solution, but one which would not resolve all problems
(ef. paras. 42 to 45), would be to:

(i) adopt the foregoing proposals, with the exception of those in (iii)
and (iv);

(ii) fix uniform plus adjustments for the two groups of staff at 4.65 per cent
- of the gross step salary, for every 5 per cent cost-of-living increase
above base 100;

(ii1) f£ix minus adjustments (if they are retained) at a reduced rate of

3.10 per cent (i.e. two thirds of 1.65) of the gross step salary, for
every 5 per cent cost~of-living drop below base 100;
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(iv)

(v)

?5- 2-

as an alternative to (ii) and (iii) sabove:

(aa) adopt the method deseribed in paragraph 17 (b) for computing
the index;

(bb) uniform plus adjustments for the two groups of staff at 5 per cent
of the gross step salary, for every 5 per cent cost-of-living
increase above bzse 100;

(cc) minus adjustments at a rediuced rate of 3.33 per cent (i.e., two
thirds of 5 per cent) of the gross step salary, for every 5 per
cent . cost-of-living drop below 100; ‘

where necessary, adopt the index scale set out in paragraph TO.

Dependency allowances

These could still be fixed as net amounts.  They should, however, be brought
into line with the current cost of living and living costs at the various duty
stations, in accordancs with the rates adopted for post adjustments. For social
reasons and also because the financial implications are slight, no reduction at
duty stations where the cost of living is lower than base 100 might be necessary.

T6. 3.
(i)

(ii)

(iii)

Four-month rule

The waiting period could be cut to three months, which would be more
than enough to determine whether the upward or downward movement in the
cost of living is transitory or not;

Where the salary conversion rate is changed by more than 1 per cent, a
set of revised indexes would be prepared for the three months
preceding the month in which the change takes place; the revised
figures would then be the only valid basis for application of the rule;

Where one or more classes are consolidated into base salaries, a set
of revised indexes would be prepared as under (ii} above.
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PART TWO

VII. POSSIBILITY OF EXCLUDING THE HOUSING ELEMENT FROM THE
POST ADJUSTMENT SYSTEM

1. Background to the problen

T7. Rent is a major factor in the family budget of international civil servants.
Depending on the state of the housing market at the duty station, the two
principles of substantial equivalence of living standards and equal purchesing
power of salaries may be considerably affected. A newly arrived staff member may
have to pay considerably more rent than a colleague with a number of years'
residence. However, the lifference in cost is perhaps not always a consequence
of market laws. It may result from greater comfort, more favourable location or
higher personal requirements. In comparative cost-of-living surveys, a comparison
is generally made between the actual cost of apartments rented by staff members,
with adjustments here ané there to take into account the general conditions
prevailing in the places concerned. r/ The statistical method used thus makes

it possible to compare costs to a certain extent, but hardly standards, since
living conditions may differ. Nevertheless, all place-to-place comparisons
involve a "photograph" of the situation current at the time of the survey among the
group of international civil servants. True, we may ask whether the adjustment
system shculd go beyond an intrinsically equal purchasing power based on averages,
or whether it should at the same time ensure equality of standards. In any event,
comparisons in this area are very difficult and, consequently, highly subject to
errors of estimation. The purpose of this study is not so much to examine this
aspect of the question as to see whether it.is possible to consider a "rent
excluded" post adjustment system, and if so, what the consequences would be.

78. From the point of view of either comparative or local cost-of-living
statisties, it is not difficult to establish a "rent excluded" index. The creation
of a "rent excluded" post adjustmenc system would likewise present no difficulty,
but as we shall see below the implementation of such a system would be conceivable
only if a housing allowance system was established at the same time. There are
thus two aspects to the problem:

1. The establishment of local or place-to-place cost-of-living indexes
based on elements other than rent and,

2. The hou.ing allowance system which will be a logical consequence of this.

Cf. Statistical Papers, Series M, No. 1k,

15
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2. Indexes

T9. A cost-of-living index ccnfined to all groups of expenditure other than
rent is perfectly feasible. It might be a "rent excluded" index or a "constant
rent" index. To illustrate these two methods, we shall use the Geneva local
index as established for international civil servants in that city by the Swiss
Federal Statistical Office. The Geneva index for March 1971 was made up as
follows:
Group
Weighting indexes Regults

1. FElements tsken from the index of the

canton of Geneva 71.0 113.91 6088
2. Rent “ 16.h 124,82 2047
3. Domestic services k.9 1138.03 676
4, Medical services 3.1 131.59 %08
5. Restaurant meals 1.0 130.30 130 .
6. Education, home leave _3.6 11h.1h b3
100.0 Index = 117.60

(We shall disregard in the demonstration which follows the index corrected by the
caotop L0L:T0
factor —57g

of one class on 1 January 1969. The real index at that date was in fact 119.6).

resulting from the index of 105 in December 1965 and the consolidation

0. On this basis,. we can determine the following two indexes:

(a) "Rent excluded" index

Group
Weighting indexes Results

1. Elements taken from the index of _

the canton of Geneva ‘ 8k.9 113.91 9671
2. Rent 0.0 - .-
3. Domestic gervices | 5.9 138.03 81k
L. Medical services 3.7 131.59 187
5. Restaurant meals ' 1.2 130.30 156
6. Fducation, home leave : 1.3 11h.1k _Loa

| 100.0  Index = 116.19

The weighting >f the groups is different because the weighting of rent, 16.L4 is
distributed proportionately among all the other groups in the index.



(b) "Constant rent" index

Group
Weighting indexes Results
1. - Flements tsken from the index of
the canton of Geneva T1.0 113.91 ¢9088
2. Rent 16,4 100.00 1640
3. TNomestic services 1) 138,03 676
L. Medical services 3.1 131.59 408
5. Restaurant meals 1.0 130.30 130
6. Eaducation, home leave _3.6 11k,1k k3
100.0 Index = 113.53

In this index, the weighting of the groups is unchanged, but rent is rersarded as
constant since a base date identical to that marking the entry into force of the
base saleries.

81. These two indexes, "rent excluded'’ ond "constant remt", differ both in
conception and in the results they give. Both of them must be viewed in the light
of our purpose, namely to exclude the rent factor from the current post adjustment
system, while retaining the prineciple, which we regard as both fundamental and
essential, of equal purchasing power of salaries.

