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AGENDA ITEM 39!

Budget estimates for the financial year 1950: (a) Budget estimates prepared by
the Secretary-General

Document A/C.5/331 and Corr. 1

Report of the Committee of Experts on
Salary, Allowance and Leave Systems

[Original text: English]
[31 October 1949]

NOTE BY THE SECRETARY-GENERAL

1. The General Assembly, in approving the
report of the Fifth Committee on the fourth
annual budget of the United Nations? on 11 De-
cember 1948, expressed its agreement that a com-
prehensive review of the salary and allowance
system be undertaken by the Secretary-General
for consideration at the fourth regular session of
the General Assembly and that a working party
of three independent experts appointed by the
Secretary-General in agreement with the Advisory
Committee on Administrative and Budgetary
Questions should assist in this review. It was also
specifically agreed that this general review of
the salary and allowance system should include
the review of the question of home leave and a
comparative study of the salary scales and allow-
ance schemes of other international organizations.

2. Under the terms of this mandate, the Secre-
tary-General began, early in 1949, to canvass the
possibilities for men of high competence to serve
as a committee of experts to assist him in this
review. The Committee as finally selected, with
the approval of the Advisory Committee, was com-
posed of Mr. Arthur S. Flemming, President of
Ohio Wesleyan University and former member
of the U. S. Civil Service Commission (Chair-
man) ; Mr. Roger Gregoire, Directeur de la Fonc-
tion Publique, France; and Mr. Uno Brunskog
of Sweden, member of the United Nations Board
of Auditors and Auditor for the International
Labour Organisation and the World Health
Organization ; he was also formerly Auditor of the,
League of Nations. The members have given
freely of their expertness and energy and have
now forwarded to the Secretary-General the Com-
mittee’s unanimous report dated 31 October 1949.

3. The Staff Committee of the United Nations,
as well as representatives of the specialized agen-
cies, has been kept constantly informed of the
developments in the study and has been furnished
with a preliminary draft of the report dated 7
October. It has not been possible, however, for the
staff to present its views formally until the final
report could be made available. The Secretary-
General is therefore now in consultation with the
staff on the report now submitted. He is also in
touch with the directors-general of each of the
specialized agencies who, following meetings in

1 For reference to other documents under agenda item
39, see Official Records of the fourth session of the Gen-
eral Assembly, Fifth Committee, Annex, Volume I,
page v.

the last two weeks, have agreed to submit their
views in writing not later than 1 November. In
view of these consultations, it has been considered
desirable to distribute to members of the Fifth
Committee for their information and study the
attached report of the Committee of Experts. The
Secretary-General also expects to consult with the
Advisory Committee on Administrative and
Budgetary Questions before this question is dis-
cussed in the Fifth Committee, The Secretary-
General’s own views on the report, together with
those of the staff and of the specialized agencies,
will be forwarded as soon as possible.

LETTER OF TRANSMITTAL, DATED 31 OCTOBER
1949, rroM THE COMMITTEE OF EXPERTS ON
SALARY, ALLOWANCE AND LEAVE SYSTEMS TO
THE SECRETARY-GENERAL

We have the honour to present in the attached
report the conclusions and recommendations
reached as a result of the review of the salary,
allowance and leave systems of the United Na-
tions and of other international organizations
which you requested us to undertake, pursuant to
a recommendation of the Advisory Committee on
Administrative and Budgetary Questions as en-
dorsed by the General Assembly at its third regu-
lar session.

The Committee held two sessions at Lake Suc-
cess, the first from 5 July to 4 August 1949 dur-
ing which it arrived at provisional decisions based
on a critical appraisal of existing salary, allow-
ance and leave arrangements, and the second
from 28 September to 12 October 1949 when it
re-examined certain of these decisions in the
course of drafting and approving its report.

In addition to much detailed information fur-
nished, at its request, by representatives of the
Administration, the Committee received a number
of submissions from the United Nations Staff
Committee at headquarters and at Geneva and
was further aided by informal discussions with
operating officials both of the United Nations
and of the various specialized agencies.

We wish to record also our special indebted-
ness to the help received from Mr. A. J. D. Winni-
frith who was present as an expert consultant
throughout the greater part of the Committee’s
first session and to the United Kingdom Govern-
ment for having made Mr. Winnifrith’s services
available. Without his effective and unfailing col-
laboration during this formative period in our
deliberations, the Committee would have found its
task very much more difficult.

Our grateful thanks are also due to the Com-
mittee’s secretariat for the competent and con-

2 See Official Records of the third session of the General
Assemblv, Part I, Annexes to the Plenary Meetings, docu-
ment A/798.

+



sclentious manner in which they have at all times
carried out their duties.

We have deeply appreciated this opportunity
of service. In approaching our task, we have con-
ceived it to be our first responsibility to seek
ways and means whereby the United Nations
may be made steadily more effective in the ful-
filment of its purposes. It is our earnest hope
that the conclusions and recommendations unani-
mously agreed upon may contribute in some small
measure to this end. We trust that, in any event,
they will be received by all concerned in the
spirit in which they are submitted for your
consideration.

(Signed) Arthur S. FLEMMING (Chatrman)

Uno Brunskoc
Roger GREGOIRE

/
THE SALARY, ALLOWANCE AND LEAVE
SYSTEM OF THE UNITED NATIONS
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L InTRODUCTION

1. The Advisory Committee on Administrative
and Budgetary Questions, in paragraph 24 of its
second report of 1948' recommended that “in
view of the criticisms which have been levelled
against the whole system of remuneration of the
United Nations staff, . . . a comprehensive review
of the salary and allowance system be under-
taken by the Secretary-General for consideration
at the fourth regular séssion of the General As-
sembly” and that “a working party of three inde-
pendent experts, appointed by the Secretary-
General in agreement with this Committee, assist
in this review.”

2. The Fifth Committee, in its report on the
fourth annual budget of the United Nations®
approved by the General Assembly on 11 De-
cember 1948, expressed its agreement “that this
general review of the salary and allowance system,
as recommended in paragraph 24 of the second
report of 1948 of the Advisory Committee, should
also include a review of the question of home
leave and a comparative study of the salary scales
and allowance schemes of other international
organizations”.

1 Official Records of the third session of the General
Assembly, Supplement No. 7A.
2 Ibid., Annexes to the Plenary Meetings, document

A/798.

