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INTRODUCTION

1. The competitive axamination method for the recruitment of

junior Professional staff in the United Nations has now gone beyond

the experimental stage. Ten years have passed since the first
competitive examination, held in Italy. But it is mainly since
1981 that they have been used systematically.

2. Recourse to competitive examinations for the recruitment of
junior Professional staff was made compulsory by paragraph 10 of
the annex to resolution 3%/210, which decided that "at the p-1 and
P.2 lavels, recruitment shall be made as a rule through competitiv
examinations", that the principle should be applied by reserving
30 per cent of the posta available for promotion by competitive
axamination from the General Service category to the Professional
category, and that in the case of the remaining 70 per cent,
recruitment for all posts should, as from 31 December 1982, be
carried out by competitive examinations:

- Devised on a national basis, in consultation with the
Governments concerned;

- Geaped-to candidates with at least a firat-level
university degree; and

- Based on written tests in one of the official languages
of the United Hations, including a general test and
specialized examination by occupational groups.

3, This decision supplemented and put more precisely the texts
of the existing resolutions stipulating that recruitment should be
carried out on a competitive basia: regulation 4.3 of the

Staff Regulationsz ("so far as practicable, selection shall be made

on a competitive basis"); the decision of 18 December 1974;
resolution 35/143 of 1978, which established the examination for
movement of staff from the General Service category to the

Professional category and had already recommended that naompetitive

methods of recruitment should be used in consultation with the
Governments concerned".

4. it iz hardly necessary to recall the importance of using
objective recrultment methods. The quality of the #outputa" and
sepvicea rendered by the Secretariat to the Member States will

e
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methods or competition cannot produce zood results. 1/ In taking
the decisions mentioned above, the Member States have thus
demcnatrated the importance they attach to the quality of the
staff.

5. The competitive examination method has made it possible to
recruit to date:

By the competitive examinations for movement from G to P,
held in 1979, 1981, 1982 and 1983; 134 Professiocnal staffr
members; and

By all the external national competitive examinations held
from 1974 to 1983 inclusive: 118 Professional staff members.

More detajled statistias concerning the dates and places of the
examinations, the countries (or nationalities) concerned, the
number of candidates, the number of posts, the number of recruited
candidates by accupational groups {where this information was
available) and the details of those who were placed on the reserve
lists, are given in annex 1 (external examinations) and annex 2

{G to P examinations).

P ——— .

1/ An analysis of the chief defects of recruitment systems
without obilective methods, such as was made by the Joint Inspection
Unit in its report JIU/REP/81/11 of August 1981, reveals inter
alia:

That on the whole, recruitment is often limited to candidates
who have made themselves known at the headquarters of the
organizations;

That in most cases Posts are sought for candidates known
in advance;

That this system encourages political and personal pressure
at all levels;

That the general baais for assessing the qualities of the
candidates consists of university degrees whose valye iz often
very difficult to aasessg, and interviews without any specific
methad (usually confined te not more than two or three candidates);

That recruitment is carried out for speeific poats, while the
Beraons recruited are likely to make a capeer in a series of posts;

That there is no test to check on the most important qualities
that may be required of international eivil Jervants such as, in the
United Kations, their skill in drafting and analysis, their
effective knowledge of the working languages, theirp motivation, and
their underatanding of the Organization's objectives,

/...



6. The results achieved are thus both positive and capable of
development, internally and externally, but the pursuib of these
efforts is faced with sericus obstacles. Bureaucrabtic
difficulties and resiatance have succeeded in preventing the
regular application of the General Assembly resclutions. In
particular, they reduce the number of posta offered for
external examinations, in circumstances which it Is difficult
to accept. The Assembly must thus be informed of the reasons
for thiz situation so that it can take the necessary steps to
snsure that its declsions are ecomplied with and so that a
pational recruitment policy on which the efficiency of the
Secretariat depends can be developed.

7. This report will examlne separately the situation and
problems of the external national competitive examinations and
those of the internal examinations, before recommending any
reforms that may appear necessary.
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CHAPTER I
THE EXTERNAL NATIONAL COMPETITIVE EXAMINATIONS
8. Annex 1 brings out the following:

The number of Member States in which competitive examinations
Wwere held has increased from five during the 1974-1981 experimental
Peried to 15 in 1982-1983., While in the experimental period
examinations were hald only in major developed countries (Italy,
Federal Republic of Germany, Japan, the United Kingdom and France),
it became possible in 1982-1983 to organize examinations in
developing and socialist countries and to reach all the continents.
The competitive examinationg Scheduled for 1984 are to be held in
the Federal Republic of Germany (7 posts), Japan (5), Italy (47,
Papua New Guinea (2), Baint Lucia (2), Saint Christopher and
Nevis (2},

The mumber of candidates at these examinations has on the
whole been high in relation to the number of posta offered, the
ratio of candidates to posts sometimes reaching a figure of several
dozen (58 in Ttaly in 1974 and in Brazil in 1982, 33 in Japan in
1975, ete.) and uUsually being higher than 4 or 5 in countries where
the number of candidates is proporticnately the lowest. Contrary
to the pessimistic forecasts made, a large number of worthwhile
candidates were forthecoming in all the developing countries
(e.g. 236 in the Ivory Coast in 1982, 82 in Mauritania in 1983, ete.)

Reserve lists have been prepared for eévery examination, the
total number of candidates included in these lists being 88 (as
against 118 recruited for the posts officially offered for
examination).

The distribution of the succeasful candidates by ocoupational
groupa (since 1981, when the distribution was fipst known) was more
or less 60 per cent for the "economist" group, 21 per cent in the
"general administration" group, 1l per cent for the "social and
pelitical sciences" group and & per cent for the "data-processing"
group.

g. The establishment of a competitive examination system was not
really a novelty in the United Nations, since such a system has

staff, for whom thepe are three types of examinations: for
translators, interpreters and editors; but the difficulties to be
overcome for the recruitment of Professional staff in gZeneral were
ctonaiderable., 1In particular, it waa necessary to develop the
examinations service, which found itself responsible for entirely
new tasks; to work out specific tests and to select examination
boards for each of the occupational groups; to negotiate the
organization of the examinations on a case-by-case basis with the
reaponsible authorities in each country; +to ensure the
confidentiality of the tests while arranging for their distribution
to a great variety of places; to prevent possible cheating: to
explain the new recruiting methods to tha departments concerned and
have them accepted; to make sure that the time needed for the
organization of the examinations and the reservation of posts did
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not hinder the normal operation of the departments; to organize on
a parallel basis the internal examination, which posed problems of
the same kind but alse had its own peculiar problems, particularly
that of setting up throughout the world examination centres
designed to function simultaneously.