L3

(i) The "rent excluded"” index (cf. paragravh 80 (a))

82, This index can be interpreted in two ways:

{(a) Rent is totally disregarded and the value of the index refers only to
the portion of family expenditure other than rent. The index could therefore be
used in a post adjustment system in which cost-of-living comtensation was peid
for only 83.6 per cent of the base salary (100 -~ 16.4 (rent portion) = 83.6). 1In
that event, however, how would it be possible to comrensate for rent increases,
and how would the equal purchasing power of salaries at locations other than the
base be determined? In the first case, a local rent index would have to be
established, so that changes in rents could be measured and compensation in the
form of a housing allowance granted. In the second case, equal purchasing power
of salaries at all duty stations could be ensured only by comparing all groups of
family expenditure, including rent. Place~to-place statistical comparisons of
rents paid by international civil servants would therefore have to be conducted,
so that the price relationships to the Geneva base for this group of expenditure
could be established. Once this was done, a system of compensation would have
to be introduced, either plus or minus dependine on whether prices in places other
than Geneva were higher or lower, to ensure that salaries as a whole had equal
purchasing power. We see no benefit which would compensate for the great
sdministrative complications of adopting, on this basis, a post adjustment system
complemented by an extremely complicated housing allowance system,
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(b) Alternatively, we can assume that, rents being disregerded, their
increase follows the average general trend of the other groups in the index. 1In
other words, in the example given in paragraph 80 (a), rents would be considered
to have increased since the basc date by 16 per cent, corresponding to the
general index of 116. This interpretation would involve caleculating post
adjustments on 100 per cent of base salary, rather than on only part of it as in
subparagraph (a) above. However, this index would lead to inequalities. Duty
stations where rents were not high in relation to the other elements of the
index would be at an advantage, whereas the reverse would be the case at duty
stations where rents were more expensive. This is shown by the following
theoretical examples:

{1) Rent index lower than those of other groups

Group
Weighting indexes Results

1. Other groups T1.0 115 8165
2.  Rent 6.k 105 1722
3. Domestic services .o ‘ 118 578
4, Medical services 3.1 116 359
5. Restaurant meals 1.0 119 119
6. Education, home leave 3.6 . 120 _ k32

Index = 113.75
The same, '‘rent excluded" index:

1. Other groups 84.9 - 115 9763
2. Rent 0.0 - .-

3. Domestic services 5.9 118 696
L., Medical services 3.7 116 hog
5. Restaurant meals 1.2 119 143
6. Education, home leave k.3 120 _516

Index = 115.47

(2) Rent index higher than those of other groups

1. Other groups 71.0 - 115 8165

2. Rent 16.4 125 2050
3. Domestic services ho 118 578
b, Medical services - 3.1 116 ' 359
5. Restaurant mesls 1.0 119 ' 119
6 Education, home leave 3.6 - 120 _h32

.01 Index = 117.03



The same, "rent excluded" index:
Group ,
Weighting indexes Results

1. Other groups 84.9 115 9763
2. Rent 0.0 - -

3. Domestic services 5.9 118 696
4. Medical services 3.7 116 k29
5. Restaurant meals 1.2 119 143
6. Education, home leave k.3 120 _516

Index = 115.47

It can be seen that this method does not give satisTactory results. In the
first example, the exclusion of rents whose index is lower than that of the other
groups leads to a two-point rise in the over-all index. whereas in the second
example, where the rent index is higher than those of other groups, the over-all
index is almost two points lower. This method can therefore be rejected.

(ii) The "constant rent" index (cf paragrach 80 (b))

83. This index reflects the change in the cost of living, on the assumption

that rents have remained constant since the period when the geieral index at the
base (Geneva) was 100. Since Geneva is the “ase city, the base date for

salaries and for the index should be the same there. The starting pcint would
then be the assumpticn that at that time base salaries were sufficient to allow
staff members to meet housing expenses of an order of magnitude averaging 16.h4
per cent of their base salary. We shall return to this percentage in paragraph 90
and the following varagraphs.

8L, First of all, a few examples to illustrate the results the "constant rent"
index method would give, and the practical consequences of using it:

(1) Rent index lower than those of other groups

Group

Weighting indexes Regults
1. Other groups T1.0 115 8165
2. Rent 16.4 105 1722
3. Domestic services k.9 118 578
L Medical services 3.1 116 359
5. Restaurant meals . 1.0 119 119
6. Education, home leave 3.6 120 432

Index = 113.75
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The same, "constant rent" index:

Group .
Weighting indexes Results

1. Other groups 71.0 115 8165
2. Rent 16.h 100 16hL0
3, Domestic services b9 118 578
4, Medical services 3.1 116 359
5. Restaurant meals 1.0 119 i@
6 Education, home leave 3.6 120 - _h32

Index = 112.93

(2) Rent index higher than those of other groups

1. Other groups 71.0 _ 115 8165
2.  Rent 16.4 125 2050
3. Domestic services k,o - 118 - 578
k. Dledical services 3.1 116 ~ 359
5. Restaurant meals : 1.0 119 ' 119
6. Faucation, home leave 3.6 120 _L32

Index = 117.03

The same, "constant rent" index:

1. Other groups 71.0 115 8165

2.  Rent 16.4 100 1640
3. Domestic services 4.9 118 578
4. Medical services 3.1 116 359
5. Restaurant meals 1.0 119 119
6. TRaucation, home lesve 3.6 120 _h32

Tndex = 112.93

In both cases, the "oonstant rent" index is the same. Both over-all indexes
are reduced in proportion to the difference between their respective "rent"
indexes and the base index of 100.

85. The effects of this method on local posﬁ adjustment indexes are?

(i) To keep the average portion of family budgets spent on rent constant
from the base date for salaries, and consequently to eliminate
any influence on the index from rent chenges ‘at the duty station;
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(ii) To slow down the increase in local indexes and, consequently, to
delay the date of the advance to a higher class of post adjustment
(as in the cases mentioned in paragraphs 17 (b) and 18 (b));

(iii) To provide a stable base for the establishment of a housing
allowance system.

86. Calculation of the place-to-place indexes would follow the same principle.
The rent group at each duty station would be kept with the same weighting and
the same constant value of 100 as at the base station. In other words, this
would mean that staff members, whatever their dubty station. would be considered

" to spend on average the same portion of income on rent, and at the same value, as
at the base city and date taken as a reference point (Geneva). The two examples
given below illustrate how a place-to-place comparison would be conducted to
measure the discrepancy in cost of living as against base Geneva, with both the
weighting and the value for rent kept constant.

(1) Geneva-Paris s/

Paris
Geneva = 100 Group
Weighting Weighting indexes Results t/
1. Food 27.72 29.93 106.9 3199.5
2. Clothing 6.88 9.48 119.2 1130.0
3. Rent 16.40 16.40 100.0 1640.0
4.  Domestic services 4.86 5.05 154.6 780.7
5. Transportation 10.04 9.45 106.5 1006.4
6. Household eguipment 5.27 5.82 109.1 635.0
T. Household furnishings 3.21 2.31 92.k 213.h
8. Personal care L. k2 5.52 121.5 670.7
9. Medical care ‘ 3.10 2.48 121.3 326.4
10. Recreation | 6.23 . 5.60  11k.2 639.5
11. Miscellaneous 2.83 2.39 100.3 239.7
12. Education 3.30 1.h2 100.0 ik2.0
13. Home leave 1.8 ©1.T1 100.0 i71.0
14,  Purchases outside country
of residence 3.90 2.24 100.0 22k.0
100.0C 100.00 110.183

s/ Weighting adjusted in the light of constant weighting and value for
rent, indexes for other groups taken from the comparative survey conducted in Paris
in April 1967, taking as the basis for comparison Geneva in September 1966 = 100.