3. In consequence of these recommendations,
the Secretary-General appointed, with the concur-
rence of the Advisory Committee, Mr. Uno
Brunskog, Mr. Arthur S. Flemming and Mr.
Roger Gregoire to serve as a Committee of Ex-
perts, with the task of studying and reporting on
the whole system of remuneration of the staffs
of the United Nations and the specialized agen-
cies, having regard particularly to the specific
areas 6f study listed hereunder, and bearing in
mind the following general considerations spe-
cially affecting employment in international
organizations :

(a) The requirement of the Charter that the
staff of the United Nations be characterized by
“the highest standards of efficiency, competence
and integrity”, due regard being paid to its re-
cruitment “on as wide a geographical basis as
possible”;

(b) The wide range of remuneration for com-
parable work prevailing in the government serv-
ices of the Members of the United Nations and
the need, therefore, to ensure that conditions of
employment for internationally recruited staff
“compare favourably with those of the most
highly paid home and foreign services” ;?

(¢) The relatively better position of national,
as compared with international services, to guar-
antee stability and security of employment;

(d) The more limited prospects of promotion
to the highest posts in an international secretariat
compared with such prospects in most national
services; !

(¢) The fact that a large proportion of any
international staff is required to incur additional
expense and to make certain sacrifices by living
away from their own country.

4. In its examination of systems of remunera-
tion currently employed in the United Nations
and the specialized agencies, the Committee was
requested to consider specifically:

(@) Classification and grading including the
establishment of categories of staff and grading
of posts;

(b) Salary rates including increments, over-
time compensation and night differential, regard
being had to comparability with national civil
services, diplomatic missions, permanent delega-
tions, universities and locality rates for comparable
types of employment in the headquarters or re-
gional office area;

(¢) Cost of living adjustments and locality
differentials ;

(d) Allowances, including installation allow-
ances and grants, expatriation allowance, repre-
sentation allowance, children’s allowances, educa-
tion grants, and rental allowances, and including
also the question of dependency for allowance
purposes ;

(e) Leave, including annual, sick, maternity'
and home leave;

(f) Other benefits in so far as they are deemed
to increase total emoluments, including health or

3Sectiqn 2, chapter VIII, Report of the Preparatory
Commission, transmitted by the General Assembly to the
Secretary-General for his guidance.



life insurance, pensions, indemnities and com-

passionate benefits,

5. In its review of these and of such other
matters as it deemed necessary to consider, the
Committee was requested to have regard to the
relevant recommendations and observations con-
tained in the various reports of the Advisory
Committee on Administrative and Budgetary
Questions and to the desirability of avoiding inter-
agency competition for personnel and of facilitat-
ing interchange of staff to the extent that such
interchange is feasible and appropriate. The Com-
mittee was informed, also, that recommendations
which it might make for changes in the present
system should be directed towards meeting more
fully the essential needs of an international career
service whilst achieving economy and adminis-
trative simplicity in the system without sacrificing
equity for the staff.

6. Initially, the Committee took its terms of
reference to mean that the system of salaries and
allowances it should recommend should be ca-
pable of equal application to the United Nations
and to each of the specialized agencies. It became
apparent, however, as the comparative study of
systems progressed that there were important dif-
ferences in the problems encountered by the
United Nations and the specialized agencies due
to such factors as geographic location, and the
fact that the organizations vary so widely in
physical size and consequently in internal organi-
zation. It would be impracticable, therefore, to
attempt to design a system which would be equally
applicable in all its details to all the agencies. In
this report the Committee is recommending a
system which, although specifically designed to
meet the needs of the United Nations, is, at the
same time, based upon general principles which
are thought to be capable of application by each
of the agencies in developing its system of salaries,
allowances and leave provisions. The Committee
feels that, in general, only modification in details
of the recommended system should be required,
and wishes to emphasize that, in the interest of
promoting an international career service, of
avoiding inter-agency competition for personnel
and facilitating interchange of staff, such modi-
fication should be made only when there are
sufficient and compelling reasons to .warrant
changes.

7. In carrying out its task, the Committee con-
centrated its main efforts on the study of .the
difficulties which have their origin in the prin-
ciples underlying the present system, and the
extent to which a modification of those prin-
ciples would succeed in diminishing the difficulties
that now exist.

8. The Committee did not consider itself called
upon (even had it felt competent to do so) to
venture any observations on the manner in which
the Secretary-General has carried out his admin-
istrative responsibilities in the classification and
grading of the staff of the United Nations or in
any other matter coming within its terms of ref-
erence. It has, therefore, confined itself to the
task of identifying the difficulties and the defects
inherent in the present system and of indicating
either general or specific lines along which re-
medial action might be taken. Accordingly, any
observations or proposals which it offers should
in no sense be construed as reflecting critically

upon the Secretary-General’s administration,
aware as the Committee is of the unprecedented
difficulties with which he has been confronted
from the outset. It would be surprising indeed
if no fault could be found with an organization
not yet four years old that has been compelled
to equip itself without benefit of administrative
preparedness or precedent for dealing with a
host of pressing problems and an ever-increasing
range of responsibilities. It is to the credit of all
concerned that so much versatility and flexibility
have been shown 'in continuously modifying and
adapting the administrative policies and proce-
dures originally drafted by the Preparatory Com-
mission in order that the Organization’s new and
expanding needs might be met with a minimum
of difficulty and delay.

CHAPTER I
ORGANIZATION AND CLASSIFICATION OF STAFF

A. Problems arising from the present situation

9. Examination of the United Nations classi-
fication and grading system as it has been devel-
oped since 1946 points to the general conclusion
that present policies and procedures do not take
sufficiently into account the special problems and
needs of an international agency. Changes made
from time to time, both in the system itself and
in the manner of its administration, have over-
come in large measure certain of its earlier de-
fects. Nevertheless, it appears to the Committee
that the system was initially conceived in terms
of the conditions typical of a large, stable and
homogeneous national organization, and that se-
rious doubts therefore arise as to the extent to
which it can be successfully adapted to an organi-
zation whose needs, in the absence of such con-
ditions, are necessarily very different. Indeed, at
an early stage in its deliberations, the Committee
reached the conclusion that many of the problems
before it were capable of solution only in the light
of a -more accurate understanding of the nature
of the staffing structure and classification most
suitable to the needs of an international civil
service. It accordingly took careful account of
other pertinent experience in this field, includ-
ing that of the League of Nations, in its attempt
to define the organizational principles on which

‘the staff of an international agency, such as the

United Nations, should be built up.