10. . Most of these difficulties have been overcome in a quite
remarkable way: the examinations service has been able to hold
external national competitive examinations in a larger and larger
number of countries and at the same time to hold the internal
examination on an annual basis; aufficient publicity has usually
bean made; boards have been set up consisting of competent,
dedicated staff membera who have carried out their work in an
objective way; no cases of cheating have been found; serious
difficulties have been encountered in only one country out of 153
and the quality of the auccesaful candidates recruited has been
outstanding, as has been acknowledged by nearly all the recipient
departments.

11. Furthermore, the system of external national competitive
examinations has greatly assisted the efforts of the Offlce of
Parsonnel Services to apply the prineiple of equitable geographical
distribution and improve the gver-all statistics in that regard.

Of the 118 candidates recruited by external national competitive
examinationa, 11l - or 95 per cent - belonged to countries which
were unrepresentsed or under-represented. As from 1982 this
proportion reached 100 per cent, and the examinations scheduled for
1984 will be held solely in countries belonging to these categories.
On the other hand, only 21 per cent of recruitments at the same
grade levels, made without examination, came from unrepresented or
under-represented countries. In this respect, therefore, the
superiority of the national competitive examination method is
unguestionable. Its more general use in accordance with the
established rules would make 1t posaible to improve fivefold the
rate of progress towards the eatablishment of equitable
geographical diatribution.

12. The machinery for the full-scale operation of a system of
external national competitions is thus in a sound condition. It
may even be thought, in the eircumstances, that once the system has
been fully appiied in the United Nations, it could be usefully
axtended not only to the major programmes affilisted to the

United Nations, auch as UNDP, UNICEF, WFP or HCR, but also Lo other
organizations in the United Nations system. Unfortunately, very
serious threats to the competitive examination method are still to
be found inside the United Nations itself.

15. They stem from reslatance to the application of re

resolution 35/210, which finds expression in the fact that too
small a proportion of the P=1 and P-2 posts have heen filled by
competitive examination. The figures are eloquent in this respect.
Statistics supplied by the Office of Personnel Services on
recruitment at the P-1 and P-2 levels during 1982-198%

(1 January 1982 to 31 December 1983) show that, of a total of

271 staff members recruited:

/oo
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66 persons, or 24.3 per cent, were recruited by competitive
examination from G %o P {promotion);

41 persons, or 15.1 per cent, were recruited by external
hational examinations; and

60.5 per cent, or 164 Profesaional staff, were recruited by the
traditional methoda, which are at variance with the resolution.

If these proportions are compared with those set out by

resolution 35/210, namely, 30 per cent for G to P examinations and
70 per cent for external examinations, we realize what a gulf there
is between the actual aituation and the directions given by the
General Assembly: the pro ortion of recruitments by means of
external examination is five times less than it should be accordi
to the rules. Even admitting that this was the period during which
the reform was under way, the situstion seems difficult to accept,
and in any case requires explanation,

14. Consequently, we asked the Office of Personnel Services to
prepare a complete list of names of the peracns recruited during the
period in question and to indicate, against each nams, the method of
recruitment used and the reason why it was used. The following were
the results:

(2) 35 persons were recruited at P-2 level for P-3 posts;

(t) 28 persons were recruited for poats that had been vacant
before 1982, but with EOD dates in 1982 or 1983;

{c) 12 persons were recruited for posts in occupational groubs
which did not form the subject either of G to P examinations or
external examinations;

(d} 19 persons were recruited for poats which had originally
been reserved for the G to P examinations, but which were not used
by the Central Examinations Board (CEB):

(e) 8 persons were recruited for periods exceeding 11 months
but their submission to the APC-APB was delayed;

(f) 8 persons were recruited to replace professional staff
members of the same nationality, in the case of Member States whose
nationals serve essentially on fixed-term contracts;

(g) 7 recruitments were specially authorized by the Office of
Personnel Services;

(h) 12 recruitments correaponded to professional staff
members appointed to temporary posts who had left the Organization;

(1) 16 recruitments corresponded to "adjustments": changes in
visa or post statua for starff members already in employment,
transfer from a post subject to geographical distribution to an
unattached post, ete.; and

Unfortunately,
the number of
pesta to be
filled by
external
competitive
examination
was five times
lesas than it
should have
been according
to the rules,

A variety of
reasons given
for circum=
venting the
examinations.
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(j) 1lastly, there were 19 persons promoted from G to P
without examination as a result of appeals to the Administrative
Tribunal by G staff members already cccupying P posts.

15. Among the cases thus listed, it is poasible to distinguish:

Those which can be put down to a dubious interprestation of
resolution 35/210 - in the case in point, the 35 persons recruited
at P-2 level againat P-3 posts, The resclution refers to the Pe)
and P-2 levels and not to posts, so that it should have been
applied to these recruitments.

Those resulting from a previous situation, such as the
28 persons recruited "for posts that had been vacant before 19827,
or the 19 peraons promoted from G to P without examination as a
result of appeals to the Administrative Tribunal. Some of theae
casea would appear to warrant a more detalled examination, but it is
to be hoped that they will not recur in the future.

Those which can be explained by valld reasons during the period
of introducing the reforms, e.g. the 12 persons recruited for posta
in occupational groups which did not form the subject either of
G to P examinations or of external examinationsz; or the 8 persons
recrulted as replacements in the case of countries whose nationals
serve essentlally on fixed~bterm contracta; or again the
T recruitments specially authorized by the Gffice of Persommel
Servieces.

Lastly, those which demonstrate a bureaucratic resistance to
the application of the reforms not readily juatifiable. This
applies to the 55 cases in categories (d), (a), (h) and (1),
especially the cases of recruitment for periods of over ll months
without immediate submission of the appointments to APC-APR (in
violation of the provisions of rille 104.14 of the Staff Rules).

16. With regard to the cases o) decided bureaucratic resistance,
the methods used have included:

Invoking every conceivable pretext for making exceptions; in
addition to the recruitment of P=2 level for P=3 posts already
mentioned (the effects of which are set out in detail in
paragraph 14 (a)), candidates have been recruited without :
examination for overhead posts, "replacement! posts (posts lent by
the Budget Division against posts made vacant by the dismissal or
secondment of their holders), 'non-geographical™ posts, ete;

Making temporary appointments to vacant posts which are renewed
aover long periods by successive short-term contracts, or by
alternating periods of recruitment against funds for consultants,
expert posta, ete;

Manipulating post vacancies by the device of tranaferring a
Profeasional staff member from one post to another: e.g. a vacant
P-2 post which should have been submitted for competitive
examination is filled by the transfer of a P-2 staff member, who has
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previously been recruited for a Pu3 post, whereupon a new P=2 staff
member is recruited for the P-3 post that has just become vacant;

Delaying recruitment for a post until a suitable moment for
mzking an exception.