2/ Simple calculation not using the Fisher formula. Use of the Fisher
formula would give a slightly (about one point) lower index.
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The ssme calculation, but taking rent at the index current at the period,
154.6, would result in an over-all index of 119.14 instead of 110. 18 in other
words & difference of almost two classes of post adjustment.

(2) Geneva-Rome u/

Romevw/

Geneva = 100 Group. ‘ :

Weighting Welghting = indexes  Results

1. Food 28.33 26.24  103.6  2718.5
2. Clothing 8.72 8.8" 110.3 972.8
3. Rent ' 16.40 16.40 100.0 1640.0
4., Domestic services 5.11 6.46 132.3 85h.7
5. Transportation 10.85 11.10 106.8 1185.5
6. Household equipment 6.75 6.08 103.7 630.5
7. Household furnishings - 3.26 2.88 89.2 256.9
8. Personal care 4,52 3.69 92.9 342.8
9. Medical care 3.23 4.18 122.2 /510.8
10. Recreation 6.32 5.89 138.5 815.8
11. Miscellsaneous 3.02 2.73 120.6 - 329.2
12,  Education 1.75 2.61 100.0 261.0
13. Home leave 1.7k 2.92  100.0 £92.0

108,105

The same calculation, but taking rent at an index of 132.5, 25 it was at
the time of the comparauive survey, would result in an over-all index of 113.%0
instead of 108.10, in other words a difference of more than 5 points, or one
class of post adjustment. ‘

87. As the two examples given in paragraph 86 show, the rgnt’factor would be
deglt with in all comparative cost-of-living surveys in the same way as
education and home leave, that is to say at a constant value of 100. -

u/ Weighting adjusted in the light of counstant we1ght1ng and value for
rent, indexes for other groups taken from the comparatlve survey conducted in
January 1971, taking as the basis for comparison Geneva in June 1968 = 100.

X/ Simple calculation not using the Fisher formula. Use of the Fisher
formula would give a slightly {ebout one point) lower index.
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3. . The housing allowance system

88. In a post adjustment system using "constant rent" indexes, the adjustment,
although calculated on 100 per cent of the base salary, gross or nst, compensates
only for the difference in the cost of living as reflected in the groups other
than rent. This is reflected not in the total post adjustments, but in the
"econstant rent™ index, which is as low in comparison to the current situation as
rents are high at the duty station in comparison to rents paid at Geneva on the
date of entry into force of the base salary scale. The result would be that
depending on the level of the rent index currently used in comparative or local
indexes, duty stations would be classified one or two post adjustment classes
lower than their present classification, as can be seen from the examples used
above, in which:

The Geneva index would fall by :our points (cf. tables in paragraohs 79 and

80 (b))
The Paric index would fall by nine points (ef. paragraph 86 {1)) and
. The Rome index would fall by five points (cf. paragraph 86 (2)).

- Applied to New York, this methed would lower the post adjustment index by
at least 13 points, or more than two classes. This is because the rent group
index used in the last comparative survey in November 1969 was 176.2 as compared
. with 100 at Geneva in October 1969. Most staff stationed in New York could

. undoubtedly ecl.dm a housing allowance.

‘89, ::Since compensation for rent is paid under a pozt adjustment system based on
"constant rent" Indexes, the equal purchasing power of salaries would not be
ensured unless the system was combined with a suitable housing allowance scheme.

90. As can he seen from the composition of the index mentioned in paragraph T79.
the average portion of the family budget spent on rent by staff members at Geneva
is 16.4 per cent. The rent spread may however be fairly wide both above and
below this average. Morveover, as was pointed out in parasgraph TT, the cost of
rent may depend on individual motivations, and on personal requirements with
regard to the location, size, comfort, modernity or fittings of the accommodation.
Relatively expensive accommodation close to the office allows a saving on
transportation costs, and may in fact be no more exnensive than cheaper
accommodation in the suburbs which would involve higher transportation costs.
Care must therefore be exercised in defining rent and selecting a reasonable
percentage for consideration. Moreover, steps must be taken to ensure that the
rules for the implementation of a housing allowance system do not reduce the
personal responsibility of the staff member to the point where he is no longer
interested in seeking a reasonable and economical solution to his housing problem.
In addition, the system must not open the way to excessive interference by the
administration in the private life of the staff member. A solution must therefore
be found which, on the one hand, maintains the-personal responsibility of the
staff member both for the choice of his housing and for the resulting finapcial
consequences to him and, on the other hand, protects the interests of the
administration, in other words limits beforshand the possibilities of abuse.
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91. If a housing allowance system is to be esvablished, the standard percentage
of salary constituting a normal rent must first of all be defined. Only if the
rent exceeds this percentage will a2 housing allowance be paid to a staff member,
on terms to be defined. For this purpose we shall use the weighting given in
the most recent comparative cost~of-living surveys to the rent group., which also
includes heating, electricity and gas. These are: : '

%

Geneva 19.17
Paris 19.03
Vienna 20.66
Rome ) 21.46
New York 22.00
Montreal 18.00
Addis Ababa 22.1

Bangkok - 22.30
Mexico 19.20

This gives an average figure for headquarters locaibions of 20 per cent. The
average of the nine cities listed above would be 20.L3 per cent. Taking into
account the fact that the range of goods and services used in statistical -
comparisons covers approximately 90 per cent E/ of the net income of staff members,
the actual portion of income spent on rent, heating, electricity and gas might

on average reach 18 per cent.

02. Pending more ample information, it may therefors be assumed that staff
members spend on average 18 per cent of their net income to cover these expenses.
The statistical services of the United Nations and the International Labour
Organisation would certainly be in a position to determine a more accurate
percentage on the basis of the statistical comparisons conducted in recent years,
and, if necessary, to subdivide it into specific percentages for each of these
categories of expenditure (rent, heating, electricity., gas, ete.). A housing
allowance system could function normally only if the expenses to be taken into
account were readily identifiable. It would then remain to be determined what
average percentage of income is taken up on average by what the organizations
have agreed to regard as "rent" at Geneva, the base of the sslary system. A4s a
working hypothesis, we can arbitrarily take a figure of 16 per cent.

93. Assuming that 16 pcr cent represents the average expenditure on rent, what
figure should be taken as the standard percentage below which rent would still
be regarded as normel? It must be borne in mind that this figurs should be

w/  CO-UD/.CG/E0/127, annex 2, para. 2.
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.sufficiently high to encourage staff members to house themselves at prices
remaining below the limit, and to ensure that the housing ellowrnce remains a
special measure for the alleviation of exorbitant rent burdens. A margin of

2 to 4 per cent shove the average would appear reasonable. The housing allowance
would therefore not come into the picture unless the rent exceeded 18 to 20 per
cent of net salary.