10. The Committee assumes that it was in the
minds of the Advisory Committee on Administra-
tive and Budgetary Questions and of the General
Assembly in recommending that a comprehensive
review be undertaken of the classification, grading
and salary system, that a sufficient degree of sta-
bility and of experience had been gained to jus-
tify passing from a provisional to a permanent
basis of organization. It was informed that the
system of standard post descriptions now in use

. was intended, at the time of its introduction in

the summer of 1947, to represent the permanent
classification plan of United Nations, but that
following publication of the first draft manual it
became apparent that the new system did not
meet with general and complete approval from all
operating officials some of whom, for example, felt
they should be given greater freedom in fixing
the grades of posts. Meanwhile a revision of the
first (and currently operative) manual was pre-
pared (its installation having been postponed
pending this Committee’s recommendations), but

i



apart from a broadening of categories and a re-
duction in the number of grades that could be
used within each category, no important change
in the general approach to the classification and
grading problem was contemplated.

11. The Committee has, however, been firmly
convinced by its inquiries that in an organization
such as the United Nations, the objectives which
a properly administered classification and grading
system must have constantly in view, require a
different approach from that so far adopted. It
suggests that from the viewpoint of both the
staff and the Administration (since in the long
run their interests must be identical), these
objectives should be to assure (@) equality of
treatment throughout the Secretariat in terms of
posts and individuals; (b) reasonable opportu-
nities for promotion; (¢) a maximum degree of
security and of career prospects; (d) flexibility
in the use and assignment of staff; and (e) simple
and economical personnel and salary administra-
tion which does not impair effective budgetary
control. '

12. In the earliest stages of the United Nations
it was apparently assumed that a rigid system,
properly administered, would in the long run
cause less inequity and injustice to the staff than
too flexible a system subject to constant pres-
sure for the inclusion of additional grades and
categories and frequent re-evaluation of posts.
There seems no reason to suppose, however, on
the evidence of past or present experience that
rigidity will, in itself, ensure either equity for the
staff or protection to the Administration.

13. The Committee is obliged to state that its
review of the United Nations classification, grad-
ing and salary system, as it is now operating,
was not (nor could it have been in the time avail-
able) of sufficiently comprehensive and detailed
a character to permit it to make any precise ap-
praisal of the extent to which the objectives indi-
cated are, in fact, being fulfilled. This applies par-
ticularly with reference to the problem of equality
of treatment (in terms of grading) between com-
parable posts throughout the Secretariat. It is
left with the distinct impression, nevertheless, that
despite the best efforts and intentions of those
responsible for its operation, the present system
tends to defeat the very purposes it is designed to
serve.

14. This impression is reinforced by the ob-
servations of the Advisory Committee and in par-
ticular by its comments on grading as contained
in its 1947, 1948 and 1949 reports to the Gen-
eral Assembly on the budget estimates (A/336,
A /598, A/934): “Disquieting features regarding
the operation of the present system” to which
the Advisory Committee has successively called
attention may be summarized as follows:

(a) Lack of versatility and flexibility in the
assignment of staff members;

(b) Excessive frequency of reclassifications of

staff ;

(¢) Evidence of inequality of treatment be-
tween comparable posts throughout the Secre-
tariat;

(d) A tendency to overgrading of posts and
individuals both in the professional and secre-
tarial and clerical levels with a somewhat dis-
proportionate ratio of higher to lower grades;

~

(e) The identification of individual staff mem-
bers with mere grade numbers;

(f) The fact that all the present scales, subject
as they are to considerable overlapping, are, ex-
tremely wide with the result that ultimate budget-
ary requirements for salaries willbe substantially
heavier.

15. In the opinion of the Committee many of
the disquieting features to which the Advisory
Committee has called attention are a direct conse-
quence of the present staff structure of the Secre-
tariat, which is characterized by :

(a) An extremely narrow conception of indi-
vidual posts; '

(b) A multiplicity of categories and grades;
and

(¢) An excessive overlapping of salary between
one grade and the next.

16. The present conception of a post is based
on the precise job to be done, that is to say, on
the exact duties attaching to the specific post,
rather than on the level of professional qualifi-
cations required to carry out those duties. The
Committee realizes that the personal qualifications
of the staff member filling a particular post should
not be used as a justification for overpaying (or,
for that matter, underpaying) the duties of that
post. Equally, however, in a secretariat such as
that of the United Nations, particularly in what
may be regarded as the professional as contrasted
with the non-professional area, there are many
posts, the duties and responsibilities of which do
not lend themselves to any precise, abstract meas-
urement for salary purposes but vary consider-
ably according to the experience, qualifications and
potentialities of the incumbent. It seems to the
Committee that the requirements of the post, on
the one hand, and the calibre of the individual,
on the other, should both receive appropriate
attention although the respective emphasis may
well differ according to the particular category
of posts in question. The individual post formula,
based on the precise job to be done, is in itself
logical, but carried to the extreme it leads to an
excessive specialization of posts and, in conse-
quence, of staff members themselves. Considerable
endeavours have recently been made to improve
the situation: for example, the Bureau of Finance
and the Bureau of Personnel succeeded, first in
grouping comparable posts into a number of cate-
gories, and later in reducing still further the
number of those categories. Evidence to this effect
may be found in the fact that whereas the current
Manual of Standard Post Descriptions lists forty
categories of posts, the revised draft proposes a
reduction of that number to eighteen. The Com-
mittee is nevertheless convinced that under the
present system the grouping of posts into cate-
gories is essentially an artificial device and that,
in the minds of service heads and of staff mem-
bers themselves, specialization of post and of staff
members tends to be the rule. Thus, staff are not
normally considered interchangeable within the
categories to which their post belongs, nor does
the fact that a staff member holds a post in a
particular category in itself commonly imply the
possibility of advancement to posts of a higher
level within the same category. This situation
results in serious disadvantages both to the organi-
zation and to the staff:



(a) Itis a factor in the size of the staff and in
the tendency for numbers to increase whenever
additional tasks arise, even when the original
workload has in fact declined. This is the inevi-
table result of a theory which encourages the
recruitment of staff for specific and limited posts
and makes it correspondingly difficult to assign
them new duties outside the scope of their original
appointment ;

(b) The fate of a staff member is too closely
bound up with that of his post. Although pro-
~ motions have been numerous they have not in
reality corresponded to progression in a normal
career, in which the staff member can look for-
ward to an avenue of advancement into the higher
levels as he establishes his ability and worth.
They have been much more in the nature of new
recruitments to fill posts which happened to carry
a higher salary. This has hindered the develop-
ment of one of the Secretariat’s primary needs,
that is to say, a nucleus of able and flexible staff
capable of all-round utilization and confident of
improving their careers according to their-abilities.