17. An analysis of the methods used to organize resistance to the
competitive examinations reveals that the most effective has been
the withholding of information about vacancies, which haas made it
imposzible for the Office of Personnel Services to submit the posts
in question for examination. The inadequacies of the central
information system on posta and manning tables have long been
criticized, but it has been stated on numerocus occasicns that
headway was being made, and that in particular the integration of
the data of the Staffing List, kept up to date by the Budget
Division, and the data available to the Office of Personnel
Services, was under way. In fact, if any progress at all has been
made, 1t has been so slow that the information system as it exists
at present does not make it poasible for the Office of Personnel
Services either to identify vacant poats (especially if they are
awzay from Headquarters in New York), or to have much of an idea
what posts are going to become vacant in the next few months.

18. This situation, complicated by a systematic attempt to
withhold information ina large number of departments, haa resulted
in the situation where, year after year, at the moment when the
list is being made up of the posta to be filled by examination
(internal and external) the Office of Personnel Services is ahle to
identify only an extremely small number of vacant posts in
comparison with the number of vacancies that already exlst or are
likely to oceur in the months to come. What is more, the internal
examination has always been served first, and this means blocking
some 30 posts out of a total of usually about 60. On occasions, as
we saw in paragraph 14 (d), more posts have been blocked than were
needed for theinternal competition. In these circumstances, the
number of posta which it has proved possible to reserve for externall
national competitive examinations has been extremely small: 35 in
1982 and 47 in 1983, Since, in addition, no rational use has been
made of the reserve list method, it has not been posaible to
increase the number of posts offered for these examinations up to
the level corresponding to the number of posts genuinely available
each year, which is at least 90. Information regarding vacancies
becomes available when it is too late, at which point it is easy to
find excellent pretexts such as urgent need, to recruit for the
vacant posts without examination.

18. All this makes it clear that bureaucratic resistance to change
in this area has been extremely strenucus. This is undoubtedly

due to the fact that resolution 35/210 has not met with full and
complete approval. While competitive methods have their advocates
and have been put into effect with courage and determination by the
competent units of the Office of Personnel Serivces, they have also
had their opponents. This organized resistance to decisions by the
General Assembly is quite unacceptable, and steps must be taken to
overcome it. However, before defining such steps, we feel it
necessary to try first of all to understand the reasons behind this
resistance.

Varied
methoda had
been used,
and the
information
on vacancies
withheld.
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20. The main explanation of thia situation is no doubt a refusal bto
change a routine that pecple have become accustomed to. The minor
gratifications felt by such and such a sbtaff member at being able to
"gecure recruitment” for such and such a candidate whom he knows
(and who in fact seems to him to have more or less all the qualities
needed); the feeling among moat chiefs of services that a system
which does not allow them to continue to choose their colleagues
themselves from among people they know iz at variance with their
normal responsibilities; the refusal by various officials to

accept the "imposition" by the General Assembly of recruitment
methods which they had not themseives had any part in defining; and
finally the annoyance at having to change one's ways, have certainly
played a conalderable role in the eatablishment of this negative
outlook within the Secretariat.

21. The attempts that have been made to explain the isportance of
these new objective recruitment methods have no doubt been
inadequate to convince most of the people concernmed. There should
have been more and better explanations, more demonsiration of an
active inkerest at the highest levels in the introduction of the
reforms, and most of all perhaps, an endeavour to ensure that the
competitive examination system did not from the cutset have any
disadvantage that could Justify to some extent the irritation of the
chiefs of service.

22, The present organization of the competitive examinationa atill
has some defects which have not yet been overcome, the most
important of them being the length of time regquired for recruitment.
The user departments have found in this an argument - a perfectly
valid one - against the methods currently in use. The problem is
that the nacessity to reserve posts in advance for examination
purposes prevents any use of these posta for a periocd which
langthens the standard period needed for recruitment (already very
long as a rule}. This period conaists of the length of time during
which the post is blocked after it bscomes vacant to the date of the
examination plus the time taken for the examination itself. This
defect should be corrected in the future, for example by a more
systematic use of the "reserve 1ist", as we shall explain below.

23. But instead of working to overcome this drawback while
applying the new ayatem, it has appeared much simpler to allege
that the defects damn the reform. The same has been true of other
minor drawbacks which could quite easily be removed. More
generally speaking, the relationships between the Office of
Personnel Services and the user departments - which have always
been difficult, as indeed they usually are in any public office or
company of any size - have not been improved by the problems that
have had to be overcome to implement such a basic reform as the
introduction of competitive examinations. Extra efforts should
thus be made in the years to come to remove any drawbacks which
8till remain and to explain the easential interest and importance
of the competitive examination system.

24, Before determining what methods of making the neceasary
corrections should be envisaged, however, we must analyse one final
phenomenon which is helping to endanger the compeatitive examination
syatem: the tendency for the number of P-1/P-2 posts to fall.

Between 1979 and 1955, the number of Pl and P~2 posts evolved as follows:

fov.
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Budget At end of |At end of | At end of | Beginning
cycle 1978-1979 11980-1981 | 19821985 ' of
cycle cycle cycle 1984-1985
Situation ' budget
Established posta 613 632 603 615
Temporary posts 13 3 16 14
Net results of
reclassification -4 =23 6 0
Posts resulting from
the conversion of
temporary 0 5 7 0
aasistance
Redeployment of
existing posts -2 -6 ° 0
Suppression of posts 2 0 -1 o
Transfer of extra-
budgetary posts 0 0 0 °
Total of P-1l/P-2
posts 622 603 631 629
25. Thus, while the total number of Professional poats available

at all grades increased from 4,232 to 4,586 between 1979 and 1984,
or 8.4 per cent, the number of P-1/P=2 posts remained almoat
unchanged. The pyramid of the Organization's Professional grades
has thus been proportionately narrowed at the base. The most
critical trenda are:

The failure to create any new P-1/P-2 posts {although the
total numberof posts is atill increasing); and

The appearance of a significant phenomenon of reclassifying
P=-2 posts %o the P-3 lavel.

26. The object of this report is not to make heavy weather out of
the errors of the past, but rather to try to define how in the
future, bearing in mind the experience acquired during this
difficult period of introduction, it is possible to apply once and
for all the reform of the recruitment methods defined in
reaolutions 33/143 and 35/210, and if posglible to consolldate and
strengthen it. Any corrective or complementary measures which the
General Asaembly might consider recommending, if it wishes to see
its own resolutions implemented, seem to us to be concerned with;

(a) The over-all application of the rule of recruitment by
competitive examination at levels P=1/F-2, with the exception of
strictly delimited caszes;

<. also
has its
risks.