9k. The question also arises whether the financial interest of the staff member
in his choice of accommodation should not be made even greater by requiring
him to pay part of that portion of the rent which execeeds the standard rate
- adopted. In other words, the housing allowance might not correspond exactly to
the portion of the rent exceeding 18 to 20 per cent of net base salary. It
might be fixed at two thirds or three quarters of that portion, the remaining
cost to be borne by the staff member. In our view, such a measure would to some
extent penalize the "neweomer", \tho often has a choice only among several
apartments, all equally expensive.

95. The principle of equal purchasing power of salaries calls for:

(a) Applying the stendard percentage (see para. 93) uniformly at all duty
stations, including Geneva, the base station and those inciuded in class 0 in
the post adjustment scale;

(b) Applyinz this standard percentage, without regard to duty station and
time, to the net step salary, exclusive of post adjustments, which, . as ve have
seen, would provzde compensation only for cost-of;11v1ng elements other than rent;

{c) . Redetermlnﬂng the amount of 1nd1v1dual housing allowances*

~ After every change in base salary, whether as a resu'* of an increase in
regl salary or of the consolidation of post adjustmenc classes;

- After promotion or advancement to a higher step;
Q-After a currency revaluationor devaluation.

’*:96' Where there has been an 1ncrease in real salary, without a consolidation

of post. adjustment clesses, the "constant rent" index series can be continued
ichanged. . On the other hand, in the case of consolidation of one or more

- “post ‘adjmstment classes, the consolidation must be accompanied by & limited

~ - 'galagy increase to cover the difference between the portion of the rent borne by -
. ‘the staff member before the consolidation and the portion which he will now have
T Bo assume; otherwise, the consolidation alone would result in a.reductlon in net
s*'1ﬁcome3 as the fonlow1nu hypotnetlcal case shows.
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Before consolidation After consolidation

$ $ $ $

Net base salary 10,000 10,400
1 post adjustment class k00 -
Real vent: $2,500, including:

- amount paid by staff member

(20 per cent of $10,000) 2,000 2,080
- housing allowance 500 420
Net income 10,900 10,820

9T. The difference results from the fact that the staff member's share of the
rent, fixed at 2u per cent of net base salary, is higher after the consolidation,
which added to the salary an amount representing only compensation for
cost-of-living elements other than rent. In z system of this kind, it would
therefore he essential, following the consolidation of post adjustment classes,
to increase salaries by the following amounts in order to compensate for rent:

- 1 per cent per post adjustmen‘b class conselidated if the standard rate of
the housing allowance system is 20 per cent and the plus po*t adjustment
approximately U per cent;

- 0.9 per cent per class if the standard rate is 18 per cent.

This is 111ustra‘bed by the following table, which can be compared with the
one in parsgraph 96:

Base salary after consolidation 10,;?00 ’
Compensation: 1 per cent | 100
New base salary 10,500
Rent: $2,500, inclﬁding:
- amount paid by staff member 2,100
- housing allowance __ koo
Net income 10,900

If the standard rate is 18 per cent, consollda:blon of a class will produce ‘
the following bable: :



Before consolidetion After consolidation

3 $ 3 %
Net base salary 10,000 10,k00
1 post adjustment class koo ol
Compensation: 0.9 per cent -
Rent: $2,500, including:
~ portion paid by staff member
- (18 per cent) 1,800 1,889
- housing allowance 700 611
Net income 1i.100¢ 11,105

98, A system of housing allowances necessarily implies the right of the
administration to inspect the rented accommodation when the staff member applies
for an allowance, for abuses can occur. The administration must satisfy itself
that the accommodation is in keeping with the staff member's femily status and
professional rank, taking into account the accommodations locally available.

93. It is also necessary to determine what is to be taken as the rent yardstick
in calculating the housing allowance. Conditions may vary from one duty station
to another depending on local custom, the state of the housing market, the size
of the urban centre concerned, etc. Should consideration be givexn not only to
net rent but also to the cost of heating or air-conditioning (and to what extent),
the cost of travel to work, considerations paid to the landlord or other persons,
necessary venovation, ete.? All these questions must be resolved before a
housing allowances system is instituted.

' Frnished apartments and houges; apartments and houses owned
by staff members

100. . The housing allowance system described in the preceding paragraphs applies
to rent for vnfurnished apartments. The situation is somewhat different in the
case of furnished apartments and houses and again in the case of apartmeunts or
houses which are purchased outright.

101. In the case of furnished epartments or houses, a certain portion of the rent
obviously represents rental of the furniture. The housing allowance system must
take this into account in . establishing a basis of equivalency with rent paid for
an unfurnished apartment. The portion of the rent presumably représenting rental
of the furniture usually amounts to the normal interest on and amortization of

the sum which the tenant would ctherwise have to invest in furniture. It is not
easy, to srrive at an estimate of the percentage involved, and rental agencies

are very often reluctant to offer a figure. As a general rule, it is estimated
‘gt 20 per cent of the remt. Accordingly, only. 80 per cent of the rent for a

* furnished apartment or house should be considered in calculating a housing
allowance. ‘ ’ '
! . S
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102. On the other hand, if the staff member was obliged to take & furnished
apartment because the administration d4id not assume the costs of transporting his
own furniture, the ful’ rent of the furnished apartment should be used in
ecalculating the housing a2llowance.

103. In our view, a housing allowance system cannot very well make provision for
putative rents in the case of an sprtment or house purchased outright by the

staff member. Such a purchase represents an investment in which the purchaser has
sole responsibility for eny resulting costs. In such cases, the staff member
should not normally be entitled to a housing allowance.

5. Advantage. and disadvantages of a housing allowance system

104, Like any method or system of salaries and allowances, a system of "rent
excluded" post adjustments supplemented by w housing allowance system presents

both advantages and disadventages for the staff member and the administration alike.
We shall discuss a few of these below without sttempting to deal with them in an
exhaustive fashion.

(a) Advantages:

} 105. The system descrilbied above would have the following advantages over the one
currently in use:

(1) It would obviate the need for rent surveys in establishing a place-to-
place cost-of-living index and thus eliminate all challenges by staff
members 0 the statistical method employed x/ in place~to-place
comparisons to establish the relative cost of rent;

(ii) Tt would represent a more equitable arrangement as regards this area of
the staff member's expenses and thus ensure in all cases the greatest
possible parity of purchasing power for this portion of his salary; the
staff member would have the assurance that he would not have to suffer
from the payment of an exorbitant rent, since, regardless of his duty
station and of loeal rent levels, his expenses would nét exceed the
standard percentage (for example, 18 or 2& per cent) adopted for his
net step salary, : .

(iii) Tt would provide a guarantee to a newly arrived staff meuber or one
transferred to a new post that his rent expense would in all cases be
kept within the percentage adopted, and this would result in greater
staff mobility;

x/ See in this connexion Statlstlcal Papers, serles M, No. lL/Rev.
pp. T and 10,
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(iv) It would reduce the post adjustment index range in relation to the base
and slow down the rate of transfer from one class to another;

(v) It would prevent the situations which arise under the present system of
post adjustment indexes reflecting rent, in which staff members whose
rents are below the average or are not affected by an increase in the
over-all index have an advantage over other staff members.