17. This lack of flexibility in the utilization
and assignment of personnel and the difficulty of
assuring reasonable security and career advance-
ment to the individual staff member are in turn
accentuated by the multiplicity of categories and
grades currently in use. Under the present sys-
tem, lines of demarcation inevitably become
blurred with the result that there arises a wide
possibility of divergency of opinion when the sal-
ary for a particular post has to be settled; in
other words, when the grade for that post has to
be fixed. By and large, the Committee is of the
opinion that it is impossible to make a clear
distinction, on the basis of the importance of the
functions performed and the level of responsi-
bility involved, between a great number of posts
now classified, for example, at grade 14, 15 and
16. Indeed, it appears probable that in a number
of instances posts have been graded in the light
of the salary regarded as suitable for the original
incumbent, rather than in the light of the relative
importance of such posts in the administrative
hierarchy. It seems to the Committee to be in-
consistent to attempt, on the one hand, the devel-
opment of an all-round flexible service in which
staff can be regarded as potentially interchange-
able, whilst on the other hand, making strict and
arbitrary distinctions between grades which do
not correspond to clearly defined duties and re-
sponsibilities or to recognized and distinguishable
hierarchical levels. It is therefore believed that a
simpler and broader system of grading, particu-
larly within the professional field, will greatly fa-
cilitate the assignment and transfer of staff within
and between departments and-units of depart-
ments, and the development of an effective career
service. The present multiplicity of categories and
grades, moreover, leads to the following serious
difficulties which simplification would do much to
overcome

(a) The distinction in duties or’'in the level of
qualifications and responsibility between adjacent
grades tends to become so ill-defined that both
departments and the incumbents of posts them-
selves are apt to exercise continual pressure for
upgrading. In this connexion it was noted that
as ‘g result of the frequency with which requests
for\ re-evaluation of posts were being received,
the' Administration had been obliged to establish

a rule that such requests would be dealt with
only twice a year, the possibilities of reclassifica-
tion later being further reduced when it was de-
cided to consider them only in connexion with the
establishment of the annual manning tables. It was
noted also that there had been (as of 31 July
1949) more than 900 promotions at headquarters
since July 1947 (when a new promotion system
was installed) which means that, on an average,
one person in every four in the Secretariat re-
ceived an upgrading within twenty-four months.
It is not the Committee’s intention to imply that
the opportunities for genuine promotion should
be in any way limited or restricted. On the con-
trary, it considers that one of the virtues of the
changes it is recommending is the fact that these
will tend to be ‘enlarged. It has a very strong
impression, however, that an excessive propor-
tion of promotions has occurred and will continue
to occur, under present policies and procedures,
without any significant change in the duties per-
formed or the responsibility carried and that ex-
penditures for staff costs may well have been, in
that measure, accelerated. The Committee con-
siders that a situation in which progress for the
individual staff member must depend very largely
on the willingness of the unit in which he is serv-
ing to press for his post to be reclassified is in the
long run an unsatisfactory one from the point of
view of the staff. The success with which the
Bureau of Finance has latterly withstood such
pressure is commendable, but the mere fact that
it is worthy of comment is an indication of the
defects of the present system. An assured career
which offers wide and regular opportunities of
advancement on the basis of merit would, it is
felt, be a considerable step forward. As the per-
sonnel of the Secretariat becomes more stable,
the conception of a career as an international civil
servant assumes a greater importance even though
a substantial proportion of the staff may not yet
be regarded, for one reason or another, as likely
to make their careers in the United Nations. One
essential of a career service is the assurance to
staff of good average quality of a steady salary
progression at certaln stages even when organi-
zational changes do not justify the upgrading of
the posts they hold; .

(b) The use of numerous grades, in conjunc-
tion with an individual post system, tends to pro-
mote administrative rigidity and to prevent, or at
least to make more difficult, the most efficient
and economical use of available personnel and
to imperil the security of the staff member. For
example, it is understood that at the present time
a vacancy at grade 11 can normally be filled only
by a staff member at that grade with the result
that a “redundant” staff member who is grade
10 or 12 must either be promoted or downgraded
(neither of which may be merited) if he is to be
assigned to the grade 11 vacancy;

(¢) Heavy administrative burdens also resuit,
which simplification could well avoid. The fact
that the present system is an exceedingly com-
plicated one is evidenced by the amount of paper
work which it involves (even allowing for the
possibility that much might be accomplished by
simplified procedures apart from more radical
changes in the system itself) and by the large
number of staff concerned with administration, not
only in the Department of Administrative and
Financial Services but also in the substantive de-
partments. The Committee understands, for ex-




ample, that every time reclassification and pro-
motions are considered, the department concerned,
the Bureau of Personnel, the Promotion Board,
and the Bureau of Finance (to say nothing of
the competing individuals) are all necessarily in-
volved—the first two heavily. Elimination of
much of this unnecessary work and unprofitable
discussion should make possible not insignificant
staff economies, would tend to discourage staff
members themselves from spending as much time
as they doubtless are inclined to do, under exist-
ing circumstances, in canvassing the opportunities
for progression from one grade to the next and,
most importantly, would free responsible officers
in the departments for their proper tasks, enabling
the main work of the Secretariat to move more
easily. )

18. The Committee observed that the highest
point in the salary scale of a given grade coincides,
under the present salary plan, with the fifth in-
cremental point in the grade immediately above.
The result is that a person who has already
reached the highest step in the scale of his grade,
finds himself on promotion within one step of the
maximum of the grade to which he is promoted.
It is recognized that some overlapping of scales
may well be justified, particularly where the
grades may be regarded as corresponding to nor-
mal careers at different levels of the hierarchy,
but in the Committee’s opinion, the excessive
degree of overlapping provided for under the
present salary. system is in itself an additional
factor to which many of the difficulties and dis-
advantages of that system may be attributed.