Corrective
and
supplemantary
measurea
which can be
envisaged.
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(b) The method af drawing up a liast of successful candidates
in the external nationzl competitions, and the planning of
competitive examinations and their extension to cover more
countries;

{¢) The broadening of the objective methods of recrultment
by the gradual inclusion of P-3 posts in a system of competitive
examinationa or written teats.

(a) Wholesale application of the rule of recruitment by
compatitive examination at levels P-1/FP=2

27T. The General Assembly might indicate that it prohibits
recruitment at P=-1/P-2 levels without competition againat any post,
whether astablished or temporary, financed ocut of extra-budgetary
funds, and whatever their grade, apart froa carefully spelt-out
exceptions authorized personally by the Assistant Secretary-General,
Office of Personnel Services, on behalf of the Secretary-General
and within the limits of percentages to be specified. The
examination we have carried out with the O0ffice of Personnel
Services of the difficulties which can arise has led us to propoae
the following limited exceptions:

28. For eatablished posats, within a maximum limit of 5 per cent,
both in the case of recruitments of nationals of countries not
represented or under-represented, where the lower lavel of the
desirable range 1s between two and four, and in the case where, for
occupational groups with small numbers and few vacancies each year
it would not be poasible either to hold an examination or to use
the reserve liat from the competition of a previous year. The
diffioulties which these two types of circumscribed exceptions
would make it possible to cope with are the following:

Experience has proved that the competitive examination syatem
allows for application to all countries. However, it is quite
obvious that the regular functioning of the system can only apply
to countries where numbers are relatively high. The problem
of representation of countries where the desirable range is very
low can be solved in such cases more rapidly by direct recruitment.
Furthermore, the countrles under-represented or not represented in
this category are no longer very numerous. Thus the exception
provided for should not last more than three years.

The mamning figures for the 14 occupational groups intoe which
the Professional staff of the United Nations are divided are
uhequal. Some groups, such as language staff, general
administration and economists, have a size which allows the
recrultment of several dozen Professional officers at P-1/P-2 level
each year. Others only offer three to eight posts at P-1/P-2 level
regularly each year (social development, statistics, information,
political affairs, legal matters, library, electronic data-
procesaing, finance, etc.). Others again are too small to offer
with any degres of certainty more than three P-1/P-2 posts each
year. In this group (engineers and architects, publishing and
printing, science and technology) 1t can happen that it ia
impossible to organize external competitive examination2 or even to
offer a post for internal competition in the course of a givenyear.

foon
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In such irstances, it may be necessary to authorize recruitment,
éxceptionally. without = competitive examination. For other groups,
it 1s for the Uffice of Persomnel Services to ensure that there are
always, at least once every two years, posts available for external
mational competitive examinations in sufficient number to enable
recruitment to be made on the basgis of a list thus established unti]
a new competition can be organized for that group.

29. With regard to temporar 0sts, or posts flnanced cut of extra-
budgetary funds or from support funds, exceptions could be
authorized within a maximum limit of 30 per cent whenever the
Secretary-General or the Assistant Secretary-General, Office of
Personnel Services, feels that it is not possible to offer recruited
candidates a two-year contract. The difficulties to be overcoma
here are the following: temporary posts or posts financed from
extra-budgetary funds do not, in principle, make it possible to
offer candidates recruited for these posts a two-year contract.
Actually, a large proportion of temporary posts or posts financed
out of extra-budgetary funds are held by personnel on the regular
Profesaional manning table. It is therefore posaible, in'a large
number of these cases, to offer two-year contracts at the time of
recruitment to P-1/P-2 levels. A4ll that is necessary here iz for
the Organization to undertake to replace the Profeasional officer
thus recruited in the event of the disappearance of the post before
that date. We feel that such an undertaking could be given in at
least 70 per cent of cases. Under these circumstances, it is
proposed that the number of possible exceptions to recruitment by
competitive examination at P-1/P-2 levels for these posts should be
limited to the figure of 30 per cent already mentioned.

30. The General Assembly might finally decide:

(2) That for all recruitment at P-1/P~2 levels involving
exceptions to the competitive examination rule, written tests would
be organized enabling the candidates chosen from the short lists for
recruitment to the corresponding posts to be teated. The
examination service would be responsible for preparing tests for
such occasions in advance and arranging for the practical
organization of the examinations.

(b} That the Secretary-General would each year report to the
Assembly, in the report on the staff situation, concerning the
clrcumstances in which exceptions to the recruitment by competitive
examination to levels P-1/FP-2 had been authorized.

(b) Method of drawing u lists of succesaful candidates in the

external national competitive examinations, and planning
of the examinations

31. Annex 1 indicates that the examination boards have taken care,
whenever they deemed it possible, to place on a list %he names of a
number of candidates not immediately assigned to reserved posts but
recommended for subsequent recruitment. The number of these
candidates varies with each competitive examination between one and
elght, and the total number amounts to approximately 75 per cent of
the total number of reserved posts. This inelusion in reserve lists

The other
cases of
recruitment
would involve
written tests
and anaccount
of exceptions
would be given
to the
General
Assembly.

/--o
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has been done since 1981 by cccupational groups. The use made of
the liats for the recruitment of candidates has on the other hand
been extremely disappointing. In all, only eight candidates vere
recruited in 1981 and 1982 from the reserve lists (two in 1981,

one for France and one for Japan, and eix in 1982: two for Brazil,
two for Italy, one for the Federal Republic of Germany and one for
the Ivery Coast). Nor were we able to ascertain whether these
candidates had been recruitad to replace other successful candidates
Use of the whe had decided not to take up their posts or whether they had been
recrulted in addition to successful candidates already assigned
posts. These figures show that the reserve list system needs to be
completely re-organized.

reserve list
systen ...

32. The so-called "reserve 1list" problem, which might be better
described as the problem of the list of successful candidates in
examinations, arises as follows: since the competitive
sxaminations are organized only once a year, it is necesgary to
resolve the gquestion of the coincidence in the number of

avallable posts in the course of a given year at P-1/P=2 levels Iin
each of the existing occupational groups and the number of
candidates passing the examination in each of these groups. To
ensure this colncidence, the following may be envisaged:

- Advance reservation of available posts as and when they become
vacant. Thls reservation has two practical difficulties - that of
unduly prolonging vacancies arising at the beginning of the year
preceding the examination, and that of identifying the vacancies,
since information on this subject is "withheld*, as indicated in
paragraphs 17 and 18 above.