(b) Disadvantages:

106. The disadventages are perhaps less striking, but sc . do nevertheless exist:

(i) The introduction of a right of review by the administration and, hence,
a relative curtailment of the staff member's freedom of choice of
accommodations if he wishes to claim a housing allowance;

(i1) The possibility of abuse in caserc where staff members confine their
search for an apartment to those renting above the standard rate;

(iii) An increase in administrative work, accounting and control procedures;

(iv) The need to set up a joint body to which a staff member could have
recourse if he felt that he had suffered injury as a result of an
administrative decision relating te housing allowances;

(v) A slight impact on pensionable salaries reflecting the time and
geographical leg in advancing to higher post adjustment classes (see
para. 15) as a result of the slower rate of increase in the indexes
(see para. 85 (ii)). This could be corrected by providing for the
consolidation of one post adjustment class each time the weighted
average of post adjustments reached 5 per cent of the weighted aversage
of hase salaries.

4. Conclusions

107. As we have seen, it is perfectly feasible to establish a post adjustment
system which would disregard rent fluctuations and comparat ive place—to-place rent
levels. This would involve:

(a) Including the rent group in the loecsl cost-of-living index at a constant
value of 100 ss from the effective date of the base salary scale;.

(b) TIncluding the rent group in the calculation of comparative placé:%ﬁ;plaee
cost-of-living indexes at a constant value of 100 both for the base city (Geneva)
and for the'city concerned'

(c) U51ng the same weighting for the rent group in local indexes and
comparative indexes, without regard to duty station, since the system requires
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giving a single weight to rent solely on the basis of base salaries, which are
the same everywhere. This weighting would have to correspond to the standard
rate representing the figure sbove which the staff member could claim & housing
allowanc<.

108. Since the post adjustment system would not provide any compensation for the
cost-of-living differences resulting from rent levels, it would have to bhe
supplemented by a housing allowence system. Such a system is perfectly conceivable
and practicable; it would involve:

(a) Determining the standard percentage of base salaries which would be
regarded as representing a normal rent level for the individual staff member. This
vercentage would, in principle, hold good for all duty stations, subject, however,
to the possibility of its being fixed at 2 lower figure for certain stations where
housing was substandard;

(b) Defining the concept of rent for purposes of the system;
(¢) Granting a housing allowance to any staff member whose rent exceeded
the above-mentioned percentage of his base salary; the amount of the allowance

would corregspond to the portion of the rent in excess of that percentages

(d) Readjusting the amount of the housing allowance after all ehanges in
base salary, promotions and advances to a higher step.
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PART THREE

VIII. ADEQUACY CF THE STATISTICAL METHOD CURRENTLY USED IN
ESTABLISHING EQUIVALENT STANDARDS OF LIVING OF STAFF
AT DIFFERENT DUTY STATIONS

l. Background of the prdbléﬁ

109. It is entlrelj clear thet the concept of 'eqaivalént.standaras of living"
involves as'many hard-to-messure, subjective elements gs objective elements, which
are the only ones that. cen be evaluated statistically.

110. Some of the subjective elements nay- be general in nature and susceptible of
over-all assessment. This is partly the task of ECPA, whose terms of reference
include the making of recommendations on "the elements of judgement to be applied”
(cf. para. 8 (iv) (a)). The other subjective elements depend on the persons
concerned, their sbility to adjust to their surroundings, their skill in teking
advantage -0f locael opportunities and their aptitude for creating a favoursble
environment and obtaining intellectual or recreationsl benefits at minimum cost.
These elements cannot be measured stat:st;cally and cennot be subjected to
over-all assessment. It must also be borne in mind that international officials
come from diverse geogrephical end social backgrounds. At the same rate of pay,
one might subjectively (or perhaps even obJectlvely) feel thet his, standard of
living is hizh, while another would consider it low. There is nct and cannot be
any one "typical model" of the living standerd of internetional. civil servents.

111, Apart from subjectlve elements. the standard of 1iving depends, of course,
on income. This is an objective element, and equivalence of income can be
meesured with relatively good accuracy in terms of the cost of living at a duty
station. 1a this pert of the study we shall consider whether the statistical

" method cuxrzatly hos served tc equalize incomes, that is to say, whether it is
suiteble for giving equal purchesing power to salaries paid at the different
duty stations.

2.  OQutline of the oresent method

112, When the first post adjustment system, empleying minus differentials, was
introduced in 1947-1948, it was necessary to determine what method to use for
measuring differences in the cost of living between New York and other duty
stations. It was agreed at that time that the calculations should use the
simplified Fisher formule, y/ which mey be expressed as follows:

z/ Recommended by the first group of experts and implicitly accepte& by the
1956 Committee of Experts end by ECPA.
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Index = Z <Pn§°) bx Z (PnQn>
Z:'(POQO). 2 QPan)

P = price at the base city in veriod o;

q\ian’ci'l;y et the base city in period o

O
]

P = price at the duty stetion under consideration in period n;

o2
1

quantity at the dutyétation under consideration in period n.

113, The Fisher formula invelves two quotients:

Z{z

( ) = index by the simplified I.aspéyres formula

z:gP q)

(2) G } = index by the simplified Paasche formula.

Thus, the Fisher formuls leads to a geometric mean of the indexes obtained by
thé so-called Laspeyres and Peasche formulas. Use of the Fisher formulas means
that for each comparatzve cost-of-living survey a list of retail prices and
weights for various groups, sub-groups and items constituting what ia known as-
' the "vasket of goods end services" must be prepered for the base city and the
duty station under consideration (i.e. for each of these places) This is a
tlme-consummg and pamstakmg process. )

3. Angxsis of the present method

11k, To put it briefly and simply, the Laspeyres formula places stress on the base
clty, and only the weighting of the various components of the basket at that city
is relevant; it disregards the basket at the duty-station being surveyed.
Conversely, in the Paasche formils emphas1s is placed on the duty station, end

‘only the weighting of the various groups within the duty station basket is relevant,
while the basket at the base city is disregarded. The Fisher formula is s :
compromise between these two (the geometric mean of the Laspeyres and Passche -
indexes, which in fact ylelds almost the same results as an amthmetlc mea.nL
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eliminategs, or at least ettenustes, the extreme influences resulting from the
different price patterns and the differences in compositicn between the baskets.
A person transferred to & stetion whose local msrket has & different pattern will
naturally tend to adapt himself more or less to thet ps ttern and edjust his
behaviour and his needs accordingly. He will replace certain consumer items
with others and arrange his expenditures in the most judicious menner in the
light of locsl conditions. The resulting differerces between the base city and
other duty stations would not be taken into eccount if only the Laspeyres
formila or only the Paesche formula were used.