B. Recommendations

19. In the opinion of the Committee the fore-
going difficulties are largely capable of solution
if the following measures are adopted :

(e) An improved re-grouping of posts into
not more than four categories;

(b) A substantial reduction in the number of
grades or levels.

20. The Committee considers that the number
of separate categories used for classification pur-
poses should be reduced to as few as possible con-
sistent with the following principles:

(@) Each category should contain a more or
less homogeneous group of the existing classes
of jobs, i.e. it should group together jobs of
the same general character in terms of the duties
performed, the type of qualifications called for
and of responsibility anid of authority involved ;

(b) Each category should have a salary scale
which will broadly define the maximum and
minimum expectations of those serving in it so
long as they remain in the category, This should
have the two-fold objective of assuring the staff
a regular career within the category (where the
nature of the duties performed are such as to
make a cdreer service practicable and desirable)
whilst at the same time preventing the unreason-
able over-grading of individual posts.

21. An improved re-grouping of posts will, in
the view of the Committee, produce the most
useful results only if the number of levels in
each category is also reduced. Bearing in mind
that the existing multiplicity of grades appears to
make administration of the classification and sal-
ary plan unnecessarily costly and time-consuming,

to place the staff in a less favourable position
from the point of view 'of security of tenure and
career prospects, and to give rise to a situation
in which there is an increasing number of staff
who on any impartial view must appear to be at

"a level which their experience and qualifications

do not warrant, the Committee recommends that
the grading system be amended in conformity with
the following principles:

(a) Within each category the number of levels
should be reduced to as few as possible. In the
professional career service the Committee felt that
not more than four levels should be recognized
(other than those of director and principal offi-
cer). In the more specialized work above the
clerical level, it is considered that three levels
should be sufficient, corresponding to the first
three levels of the substantive or professional
career; while in the case of secretarial, clerical
and general service posts, it was recognized that
a minimum of five levels may be required. The
general objective, however, should always be to
have no more than can readily be recognized by
the non-expert as well as the expert as marking
different levels of responsibility ;

(b) The length of the scale for each salary
level should be such as to assure the staff that
given good conduct and satisfactory performance
they will have the prospect of a regular advance
in remuneration, and that their progress will not
depend simply on fortuitous vacancies or on the
reclassification of their posts. As far as possible
there should also be a minimum of overlapping
between the scales applying to the various salary
levels of each category or service;

(¢) The salary scales should be constructed
with an eye to a normal career, due regard being
had to the length of time which a staff member
may be expected to remain in a given kind of job.
It will be obvious that the number of posts avail-
able at the senior officer level and above will
necessarily be limited so that advancement to these
levels should be treated as the expectation only
of those with the greatest ability;

(d) The number of incremental steps at each
salary level should approximately correspond with
these assumed periods of service. They should
preferably be paid on a regular annual basis and
as now should be granted subject only to satis-
factory service; .

() A staff member promoted from one cate-
gory or level to another with an overlapping salary
scale should be placed on the salary step imme-
diately above the point he had reached in the
lower category or level,

22. The Committee accordingly recommends
that the permanent classification scheme for the
United Nations be based on the following broad
groupings of staff:

(a) Directors and Principal Officers;

(b) Substantive Service personnel;

(¢) Special Service personnel;

(@) General Service personnel.

23. The Committee does not feel itself com-
petent, without a very thorough review of the
duties and responsibilities of each organizational
unit, and where appropriate of the qualifications
of the incumbents of particular posts, to indicate



in any detail the tlassification of individual staff
members in terms of these suggested groupings.
It has in mind, however, that each category would
be broadly defined as follows:

(@) The Director and Principal Officer cate-
gory would comprise the top policy-making and
administrative posts in the classified service which
staff members might be expected to.attain as a
result of progressive promotion based on out-
standing service in the Secretariat. It would in-
clude three levels: namely, that of Principal (or
Top-Ranking) Director, confined normally to
persons serving as deputy to an Assistant Secre-
tary-General or as the chief of a major “staff
service’ ; that of Director, for posts held by heads
of major divisions in the substaritive fields or
organizational segments of comparable importance ;
and that of Principal Officer, which would include
chiefs of major organizational segments imme-
diately below the rank of director, or specialists
in a major professional or technical field serving
as advisors to such officers, the allocation of this
grade being based upon the programme to be
supervised or the range of executive and direc-
tional responsibilities to be assumed;

(b) In general the Substantive Service would
comprise, subject to any necessary re-evaluation
of posts, personnel now classified as professional
{e.g., political, scientific, economic, social, legal
and trusteeship affairs officers from the junior to
the senior level), general administrative and in-
formation officers, language and librarian per-
sonnel. In the case of other classes of personnel,
the Committee would be disposed to regard as
substantive, for classification purposes, those posts
and those individuals whose duties clearly involve
a general concern with, and a broad over-all
knowledge of, the programme and work of a
major department or service or the administrative
policies and procedures of the Organization as a
whole. A further criterion for determining whether
a particular post belongs to the substantive cate-
gory would be the extent to which the individual
filling that post has any policy-making responsi-
bility as contrasted with those whose responsibility
is essentially one of performing a limited service
function, though' the latter might involve a con-
siderable degree of technical or other specialized
training, experience and skill;

(¢) The Special Service would comprise such
groups of special administrative and executive
personnel as accountants, printing, presentation,
procurement, travel, transportation, space, docu-
ments, communications and records officers as
well as many of those now classified simply as
“administrative” officers, i.e., posts involving pri-
marily “servicé” functions although calling for
certain recognized standards and levels of profes-
sional or technical qualifications and experience.
The Committee recognizes that difficulties will
arise in determining whether certain posts prop-
erly belong to the Special or Substantive Service.
Any classification scheme based on a minimum
number of very broad categories will inevitaby
involve difficult decisions of this kind. The Com-
mittee - believes, "however, that such decisions,
having been taken, must be firmly and consistently
followed through, if the very real advantages that
will accrue both to the staff and the Administra-
tion from the kind of scheme suggested are to be
fully realized;
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(d) The General Service would comprise, in
addition to those posts covered by this grouping
in the last revised manual (i.e., messengers, tele-
phone operators, guards etc.), the clerical and
secretarial staff together with machine operators
and other groups of personnél whose posts involve
essentially clerical and routine administrative
duties. The inclusion of certain of these latter
posts (up to present grade 9-10 level) will serve
to give a more assured opportunity to the sec-
retarial and clerical staff of a career service with
some prospects of merit promotion to more senior
jobs. Posts classified in this service would to a
large extent, although not exclusively, constitute
those normally subject to local recruitment.