- Forecasts, made by calculating the figures for the previous
years and correcting them on the basis of the most recent
information, of the number of poata which will become available
during the current year. 1If such forecasts could be made, 1%t would
... would no longer be necessary to reserve posts in advance, and in these
make it circumstances, successful candidates would immediately be assigned
poasible to posts as and vwhen vacancies arose. Unfortunately, such forecasts
cope with the for each profeasional group cannot be made in a very precise manner,

so that it is impossible to give successful candidates admitted on

diff

arisizglgt:: the basis of such forecasts a guarantee of assignment to specific
delays in postas. The risk of making successful candidates wait too long is
recruitment . |2180 considerable.

23. In view of the difficulties arising in reapect of both these
methods (wholesale reservation of posts offered for competition or
advanced forecasts of posts to be filled), only a combination of
the two methods could make it possible to obtain acceptable
results, in other words to achieve a reasonable degree of accuracy
without making either the departments or the successful candidates
wait too long. A sound system might therefore consist of the
following:

- Reserving approximately half the posts which have becoma
vacant during the course of the year (all posts becoming vacant
3ix months prior to the date of the competition);

,cn.
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~ Offering for competitive examination a number approximately
twice that of the posts reserved, so as to fill the vacancies
arising within a period of s3ix months following the date of the
competition, in addition to those representing the reserved
posts. 2/

34. If guch a system were applied in its entirety, the drawback Planning of the
pointed out in paragraph 22 - the protraction of recruitment delays |compebitive
because of the additional time needed for reserving pests and lexaminations
holding competitive examinatinns -« ceuld he reduced considerably, ﬂshould be part
since in half the cases at least the problem would ne longer arise, }of recruitment
It would even be pnsslble graduazlly, as and when the system was plan.
perfected, to reduce the number of posts ressrved in advance and to
arrive ultimately at a systam by which a list wouid be drawn up of
available zuccessful candidates whose recruitment could take place
immediately the moment a vacancy gecurred.

35. This system of forecasts ashould alsc make i* possible to set
up a competition programme over gseveral yeara within the framework
of the long-term recraltwent plan by the estahlishment at least
three vears in advance of lists of countries in which the
competiftive examinaticns will be held. These countries would be
provided with an avproximate idea of the number of places whish
could be offered to them, by occupational groups, and this advance
indication would enable thnem to make better publicity and to train
candidates better. At the same time it should be possible:

Gradually to increase the number of countries in which the
competitive examinations are held each year;

To offer more posts at each examination (in proportion to the
quotas of the countries in question):

Gradually to extend the examinations to countries whose
representation is within their desirable range. While appreciating
the reason why the 0ffice of Persomnel Services has since 1982
confined the examination o countries not represented or undeprw
represented, namely as providing an excellent opportunity to meet
the wishes of the General Assembly as to the application of a
fairer geographical distribution, an effort should now be made to
extend the compatitive erxaminations to a2ll ccuntriss.

This last suggestiion seems to us to be justified by the fact
that the increase in the number of pozts offered for competitive
examination each year as a result of the apvliecation of the measures

2/ An estimate of the number of recruitments to be envisaged each year is
furnished in table I of the recruitment plan for 1983-1385. It provea that such
caleulation is possible. However, it must be kapt conatantly up to date. Indeed
such a forecast will only be seriously posaible ence the Dreakdown of all existing
posts by occupationzl gronps is made. In this respect, 1t may be hoped that the
Career Developnent and Placsment Unit which was recently reorganized within the
Off'ice of Personnel Services will carry out this indispendable task as rapidly as
possible {it should in fact have been completed several months ago).

/...
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recommended above should make it possible to reduce very rapldly the
number of countries under-represented or not represented. These
measures seem to us all the more urgent in that they could be a
neans of correcting one of the defects in the presant methods, which
in some small and highly-apecialized occupational groups such as
data processing leads to tha recruitment of nationals of one or two
countries only, thus running the risk of giving a monopoly among

the professional groups te these couniries - which 13 c¢learly not
deairahble.

{e) Broadening of the competitive examinatlon and objective

methods of reeruitment Lo the r=3 level

36. -In paragrapha 14 and 16 above we saw the abuse that had led to
recruitment at P-2 level for P-3 posta and the manipulations
encouraged Dy this operation (transfers, etc.). It seems to us
highly desirable, for a variety of concordant reasecns, to develop
objective methods of recruitment at all levela; to take a deciasive
step in the direction of organization of professional careers; to
put an end to the abuse deseribed above; Lo increase considerably
the rumber of posts offered for competition, and to embark
resolutely on the extension of the examinations *o the P-3 lavel.
The =implest znd most comprahensive solution might be to set

But a period
of gradunal
adaptation is

4

37.
up for all outside recruitment at P-3 level, f.e. for all
nominations at this level made outside the scope of internal
promotion from P-2 to P-3, 3/ a system of recruitment using external
national examinations at P-2 level, though with the following

differences:

(a} Candidates would be reguired to produce evidence of
five years professional experience in the occupational group for
which they were applying.

(b} The university qualifications required would be raised to
he minimum level of master's degree (M.A.) inatead of the firste
evel dagree (licence or B.A.)

(¢} Consequentially, the age-limit for the competition would
be raised from 32 to 36 years, e.g. Por candidates meeting the
first two conditions.

(d) Candidates for recruitment at P-3 level would sit the
Same examinations as candidates for the P-2 level, but would also
have to pass a special additional test relating to the
occupational group concerned and designed to provide evidence of a

necessary.

3/

introduced.

level of professional competence higher than that for candidates at

r-z level.

For which no new procedure differing from the present one would be

/ene
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38. Such a system, which in particular could be adapted to the
level of the suboccupational groups by providing for the special
delective test covering various specialities within the oceupational
group concerned, would make it possible to reeruit objectively, with
a greater guarantee of level of qualifications than the direct
recruitment system, candidates meeting the requiraments for P-3
level.

33, It seems to us neverthelesa that a asystem of this kind caunot
be organized without a period of preparation and adaptation.
Unexpected difficulties can arise which only experience will
reveal. This is why it seems to us possible to envisage a
progresaive plan which would cover:

The estaplishment on an experimental basis of the systenm
proposed in paragraph 37 for one large occupational group only,
for example the numerically most important group - General
Administration;

The parallel establishment of written teats for recrultment
at P=3% level of all outside candidates in another large
pecoupational group such zs the economiata group;

The gradual extension, after two years of experigent, of one
or other of the above systems to cover all the occupational
groups.