115. The most recent plece-~to-place surveys of headquarters bities, conducted

- through the statistical services of the United Nations and the 110, z/ yield the
following results depending on the formula used:

Geneva = 10033/ ~

- Paische  Laspeyres. Fisher

indexes = indeXes indexes  Percentage by which ( 3) differs "
oy (2) (3) from (1) from (2)°
Paris 5.1 121.7 118.4 + 2.9 - 2.8
Reme - 110.7 116.5 113.6 +2.6  -25
Vienna 100,5 aok.7 102.6 - + 201 - 2,0,
New York 17.0  130.3 123.5 4 5.6 ~ 5.5

Montreslbb/

z/ The ILO is responsible for compare.tive surveys made from the base
Geneva; these surveys cover only duty stations in Europe. Surveys elsewhere are
the responsibility of United Nations, New York. -

aa/  Indexes: Paris in April 1967, with bese Geneva = 100 in September 1966

Rome in Januvary 1971, " w " =100 in June 1968
Vienna in May 1970, " " " =100 in June 1968
.New York in November 1969 = " " =100 in October 1969

(rate of exchange: L.32 Swiss francs = $1)

bb/ Montreal indexes rebased to Geneva are not aveilable. The 1967
comparative survey =ith base New York = 100 yielded the following results:
Paasche index 92.3, Laspeyrea, index 93.1 and Fisher index 92.T; in other words,
the Iespeyres index is 0.4 per cent higher and the Paasche index 0.k per cent
lower then the Fisher index. _
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116. For the same suyveys, the indexes for selected groups calculated by the
different formulss are shown in the tollowmg teble:

Geneva = 10033’/

 Indexes Percentage by which (3) differs
Paasche Laspeyres Fisher '
(1) (2) (3) from (1) from_ {2}
1. Food ' |
Paris 04,2 109.6  106.9 + 2.6 -2.5
Rome 99.0 1084 -~ 103.6 . . + k6 - 1.6
Vienna 8h.7 93.4  88.9 + 5.0 - k.8
New York 10h,2 118.2 111.0 + 6.5 - 6.1
2. Housing .
Paris © 151.6 157.7  154.6 o+ 2.0 =20
Roue 131.2 133.F  132.3 $0.8 . -0.8
Vienna 117.3 118.7  118.0 -+ 0.6 = 0.6
New York 179.5 A6T.7 '173.5 - 3.3° + 3.5
3. ZTransportation | | ' , '
Paris 1044 108.5 - 106.k + 1,9 - 1.9
Rome " 105.8 107.8  106.8 4+ 0.9 - 0.9

Vienna 105.1 105.8 - 105.5 £ 0.b - o“;3

In ’chese examples the Fisher’ fernmla yields an :mdex wh:ch differs by 0.’4 .
to 6.5 per cent from the Peasche index and by 0.3 to 6.1 per cent from the
Le.speyres index. ' o

117. ‘It mey be asked, of course, whether the Fisher 1ndexas, vhose formule. seems
somewhat arbitrary because of its purely mathemetical operation, reflect -
objective reslity or £all short of it. It is very difficult to give a clemr-cut
answer to this question without a more thorsugh staﬁy tha.t would consider all .
the details of a number of comparatlve surveys. :

- —2ho-



118. As already noted, the Laspeyres formula tends to measure variations in living
costs without reference to the pattern of expenditures or, consequently, their
respective weights in the survey city, whereas the Paasche formula only takes
these latter into account, to the execlusion of the pattern of expenditures and
their relative weights at the duty station. The purchasing power of salaries at
the comparison base city, Geneva, is measured in terms of prices.and quantities.
The. problem, therefore, is to determine the egquivalent of that purchasing power -
in the other duty stations. The Laspeyres formula would appeer at first sight to
be the more appropriate one in that it measures differences in purchasing power

in terms of prices at the duty station for the same quantities as at Geneva. From
the standpoint of the theory of purchasing power, the msnner in which a staff
member apportions his expenditures at e duty station is of little importance. The
aim of the compasrative surveys is to ensure that the staff member’s purchasing
povwer is the equivalent of that of the salaries paid at Geneva and not to measure
the respective purchasing power of the income of two groups of persons situated in
different countries not linked by a common salary system. The Paasche formula
entails the reverse operation; it takes ‘the duty station as a base, as though it
were 8 constant fector - which it is not, becsuse incomes at the duty station will
depend on the outcome of the comparative survey. This formula would in any case
be incsaspable, by 1tself, of enaur1ng equivalence in the purchasing power of
salaries.

119. It must be recognized that while the Laspeyres formulas is certainly borne out
by logic, it does not allow for the effects of substitutes or of the adaptation of
staff members to local conditions. In this respect, the Fisher formula would
appear, for lack of a better solution, as a compromise which would arbitrarily
offset any exaggerations resulting from the use of the Laspeyres formula slone.
Indexes calculated by the Fisher formula therefore reflect a very considerable
degree of caution in the essessment of respective living costs. It might almost
be concluded that such indexes fall short of obJective reality, as opposed to
surpassing it. It would not, however, be wise to abandon the formula at the
present stege; it offers all the advantages accruing from caution. Nevertheless,
& more exhaustive study, which could be undertaker by ECPA, might lead to a

decision to sbandon it in favour of the Laspeyres formula alone, even if the
latter formula resulted 1n slightly higher indexes. :

120. Hav1ng regard to the degree of latltude involved in any system or formula
used in comperative surveys and to the. problems described in parsgraph b1, it
night be that the sensible course would be to adopt a system of "1ndex ranges as
described in psragraph TO.

121. A place~to-place comparison of llvlng costs is a dellcate cperation requirlng
considerable care. Its worth depends in the flrst instance on the objectivity of
the price collecting agent. Pricing errors may occur in either direction. As
SUrveys cover some 200 items of goods and services, cc/ it is generally held that
pricing errors are part1ally self—adjustlng end that they affect the results of

cef On occagion, they cover as many as 350 items, es in the case of the
Tew York/Geneva survey in October/November 1969 (cf..ECPA/S 12/9) -
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indexing by not more than 1 per cent upwards or downwards. The United Nations uses
for price collection the services of independent, experienced agents who have no
family ties with international civil servants. This is a reasonable practice
which offers assurances of obJectivity. Furthermore, cases in which there are
doubts a8 to the interpretation of data or in which difficulties arise as the
result of new situations can be referred for advice to ECPA, and this offers an
_additional assurance of impartiality.
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h, Survey of prices and wages in 31 mof cit:tesgy

122. Several members of the Special Committee attached some importance to this
p:blicgquon, which calls for the. rollowmg comment s

“ta) The aim of the survey is not to compare the l:nring costs of a given
group of persons but to compare the price of certain goods and services and the
~ wages actually pa.:.d in the countries surveyed. The survey takes into account only
. goods and services which are comperstle and availeble in the cities surveyed,
wh:.ch greatly limits the scope of the exercise.