24. Whilst normally the avenue of advance-
ment will be within a particular service, it is
essential, under any scheme involving the group-
ing of staff, for classification and salary purposes,
into several broad services, that an individual with
the necessary abilities and qualifications should be
able to pass freely from one service to another, in
order that the possibilities of promotion may be
as wide as possible,

25. Promotion from one grade or salary level
to a higher one should be strictly dependent on
the occurrence of a vacancy in the complement of
the higher grade. When such a vacancy occurs, it
should not automatically be filled by the most
senior member (in terms of service) of the next
lower grade but by the selection of the best quali-
fied candidate. Promotions, involving movement
from one level to another, will thus be based
solely on merit. Within-grade increments, how-
ever, should continue to be dependent, as at pres-
ent, simply on satisfactory performance of duties,
the responsibility . being on the department con-
cerned to certify to this effect. The possibility of
extending the principle of promotion on merit to
within-grade increments was considered by the
Committee but discarded as impracticable in an
organization such as the United Nations. This
would not, however, exclude the recognition,
where appropriate, of utilized special skills (e.g.,
in secretarial and clerical posts where knowledge
of two or more languages is essential) by payment
of a bonus which might take the form of an addi-
tional increment or increments, In such cases, the
bonus should be personal to the staff member and
continue beyond the ceiling of his or her particular
salary level.

26. So far as possible, staff members recruited
at a given level should start their careers at the
minimum of that level. Where it is necessary on
recruitment grounds to start a recruit at a point
above the minimum, this should only be done
where a clear case can be made out on the basis
of previous experience in other employment to
justify a higher starting point.

27. The Committee calls attention to the im-
portance of ensuring that the Secretary-General is
afforded the fullest freedom and discretion in the
assignment of staff within the limits of the over-all
manning tables authorized annually by the Gen-
eral Assembly. It would strongly deprecate any
limitation on the Secretary-General’s authority to
utilize the total staff placed at his disposal in a
manner which he considers best calculated to meet
the current needs of the Organization’s pro-
gramme and responsibilities as these may develop
from month to month in the course of the budget-



ary year, Any restriction on freedom to transfer
or assign staff according to these needs would, in
the Committee’s opinion, be inconsistent with the
objective of a versatile and efficient Secretariat.

28. A disquieting feature of the present grad-
ing system to which the Advisory Committee on
Administrative and Budgetary Questions has al-
ready called attention is the undesirability, from
the psychological point of view, of branding em-
ployees with mere grade numbers. This Com-
mittee shares the opinion of the Advisory Com-
mittee that the use of titles or categories is much

to be preferred. It-would suggest that the most
appropriate way of identifying the salary level
of an individual staff member in the Substantive,
Special and Directorial categories would be by
use of the titles Assistant Officer, Intermediate
Officer, Officer, Senior Officer, Principal Officer,
Director and Principal Director. In the case of
General Service Personnel where it is proposed
that more than three levels should be provided,
the use simply of functional titles should suffice.
The Committee’s plan for the classification of staff
in the United Nations may therefore be expressed
in the following form:

General Service
Messenger

Typist, Junior Stenographer, etc.
Secretary, Clerk, etc.
Senior Secretary, Senior Clerk, etc.

Principal Clerk, Administrative Assistant

Intermediate Ofhcer

Officer

Special Service

Assistant Officer

Directors and

Substantive Service Principal Officers

Assistant Officer

Intermediate Officer

Officer

Senior Officer
Principal Officer
Director

Principal Director

CHAPTER II
SALARIES OF INTERNATIONALLY-RECRUITED STAFF
A. General observations and recommendations

29. In the view of the Committee the over-
riding consideration in approaching the question
of salaries must be the requirement of the Charter
to recruit staff, due regard being had to its geo-
graphical distribution, of the highest standards of
efficiency, competence and integrity. While it is
not suggested that the salary offered will be the
only, or even the main, inducement to enter upon
a career as an international official, it would most
assuredly be a serious, and in the long run a very
costly, mistake to minimize its importance. The
effectiveness of any international organization and
the success with which it accomplishes its purposes
must depend in a very large measure on the
calibre and the integrity of its secretariat. It
would be a dangerous and illusory economy to
run the risk of impairing an organization’s influ-
ence through failure to cope with some emergency
situation or some challenging problem, largely
because its secretariat proves unequal to its
responsibilities. Accordingly, the Committee feels
that neither the Secretary-General nor the General
Assembly can afford to be unduly swayed by
short-term budgetary considerations in fixing a
salary scale which, together with other conditions
of employment, is bound to have an important
bearing on the kind and quality of career officials
attracted to international service.

30. With the foregoing basic consideration in
mind and after reviewing the data and the evi-
dence submitted to it, the Committee has con-
cluded that existing United Nations salaries are
not in themselves unreasonable or extravagant.
It does believe that certain adjustments are called

for and is aware that instances can be found of
relative overpayment of individuals and of cer-
tain categories of posts. Allowance must be made,
however, for the speed with which the Secretariat
was recruited and the fact that replacement of
those staff members who do not fully measure up
to required standards is necessarily a slow and
gradual operation. By and large, it sees ng reason
to disagree with the broad conclusions expressed
to it by operating officials and representatives of
the administrative services that the present aver-
age level of remuneration tends to be generous
for staff in the lower grades, to be adequate for
intermediate staff but to leave some room for
improvement in the case of certain senior and top-
level personnel.