40. The measures Just advocated would help %o increase the nunber
of posts available for competitive examination., The number of
outside recruitments at P-3 level varlea between 70 and 90 each
year; the number of recruitmenta in the general administration
occupational group alone is approximately 15 and in the economist
group, 30 to 35. In all, therefore, it may be sald that the
immediate application of proposed measures would make it possible:

To offer about 100 placea at the external examinations
(85 to 100 at P-1/P-2 level, because of the extension of the
competition to posts financed out of extra-budgetary funds, and
15 at P-3 level);

Gradually to prepare the extension of objective recruitment
measures in the form of written tests to supplement the oral tests
or interviews, by applying them to the exceptional cases where the
competitive examination 13 not used at P=-1/P-2 level and to the
oceupational group of eccnomists at p-3 level.

This would mean a resolute movement towards an extension of
objective recruitment methods to a greater and greater proportion
of the total recruitments of professional ataff, with a view to
preparing for their subsequent wholesale adoption for the whole of
the Secretariat.

Variocus
methods could
be tested for
the two
largest
professional
groups, before
their
application
becanegeneral.
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Results to be expected from the whole body of decisions advocated

41. The measures just advocated are complementary. They would
make it possible, among other thinga:

The situation
in regard to . To ensure henceforth the observance of the resolutions already
the examinationjvoted by the General Assembly, and in particular resolution 35/210;
for G to P
promation ... To transform radically the conditiona governing the recruitment
of Professional staff, and consequently to improve decisively the
quality of the Secretariat;

To intereat all the Member States in the functioning of the
competitive examination system;

To prepare for the extension of the competitive examination
machinery to the United Nations aystem as a whole, with a view to a
decided modernization of this group of institutiona.

feus



-19 -

CHAPTER II

THE CHMPETITIVE EXAMINATION FOR MOVEMENT FRGM G TO P CATEGORY

42. The situation in regard to the competitive examinatiocn for
G to P promotion is different from that just described in relation
to the external national competitive examinations, since in this
case the mmber of posts offered for recruiiment has aiways been at

the level required by resoluiion %5/210. The question asked in ere i

regard to this system of promotion are guite 3ifferent from those [different from

we have just dealt with in the first chapter. that of the
external

43, 4 should be noted first of all that as in the case of the national

external competitions, the examination arrangements have proceeded }competitive

sgtisfactorily. Here the examinations were at world-wide level, examinationg.

and ¢ould be said to represent a phencmenon which has appeared for
the firat time ever. The tests have had to be held at the same
time in a large mumber of centres. This difficulty has been
satisfactorily overcome, the muber of centres verying between
eight and twelve &/ over the years, and corresponding respectively
to between 25 and 31 dubty stations. For the four competitive
examinations held in 1979, 1981, 1982 and 1983, the number of
candidates was approximately 400 in each instance (there was &
slight decline from 434 in 1979 %o 382 in 1983 ). The number of
poats offered varied between 48 and 25, or sbout one post per

10 to 15 candidates (see annex 2).

44, The allocation of poats set aside for successful candidates
by occupational groups was different from that of national
competitive examinations: 40 per cent in the case of the general
Administration group (as compared with 21 per ceni for the
national competitive examinations), 12 per cent for ihe economist
group (as against &0 per cent for the naticnal examinations,

8 per cent for the librarian group, recruiiment here being for
practical purposes limited to this internal examinaticn, This
tendency to reserve the posts in certain groups by preference for
promotion from inside is explained by the qualifications possessed
by personnel in category G. But it has some disadvantages, which
could only be removed hy extending the outside competbitive
examinations to all posts at the P-1/P.2 level.

45. The academic lavel of candidates was higher than first-level
degree "licence” or B.A. in 24.6 per cent of cases, equal to that
level in 3B.8 per cent, and lower in 36,5 per cent of cases, This
last situation is explained by the provisions of resolution 33/143,
which merely requires post-secondary educational qualifications
(plus five years' experience),

4/ In 1983: Addis Ababa, Zaghdad, Bangkok, New Tork, Jerusalem, Santiago,
Vienna, Germeva. In other years, centres were set up alsc at Mexico City, Ismailia,
Wairobi, Nicosia and Beirut,

/...



The question
can be asked
whether it is
a system of
recruitment
or a system
of prcmotion

e

-~ 20 -

46, Annex 2 shows the main nationalities to which the candidates
and the successful candidates belong. In practically all cszes
they are from countries which are well-represented or over-
represented. In ceriain cases it is precisely because of the
existence of this internal ewamination that the countries remain
regularly in the well or over-represented category, which has the
effect of making it virtually impossible tc organize outside
competitive examinations in those countries. This is one of the
drawbacks of *the zystem of internal promotion. It should be noted,
however:

That G to P prometion as it took place before the institution
of the promoticn examination had exactly the same consequences as
far as nationality was concerneds

That the naticnality of candidates and of successful candidates
reflects proportionally the present nationality distribution of the
whole of the General Service category.

In any event, here again, an increase in the number of posts
offered for competition outside could overcome this drawback %o a
great extent.

47. Like any change in settled habite, the instituiion of this
internal examination has creafed psychological difficulties. I
is often forgntiten that the General Asserbly set up this gystem
te get rid of manifest abuses and gerious shortcomings. Q/ On the
other hand, it has seemed regrsttable, for example, that the new
syatem makes it less easy than did the previocus system to reward
staff mewbers who have spent s long career in the service but have
neither the gqualifications nor the desire to sit the examination,
In other worda, the question raised hes been whether the sysiem of
internal examinations was a methed of recruitment or a system of
promotion,

48. A paper dated 12 August 1983 (SMCC/VII/9) prepared by the
Joint Advisory Committee (JAC) at Headquartevs, New York for the
S8taff Management Co-ordination Comnittee (SMCCS at its

seventh session in New York in September 138% and entitled
"Alternatives to the Competitive Examination for Movement from the
General Service and Related Categories to the Prefessional
Categery" summarizes the problem in this respect very neatly. It
points out that any promotion system should:

Be part and parcel of a career development plan based on
c¢learly defined professional groups and a job clagsification
system;

Apply on a Secretariat-wide basisji

Be as objective as possible.

5/ Tn that connection, see for example the reports JIU/REP/TL/7,
76/8, 17/4, 78/4.
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It alsc points out that the crucial question is whether the
movement from one category to the other should be regarded as a
system of recruitment or of promotion., After looking at various
options, it recommends the examination of a dual system which would
address two groups among the General Service staff:

Those who have reached the highest levels within their
category (or alternatively have at least 15 yeams! service to
their credit);

Those who have academic qualifications corresponding to an
occupational group (P category) and five years' experience (this
group is the sawme as under the present system, but with the
academic level reguirement raised).