(b) TIu the food sector, the survey employs & basket of goods entailing
25 items of food, ‘oeverages and toilet articles. Unit prices are related to prices
at Zurich. All that is given is the relationship of individual prices, so. that,
for example, a kilogram of selt has the same weighting as a kilogrsm of potatoes.
The same method is used in the comparison of prices in the household appliance
sector, the survey being confined to s comparison of the price of a refrigerator or
an electric or gas cooking stove. In the case of rents, the comparison is based
on two types of apasrtment, one with three rooms, kitchen and bathroom, built after
1960 and the other with three rooms and a kitchen, without bathroom, built before
19h0. The survey contains no comparison of prices for electricity, water, gas,
heating, etc. In the case of services, too, the survey is no more than a report
of unit »rices, with the cost of a shampoo and hairset for women given the same
weight as a tram ticket. ‘

(¢) Such s survey can provide some indicetion of the cost of & given item or
service in a given place and can relate that cost to the wages paid at that place
to & bus driver, a mechanic, a bank cashier and a secretary. Such, however, is
the extent of its usefulness. It is of no value for comparing the living costs
of international civil servants, an undertsking which requires rrocedures that are
more exacting, more comprehensive and better adapted to the actual purpose of
United Netions surveys, which is to ensure thet the salaries paid to this cetegory
£ staff shell have “he same purchasing power throughout the world as they have at
Geneva. This is s more difficult operation which cells for a far higher degree
of scientific probity than the mere Juxtaposition of prices.

5. Construction of comparative indexes

123, The preparation of comparstive indexes and.‘the approach to be adopted to certain
problems of statistical comparison which this study was required to examine on the
basis of recent place-~to-place surveys and of current practice, calls for certain
observations which are set out below for the attention of the Special Committee

or possibly for study by ECPA.

dd/ Issued in June 1971 by the Union de banques suisses.
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(i) Selection of the comparison-base city

124, In accordance with the present division of tasks between the United Nations
and the ILO, place-to-place comparisons of living costs are carried out by the
United Nations from New York as the base for the majority of duty stations, and
by the ILO from Geneva as the base for duty stations in Europe. As all the’
indexes have to be related to Geneva, which i3 the base city for salaries and for
the post adjustment system, the indexes calculated with New York as the base must
be reconverted to the Geneva base. Instead of a direct comparison, as between,
for example, Geneva and Mexice City, a double operation is undertsken:

(1) The Mexico City index is calculated in relation to New York, taken as
base 100; ,

(2) This index is rebased to Gemeve using the New York/Geneva ratio derived
from the most recent comparstive survey, for example, that of November 1969,
which gives the Mexico City index in reletion to Geneva for the end of, =
October 1969; this index must then be reconverted to base 100 of the post adjustment
system, Geneva having reached index figure 11l.3 in October 1969. The post
adjustment index for Mexico City is derived in this way. '

125. This twofold operation would be perfect if the expenditure pattern - and,
hence, the weighting ~ and the price pattern were the same in New York and Geneva,
vhich they are not. In this connexion, e comparative exercise was underteken in
order to determine the result of a direct Mexico City-Geneva comparison, taking,
for the purpose, the prices in those two cities used in the November 1969 surveys
vith New York. ee/ The foliowing results were obtained:

{a) Direct Gercva-Mexico City comparison: 106.6 ff/
(b) New York-Mexico City comparison and rebasing to Geneva: 108.4 £f/
-~ namely, a difference of 1.7 points, or 1.6.per cent.

126. This single exemple mey Dperhaps not be conclusive. According to the United
Nations Statistical Office, to repeat the same exercise for other duty stations
would have been too heavy and time-consuming & task. Other examples would surely
have given comparable results with greater or lesser differences owing to the mere
fect that by using New York as the base the reference weighting is not the same as
that of Geneva. Since Geneve is the base for the salary and post adlustment system,
comparative statistical surveys should refer to that base only. To make the

survey through New York is tantamount to teking New York as the "purchasing power
standard", the benchmerk, and to introducing into the system a polarity which can
only lead to distortions. gg/ It seems, moreover, tha® a thorough knowledge of

-

‘ee/ Exchange rate: $1 = 4,32 Swiss franes or 12.5 pesos.
£f/ Indexes in reletion to Geneva in-October 1969 = 100.
/ ECPH-,S TISJRQV~1, Parao 70
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living conditions in the base city is essentisl if we are to detemne the
relationship between that base and other duty stations. It was in this spirit
that, as far back as 1959 th ECPA suggested that a part of the United Netions
Statistical Office should be transferred to Géneva in order to form, with the ILO
Statistical Branch, a Joint secretariat to make comparative surveys based on
Geneva. This recommendation is just as valid today. The arg\ment that Geneva
does not offer the full range of goods suitable -for troplcal climates is not
apposite. So-called trop:.cal clothing i also worn in Rome and in Paris,’s fa.ct
vhich had mt to date prevented direct companson mth Geneva.

(ii) Weighting

127. In any comparative cost-of-living survey, the fact that Geneva is the

compar:.son-ba,se city should never be overlooked. A study of Geneva weights snd

prices should be made whenever base salaries are rev:.ewed ii/ so that the

comparison bage and the new salaries are in harmony. e established,. this

© statistical basis should be used for every comperative survey until the next base
salary rem.ew Justifying establislment of a new statisticel basis. :

128. In recent comparatlve surveys the follmng welghts were used i‘or Geneva:

Surveys a_t,

: ‘Paris ‘Rome Vienna - New York
I. Food . 26.80 °  27.39  27.39 217
II. -Clothing | 6.€5 8.43 8.3 8.7
.ITI. Housing and domeéstic '
service 23.87 . 2h11 24,11 23.7
IV. Treasport - 9.71 10.49 10,49 1.6
V. Household equipment 510  6.54 6.5k |
VI. Furnishings 3.10 3.15°  3.15
VII. Houselold end personal Co ' B ’
. .services. . S bt . . b.3T7 .37
VIII. Medical c_are - 3.00 . 3.13 3.13 26.5
IX. Reéreatioﬁ ) - - 6.02 “6.11. 6.11
X.. Miscellaneous- ‘2.7h 2.91 2.91
XI. Educatmn S 3.19 1 1.69. -1.69
XII. Home leavé - 1,78 1 1.68 1.68 1.8
| XIII. Purchases outside o . | -
country of reszdence : 3.77 - . - , -

co-cnnxxmmn/n.a% of 14 Apr:..l 1959, para. 93 ECPA/S T/SfRev.l, pm 8;
EGPA./S 8/11. pera. 32,

ii/ At present, comparative surveys teke as a base the survey ‘made et Geneva
in March 1966; these data have certainly been overteken by the movement in prices
and saleries since that date (cf. ECPA/S 13/5 of 8 March 1971, para. 3). . ’
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129. With the exception of Rome and Vienna, for which the place-to-place comparison
was made at the same time, the weights.for the bage c¢ity in the comparative surveys
ere different. Although use of the Fisher formula reduces the importance of the
respective weights, it seems that uniformity of the comparison base is essential
if cost-of-living deviations from precisely this base are to be measured in
accordence with & like criterion.