31. The Committee did not, of course, attempt
a post-by-post review of existing salary rates. It
was concerned for the most part with a considera-
tion of the minimum and maximum salaries as
provided for under the present United Nations
scale, that is' to say, the rates applicable to posts
subject to local recruitment and those for top
ranking directors. Regulation 16 of the provisional
staff regulations adopted by the General Assembly
provides that “pending the adoption of a per-
manent classification plan, salaries of the members
of the staff other than Assistant Secretaries-Gen-
eral and directors shall be determined by the
Secretary-General within a range between the
salary adopted by the General Assembly for the
post of Director and the best salaries and wages
paid for stenographic, clerical and manual work
at the seat of the United Nations”. The Commit-
tee accordingly considered its first task in this
connection to be: (a) to re-examine in the light
of current conditions the level of remuneration
fixed in February 1946 for the post of top ranking
director (representing the ceiling of the salary



scale) and (b) to ascertain the extent to which
existing rates at the lower end of the scale (i.e,
for posts subject to local recruitment) do in fact
,bear a reasonable comparison with the best pre-
vailing rates in the New York area.

32" The Committee is convinced that changes
which have occurred in the situation both in the
headquarters area and in other parts of the world
where United Nations offices have been estab-
lished, justify an upward revision of the present
salary ceiling of $11,000 (for the post of top
ranking director) fixed in February 1946. In the
first place, the Committee is satisfied that recruit-
ment of outstanding persons for senior positions,
particularly at levels corresponding to present
grade 16 and above, is becoming increasingly diffi-
cult as a result of the less favourable competitive
position which the United Nations now enjoys,
compared to its position in 1946 and 1947. In-
stances were quoted, in the course of evidence,
of persons of high repute in various fields of pro-
fessional work whose services would have brought
both prestige and strength to the Secretariat but
who had been unable to accept a United Nations
appointment on the terms and conditions that
could be offered. The Committee was also im-
pressed by details furnished of staff members
occupying key positions, notably in such depart-
ments as Security Council Affairs who had,
within the past twelve or eighteen months, left
the service of the United Nations in order to
take up diplomatic or other governmental or pro-
fessional appointments at substantially higher net
salaries. It is, of course, not suggested that salary
is the only, or often the most important, considera-
tion underlying such decisions, but the Commit-
tee is convinced that inability to offer competitive
salaries is at the present time a serious handicap
and one which if permitted to continue would
have the most unfortunate results for the future
prestige, efficiency and usefulness of the Secre-
tariat. Good people will tend to attract good
people, mediocrity to perpetuate mediocrity.

33. In the second place, it is much impressed
by the internal administrative difficulties which
will increasingly result from the present limit.
For example, unless a change is made, the dis-
tinction between grades 16 and above will almost
completely disappear in the comparatively near
future. On 31 January, 1949 there were, at head-
quarters, forty-eight staff (or 3.41 per cent of a
total of 1,377 in grades 8 and above) with initial
salaries ranging from $10,000 to $11,000; and
232 in grades 16 to 18 with initial salaries of
$7,450 to $9,200. In approximately ten years’
time, by the automatic operation of present within-
grade increases alone, and without a single promo-
tion, there would be some 280 of the staff of 1,377
receiving a salary of $10,300 a year or more. In
other words, rather more than one-fifth of the
staff (20.03 per cent) above the secretarial and
clerical level would be bunched together within a
+salary range of $700 a year, ie, $10,300 to
$11,000. If the present rate of promotion were to
continue, the situation would be even more alarm-
ing in the long run. Indeed, continuance of the
present situation might well tend to discourage
staff from shouldering the more arduous and
critical senior jobs in so far as they would auto-
matically reach virtually the same salary ceiling
at the less responsible level of grade 16. It is rec-
ognized that some degree of levelling-off of sal-

aries at the top is desirable to compensate for the
limited opportunity of promotion to the very
highest posts, but in the Committee’s opinion the
present system carries this too far: no salary sys-
tem can afford to ignore so completely the neces-
sity to distinguish between posts where the levels
of responsibility are fundamentally different.

34. Comparisons between United Nations sal-
ary rates and those prevailing in national civil
services are difficult to make and in any event
can have little validity. The Committee, however,
did note that in the case of United States Govern-
ment salaries, with which such a comparison is
at least more meaningful, legislation is currently
before Congress which, if enacted, would result in
present ceilings being substantially increased (pos-
sibly by as much as 50 per cent, i.e., from $10,000
to $15,000 in typical cases). The principle of
geographic distribution, moreover, makes it essen-
tia] for the Secretariat to be able to attract candi-
dates of excellent quality from every Member
State, and it is not therefore a sufficient argument
against raising the present ceiling that in com-
parison with the emoluments of one or more indi-
vidual countries present salaries appear to be en-
tirely adequate. Local comparisons of this kind
are valid only in relation to locally-recruited staff
for local jobs. They should not be_allowed to
restrict the freedom of selection which is essen-
tial if the Secretariat is to be ably staffed and
at the same time adequately representative. _

35. Whilst comparisons with home civil services
are difficult, it is possible to relate United Nations
salaries at headquarters with the average level of
remuneration received by officials serving in the
United States with permanent delegations, diplo-
matic and other missions maintained by Member
Governments. The Committee recognizes that the
position of a United Nations official cannot be
assimilated in all respects to that of a diplomatic
representative. It may be argued, for example,
that the necessity of providing for entertainment
and other representational expenditures, which
traditionally account for a sizable portion of diplo-
matic remuneration, does not arise at least to the
same degree in the case of most United Nations
officials. Similarly, the remuneration paid to most
diplomatic officials includes an element to enable
them to educate their children at home and to
provide for certain continuing commitments in
their home countries during intermittent periods
of foreign service. Under the United Nations sys-
tem, however, separate allowances are paid for
education purposes, whilst staff members, unless on
a temporary or fixed-term assignment, can expect
to remain abroad indefinitely (apart from home
leave) and are able, therefore, to arrange their
commitments and personal affairs accordingly.
Nevertheless, the Committee considers that, par-
ticularly in the case of senior United Nations
officials, the present discrepancy between United
Nations salary scales, on the one hand, and emolu-
ments of diplomatic and other missions, on the
other, is such as to create difficulties in recruiting
and retaining high-quality staff in the Secretariat.