Por each of the groups, different systems of tests would be
considered, in the first case mainly to test the experience
acquired on the job, and in the second to test the candidate's
technical and general qualifications. The paper explains in
conclusion that this dnal ophion in any case requizes further stady
and that essential informstion is lacking.

43. The ideas expressed in this paper seem o us to be of interest
and deserve serious study. However, the problem which arises in
this commection appears is us to be wider still. The guestions
which the institution of the competitive examina’ion has thus
trought to light are concerned not merely with the gpecific matter
oi how to move from G to P category, but actually with the entire
concept of a staff policy for General Service staff. They also
indicate that the present policy is undoubtedly ill-defined.

50. This question, particularly the part concerned with career
development in the General Service category, has been under
consideration for many years; htut progress has been extremely slow.
It would be tiresome to list all the documents which have dealt
with this problem and all the wo-king groups which have studied it
without reaching either conclusiins that can be applied, or
decisions, For more than 12 years, the Joint Inspection Unit has
in report afier report heen recomuending the restructuring of the
General Service category (e.g, recommendation No. 14 of

report JIU/REP/T1/7 of July 1971), and has time after time called
for the adoption of an eceupational groups list of career plaming,
of a system of training, and of better recruitment methods. Some
Progress appears to have been made in the understarding of the
problem, in the formal adoption of the above concepts and in the
study of certain aspects of the guestion., Recent propasals for
setting up two complementary G-6 and G.7 grades in New York are
certainly a step in the right direction; bubt no over-all policy
has been either formulated or put into practice,

ees but
nothing can
be resolved
finally
until a
system of
career
development
for General
Service staff
hag been
established.

lovs
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51, The General Service category in the United Nations comprises
about 10,000 staff members. §/ These are broken down as follows:
approximately 31.7 per cent in New York (3,116); 15.23 per cent
at Geneva (1,496)3 10.47 per cent at Vienna (1,029); 6.50 per
cent at Bangkok (638); 5.32 per cent at Addis Ababa (523);

4.17 per cent at Santiago (410); in other words, nearly 74 per
cent at six duty stations, the rest heing spread over a very large
number of countriss throughout the world. The nationalities
represented are those of practically all the ¢ountries, but in the
case of more then 65 per cent they are sssentially those of =
dozen countries, The only policy which appears to exist as
regards recruitment is that of recruiting locally, in other words
in the zones surrounding the duty stations. On the other hand,
apart from a few testz in shorthand and typing for secretaries
(tests varying according to the duty stations}, there is no
objective method of recruitment and there are no principles which
apply to the proportions to be recruited at the beginners'! grades,
nor rules concerning age, work experience or qualifications
required. While the odd document may give reason to hope that
some progress has been made in defining ocoupational groups, it
does not appear fthat the existing posts have been classified into
such groups, let alone that career procedures have besn established
for each of the groups. Nor does there appear te e any outside
systen of training, either prior to recruitment cr of an in-service
kind.

52. This means that there is a long way to go fo provide a
suitable status for this category of staff, which is of great
importance as regands the number of its members and the functions
it serves. As everyone knows, one of the fundamenital bases for
geod management in any administration and in any large undertaking
is the existence of a body of subordinate personnel fully trained
and adequately motivated by ite career proepects. In spite of the
devotion of a large part of this personnel, and the often heavy
reaponsibilities entruated to it, $the United Natioms leaves much
to be deaired in this direction.

§/ The statiatica concerning General Service staff would appear to suffer

from the same
the report on
indicates for

shortcomings as the staff statistics in general. For example,
the Composition of the Secretariat (A/38§347 of 14 September 1983)
36 June 19683 a figure of 8,218 staff mewbers in the General

Services and 1,153 in other related categories, making a total of 9,371
(table 20), and ancther figure of 9,980 for staff belonging neither o the
professional category nor to that of experts (table A); whereas for

31 December 1982, report ACC/1983/PER/32 of 30 June 1983 published by the
secretariat of the Consultative Comittee on Administrative Questions (CCAQ)

indicates for

the United ¥ations a figure of 9,821 staff members in the General

Service category (tables 1, 2 and 17), and then, in tables 11A and 118, figures
of 7,707 General Service staff wembers paid out of budgetary funds and 5,329 paid
cut of non-budgetary funds, cr a total of 13,0%6.

I/ United States, Thailapd, Fhilippines, Ethiopia, United ¥ingdem, France,
fustris, Chile, India, Bangladesh, Switzerland, Kenya.
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5%2. For this reason it seems to us essential, before making any
proposal to the General Assembly for possible amendment of the
present system of competitive examinations for G tc P promotion,
that the Secretary-General should let the Assembly lock closely
into the present situation of the General Service staff as a whole.
A study such as the Assembly might see fit to agk for on this
question should comprise at least the following informations

(a) A serious statistical basis including (for a rscent date
but the same for all data):

The number of budget and non~budget posts covering General
Service and other related staff, with a breakdown by duty station
and by grade;

A list of recognized occupational groups andé the nuwmber of
posts, with grades, assigned 4o each of them;

The number of staff by grade (with an indication of the
equivalences making it possible to add together the results for
the various duiy stations), by length of service, age group,
nationality, occupaticnal group, sex, level of academic
qualifications and job experience;

The combinations of these various characteristics:
Occupational group, graae and length of service;
Occupational group, age and length of service;
QOccupational group, age and grads; eic.

Comparative data on the systems of G to P promotion prior to
and following the instituticn of the competitive examinations
(same indications as above for the staff members promoted).

(b) Proposals concerning:

Improvements in the metheds of recruiting (enewal Service
stafl to achievs greater ohjectivity for each cceupationsl groups

The determination of age standards, qualificabions,
recruitment procedures, efc, in each grade, including beginner
grades, for each cocupational group. (This ie particularly
important. It iz not possible o organize the careere of a category
of staff unless the recruifment proporiicns at the begimmers'! grades
and higher grades are claarly established. In general, it igs
desirable that the bulk of recruitmenis are effected at beginners®
grades);

Tra%ning methods applicable prior to recruitment, in the course
of reeruitment and for the preparation of the promotion examination,
at least 2t the elght most important duty stations;

/oo.
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Career organization, including career procedures in each
occupational group; examination of the possibility of harmonizing
grades at the various duty stations; and conditions for promotion
to the highest grades:

Possible modifications of the system of G to P promotion,
including a thorough study of a dual system of internal recruitment
(at a level equal to that of the external competitive examinations,
especially in regard to academic qualifications) and of promotion
in the case of staff members who have reached the highest grades.