130. Furthermore, the weight given to the "education" and "home leave” items which,
as is known, are assigned the index velue of 100 in all comparative surveys, should be
the same as that used in the CGeneva special index (both items together 3.6) and ‘
repeated in the comparative surveys both in the weighting of the base city and

that of the survey city. They are constant data, standard weights, valid for all
duty stetions. They express the average portion of Geneve salary spént on )
education outside the country, for which there is a special system of grants, snd
on home leave which does not depend on the location of the duty station. The
prlnclple of parity of purchasing power of salaries requires that this portion,
which is exbressed by a constant value in the compsrative index, should also be
assigned a constant weight. One is meaningless without the other. The fact that
average education costs at the survey city are higher or lower than at the base is
of little significance, since this portion is to be agsigned the same importance
irrespective of the duty stationm. _,;13_/ The ECPA practice of allocatlng a monthly
increase of 0.3 per cent to these items in local post adjustment indexes seems
reasonable. This figure should, however, be reviewed periodically on the basis

of the inc¢rease in the special index for Geneva, the base city for the whole system,
or on the basis of movements in post adjustment indexes at the headquarters cities
of the organizstions participating in the common salary system. Such indexes would
furnish an appropriaste yardstick.

(iii) oObliestion to reply to cuestionnsires

.131. In the 1970 Geneva/Vienne comparative survey, kk/ only 4.5 per cent of the
staff members asked to furnish data on their household expenses and rents replied
to the questionnaires. In the case of Geneva, as comparison base, the 1966 data
ere based on replies from 46.9 per cent of the staff members requested to supply
date. Lastly, the weighting for Vienna was calculated on the basis of only -~
26 per cent of the gquestiomnaires sent out. This is a small percentage, The
statisticel comparisons would gein in precision and objectively if they were based
on a broader range of dsta. The question then arises whether & provision ma!ung
it obligatory to reply to such sdministration inguiries shouid mot be included in
the staff rules. Such a provision would serve the interests of both staff a.nd
administration.

_g_g_/ Cf. prac'bice. sanctioned by ECPA - document ECPA/S.13/5, para. 1l.
kk/ Document ECPA/S.13/5 of 8 March 1971, paras. 6 and T.
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(iv) Role of BCPA

132.. ECPA has & lead:.ng role to play in administration of the post a.d,justment
system in general and in statistical methodology in particular. It is composed of
prominent persons wholly independent of the administrations of the international
orgenizations. Although it advises on problems referred to it, it is not.
competent (except by disereet suggestions) to deal with a question or problem
concerning stetistical methodology on its own Initietive. It should be given such
competence and its terms of reference 11/ establlshed in 1959 should be amended
accorda.ngly

(v) Comperison of rents

133. The comparison of rents between one city and anothér is probably the most
difficult operation. It is, however, one which msy, in addition to providing a
comparison of costs, have an impact on the style and standard of living. In places
vhere rents are very high, staff members will, purely beceuse they wish to use
income economcally, have to accept less spacious housing than they would be able
to afford in & place where the conditions of the housing market are better
belanced or where prices sre more in line with staff salaries. This can be seen,
for example, in the case of Geneva and New York. In the latter city, the
apartments occupied by staff menbers have generally one room less and probably
also have smaller rooms than those occupied by their Geneva collesgues. The
difference in rooms occupied is reflected in the result of the Paasche indexes
which are almost equivalent to the Laspeyres indexes (ef. para. 115, column (2))
if not even hlgher, as in the case of New York.

13k, In this connexa.on, the 1967 New York/Montreal comperative survey is reveallng.
The following figures emerged from that survey:

) Montreal New York
Apartment size Number % Number %
1 bedroom ik 2k 294 47
2 bedrooms : 19 32 235 - 38
3 " 15 25 79 13
y v 1 .19 13 2

. A more thorough survey would ‘prcbablff show, the Montreal example i’ridicates,. that
staff members are more poorly housed in New York than elsewhere.

135. Moreover, there is no uniformity of coverage in the sur%reys conducted for the
purpcse of comparing rents. For example, the surveys co_vered:

11/ cf. para. 8 (iv) (a) and (b).
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(a) In the case of Geneva/Vienna - spartments with 3 to 8 rooms;
“(b) In the case of Geneva/New York - apartments with O to b bedrooms;
(¢c) 1In the case of New York/Montreal - apartments with 1 to 4 bedrooms.

136. Furthermore, although the Geneva comparison base, covering 839 apartments,
may be considered sdequate (35 per cent of total strength), the seme is not true
in the case of Vienna where only 99 apartments were considered for a total of

738 staff members in the professional category and above (13.4 per cent of total
strength). Greater uniformity would also be adviseble in evaiuating expenses
related to rent. In the Vienna survey, for exsmple, painting and decoration costs
were spread over one year, while in the New York survey they were spread over
three years.

137. A sufficiently close relationship in respect of the unit price of spartments
can clearly be obtained by establishing a price ratio weighted by the number of
tenants for each type of apartment. This relationship does not, however, reflect
"ecuivalence of housing conditions". The question may obviously arise whether
parity of the purchasing power of salaries, which the plece-to-place indexes are
supposed to ensure, must always be complemented by en absolutely egquivalent _
stendard regardless of normal genersl living conditions at the duty station. In
any case, the statistical data available are inadequate to elucidate the entire
question. It is suggested that ECPA should make an exhaustive study of the whole
question of the statistical approech to problems comnected with the comperison of
rents, which account for a large part of family budgets.

(vi) Place-to-nlace comparison base

138. The CGeneva/Vienna/Rome place~to-place surveys mede in 1970 used the Mareh 1966 -
study of the expenditure pattern of international officisals as the basis for
Geneva. The same was so for the comparative Geneva/New York survey of October/
November 1969. Now, in the interval (1 January 1969) saleries had been revised,

& fact which would have Justified the establishment of a new weighting to take
account of changes occurring in family budget patterns as a result of the rise in
incomes end prices. Since then, there has been a further revision of salaries, on’
1 July 1971. Ancther inguiry to determine the expenditure pattern of staff members
at Geneva seems essentisl if statistical comparisons are o be given a sound and
up~to-date basis.

6. Summary of recommendations

139. Examination of the statistical method used to esteblish equivalent standards
of living of staff members in different duty stations prompts +the followzng )
- recommendetions:

1. Concentrete the statistical services responsible for comparative place-
to-place cost-of-living surveys at Geneva. )
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2, Use Geneva data as the compamson base for e.ll place-to-place cost-of-
living surveys.

3, Stendardize the formet of compurative surveys end ensure that the same
weight and same index value of 100 are given to "education" and "home leave" in
- the weighting of the survey city as well as the base.

L., Authorize ECPA to undertake any. studies it deems necessary for 'bhe
proper functioning of the post adjustment system, particulerly in the matter of
statistical methodology, and mstruct it, as a matter of priority, to:

(s) mdke an exhaustive study in order to determine, in the light of the
purpose of any place~to~place comparative survey which is to ensure egquivalence of
purchasing power with that of Geneva salaries, whether the Laspeyres formula
should not be substituted for the Fisher formuls as the method of caleulwb:mg
comparative indexess

(6) reconsider the method used in comparative surveys relating to rentd.

: '5. Ma.ke rb campulsory for steff members to respond to all admm.stre,tlon
inquiries related to cost-of-living surveys. .
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