/..
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CHAPTER IIX
CONCIUSIONS AND RECOMMENDATIONE

54, The establishment of a staff policy caleulated to provide the
United Nations with the high quality staff it needs is a long-term
undertaking. The staff policy reforms recommended by the Joint
Ingpection Unit since 1971 have been implemented in part, sometimes
cautiously, more often with a slowness which serves no purpose and
can hardly be justified., The balance~sheet to be drawn up today
is still only relatively in the black, so that it would seem
neceasary to take one or two more steps in the right direction and
to speed up the tempo somewhat.

55. This balance-sheet has on the credit side:

The institution and systematic implementation of competitive
examinations for recruitment at levels P-1/P-2;

The definition of 14 occupational groups for the professional
staff category;

The development and modernization of the recruitment rosters
for professional staff and project staff;

The establishment of a long—term recruitment plan;

The work done on preparing a career development plan for
professional staff;

A number of studies on the cccupational groups for
General Service staff,

_ This report has described one or two of the phenomena . which
mst be placed on the debit side:

Resistance o the wholesale application of extermal
competitive examinations and the continuation at P-1 and P-2 levels
of recruitment practices which are not objective and are st variance
with resolution 35/210;

Difficulties in the implementation of a career development
gsystem for professional staff;

The inadequacy of studies concerning General Service staff,
the lack of a definition for this category of a career development
plan and an over-all policy.

56. The purpose of this report is to suggest to the

General Assembly that it give the necessary stimulus to get rid of
these shortcomings. The main recommendations in this respect are
the following:

MAIN
EECCMMENDATIONE

/oo



Recommendation No, 1

Recruitment at P-1/P-2 level, against any post (whether
established, temporary or financed ocut of extra-budgetary funds, and
whatever the grade) should be by competitive examinaticn, apart from
very specific exceptions authorized by the Assistant Secretary-
General, O0ffice of Persomnel Services, on behalf of the
Secretary-General subject to the limits and conditions lald down
in paragraphs 28 and 29 and to the provisions defined in
paragravh 30.

Recommendation No. 2

The preparation of a list of successful candidates at the
external national competitive examinations should be carried out
in accordance with the procedures described in paragraphs 31-34,

Recommendation Ho. 3

A plan for extermal national competitive examinations should be
established for a minimum pericd of three years within the
framework of the long-term recruitment plan in accordance with the
procedures described in paragraph 35.

Recommendation No. 4

The General Asgembly might consider seeing to it that the
creation of new posts in budgets include a substantial proportion
of P-1/P-2 posts, sc as to re-establish the normal pyramid of
Professional grades, It might also consider limiting or
prohibiting the reclassification of P-2 posts at higher levels.

Recommendation No. 5

As of 1 January 1985, recruitments at P-3 level should follow
the methods defined in paragraphs 37-39, and these methods should be
fully applied from 1 Jamuary 1987 onwards,

Recommendation No. 6

The General Assembly might consider the possibility of
recommending the extension of the rules applicable to competitive
examinations to UNDP, UNICEF, WFP and HCR.

Recommendation No, 7

The General Assembly might consider the posgibility of
requesting the Secretary-General to provide a report on the
situation of General Service staff in the United Nations, in
accordance with the procedures defined in paragraph 53.
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Annex 1, Extbernal National Examination
No. off pusts Yo. of
No. of o . candidates No. of
Data Country Place -:I:.:Léiggte candidates b‘i al recruited by| sandidates on
Bl admittes | POCUPMEIOM ceoupationall reserve list
Broups
ETOUpS
1974} Ttaly Rome 580 283 1¢ 18 &
Fed.Rep. of
Germany 404 183 15 1G 11
1975 |Japan 358 322 10 5 &
Uni ted Kingdom - 47 2 2 3
1973 |France 140 24 = z 9]
1981 {France 53 47 Becon. 2 Beon. £ | Boon. 4
Japan New Yotk 83 51 Beon., T Bean., & | Buoa. z
EDF 2 EDP 2 | EDP o
Total 3 3 2
TOTAL Bl 48 L
1982 |Brasil o ge 350 195 Toon, 4 Econ. 4 | Econ. 1
Janeiro Admin, 1 Admin. 1 Admin., 3
c.Pol 1 Jca.Pol. ; Soc.Pal. 3
IFed.Rr.e'_n. of 5 e 7
GeTmany velogne 182 147 Econ. [ Econ. & { Beon. 3
EDP 1 | EDP 2 { EDP &
T ] 9
Italy Rome 104 57 BEcon. [ Econ. & | Bcon. 2
EDP i EDP 1 | EDP 2
T T 4
Ivory uocast Abidjan 234 159 Admin., 1 Admin. 1 | Admin. 4
Econ. 2 Econ. 2 | Econ. 1
Sce.Pol. 2 Sec,Pol. O | Soc.Pol. O
5 3 5
Mauri tania Nouakchott 82 59 Admin. 1 Admin. 1 | Admin,. 4
Beon. 2 Econ. 2 | Ecen. 1
Soc.Pol. 2 Soc.Pel. 9O | Sce.Pol. Q
5 3 5
Suriname Paramaribo 11 7 Econ. 4 Econ., o}
Soc. 1 Soc, Q| Fa
5 o]
1983 |Czechoslovakia [Prague 20 16 Admin., 4 Admin. 4 | No
[Ped. Rep.of
Germany tologna 175 112 Admin. 4 Admin. 4 | Admin. 3
Litr. 4 3qe.Sc. 4 | Soc.Sc. 4
G 8 g
Ukrainian SSR {Kiev 22 13 Adnin. 5 Admin. 5 | Admin. 2
Libya Tripoli 20 12 Admin. z Admin. 1 Her
German Dem.Rep.|Berlin %7 z5 Bgon. 5 Econ. 5 | Econ,’ 2
Japan Tokyo 215 1”2 Econle 4 Beon. 4 1 Boon. P
Fin. 4 o, - 2 | Fin. 3
g T 5
Norway Osla 52 22 ¢ Foon. 4 Boon. 4 | Euvon. 3
USSR Moscow a4 41 Buon. [ Econ. 6 | Beon. 2
Verezuela LAracas 15 22 Scc.Bul. 4 S0 4| Soc.Pol 1
Total 1962-1983 Euon. 43 Been. 17
bdmin. 19 Admin, 17
EDF z 7o EDP 3
Libr. 4 Joc.Pol. &8
Fin. 4 Fin. z
fBoc.Pol. )0 .
87 53
GRAND TOTAL 133 113 28
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