36. In this connexion, the Committee took note
of the following comparative rates paid by various
Member Governments to their permanent delega-
tions to the United Nations. The figures shown
represent annual base salaries plus allowance in
US dollars.
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First Second
Country  Family Counsellor Secretary Secretary
code status  (minimum) (minimum) (minimum)
$ $ $
A .. . S. 19,195 13,728 10,934
B S. 14,927 10,909
M. 17,977 13,091
C S. 13,308 9,986 8,524
M. 15,858 13,420 10,086
D ... S. 10,771 7,444 6,817
E. ... . S. 9,473 7,237 5,466
M. 12,181 10,761 8,810
A S. 13,400 10,182 8,365
G S. 12,116 8,582 5,687
M. 15,338 12,582 9,205
H S. 13,523 10,385 8,038
M. 14,543 11,345 8,938
... .S 11,546 8,682
M. 12,704 10,620
J .. . S. 14,400 12,000 8,250
Average of S. 13,266 9,914 7,760
above rates. M.’ 14,767 11,970 9,260
Average- i
equivalent
United
Nations S. 10,150 8,400 7,225
salary M. 10,750 9,000 7,825

37. In order that the above figures may be
properly evaluated, attention is called to the fol-
lowing explanatory comments:

(@) Due to the confidential nature of the in-
formation furnished by the various delegations the
names of the represented countries are not shown

(&) Information furnished by delegations on
previous occasions has revealed a fairly general
consistency on the definition of “equivalent ranks”.
It therefore appears reasonably justified to con-
sider the rank of “Counsellor” as corresponding to
United Nations grades 18 and 19; “First Secre-
tary” to the United Nations grades 16, 17, etc.

(¢) It has been considered most practical to
present each salary as one total amount rather
than show the technical breakdown which varies
according to the customs of each Member Gov-
ernment.

(d) In all cases where no salary range for rank
was reported the salary has been shown as the
“minimum”.

(e) All rates are shown as annual net take-
home pay in US dollars including all allowances
(except children’s allowance) after deduction of
tax to the represented country.

(f) The rates should be considered as appioxi-
mate indications only, for the following reasons:

(i) Certain delegations have given the rates of
allowances as only average figures or rough
guides.

(ii) Only tax rates for single status have been
available; they have therefore been applied
against married status.

38. Having regard to the level of salaries paid
to top officials at home and abroad by Member
Governments, to the increase in the cost of living
since early 1946, to the desirability of lengthen-
ing the salary scale so as to overcome the tele-
scoping of salaries in the upper levels, and to the

necessity of ensuring that the United Nations can.

compete successfully for the kind of people it

needs, the Committee recommends that the pr
ent salary ceiling of $11,000 net (for the post
top-ranking director) be increased to $15,000.

39. By resolution of the General Assembly, tc
ranking directors are entitled, in addition to a r
salary of $11,000, to an allowance to cover
representation (including hospitality) as well
housing, education and children’s allowances, vat
ing in amount from $3,000 to $6,000 at the S«
retary-General’s discretion. If its recommendati
for lifting the present salary ceiling to $15,0
is accepted, the Committee would further reco
mend that representation allowances, as such, 1
officials below the rank of Assistant Secretar
General be discontinued. Instead, it is propos
that directors, including top ranking directo
should be deemed eligible for such special allo
ances as are available to staff members general
e.g., children’s allowances, education grants, e
In addition, the Committee believes that pro-
sion should be made, in the case of top-ranki
directors, for reimbursement, on a voucher bas
of hospitality expenses, up to a maximum for ea
such official of $1,500 per annum. Provision f
such reimbursement should be made in a cent:
hospitality fund to be administered by the Seci
tary-General. In this connexion, the Committ
commends, for the Secretary-General’s consider
tion, the procedure that has been adopted by t
World Health Organization. Discretion should
left to the Secretary-General to exceed the su
gested limit of $1,500, in individual cases, if st
cial circumstances so justify, provided the tof

- amount authorized on account of hospitality e
penses remains within budgetary limits.

40. The effect of this recommendation wou
thus be to decrease maximum expectation for t
post, of salary plus allowance, by $2,000—whi
decrease, however, would be offset by the pr
posed reimbursement of hospitality expenses act
ally incurred for official purposes, as well as
allowances ordinarily available to eligible sta
Since the Secretary-General has not, in fa
exercised his discretion in varying the amount
representation allowance (except in one instanc
but has maintained it at the minimum rate
$3,000, the recommended adjustment would i
volve for present incumbents of these posts :
increase in total emoluments (excluding hospit:
ity reimbursement and general staff allowance
of $1,000. The Committee submits, however, th
in the circumstances it has described and in vie
particularly, of the increase in costs since ear
1946 when salary and allowance rates were fixe
such an increase cannot be considered excessiy

41. Acceptance of the Committee’s recommend
tion with respect to top-ranking directors wou
involve an appropriate adjustment of base salari
for posts immediately above and below this lev
At its first session in February 1946, the Ge
eral Assembly decided by resolution that
Assistant Secretary-General should receive a n
salary of $13,500 together with an allowan
varying from $7,000 to $11,500 at the Secretar
General’s discretion. The amount of the alloy
ance has in fact been fixed at $3,500, combin
salary and allowance for the post thus amountis

-to $22,000 per annum on a net basis. The Cor
mittee would accordingly suggest, for the co
sideration of the General Assembly, that in t
event of a top-ranking director’s salary bei
increased to $15,000, the salary for the post

10 ’



Assistant Secretary-General should be increased
to $17,500 in addition to which it should carry a
representation allowance of $4,500 to $7,500.

42. In the case of base salaries for grades im-
mediately below that of Top Ranking Director,
the Committee is persuaded that, for the reasons
previously cited, similar adjustments are war-
ranted. It accordingly recommends that for posts
which under the suggested new classification
scheme fall within the Director category, the base
should be $12,500 per year rising by annual incre-
ments to a maximum of $14,000 per year. For
principal officer posts the Committee suggests
that the scale should be $10,000 rising by annual
increments to a maximum of $12,000. For Sub-
stantive Service posts the Committee proposes
a ceiling of approximately $11,000 corresponding
to the present maximums of grades 17, 18 and 19.
For Special Service posts the figure of $9,500 is
suggested, corresponding to the proposed maxi-
mum for the third (or officer) level of the Sub-
stantive Service. The Committee is of the opinion
that the entry rate at the first (assistant) level
should be approximately’ $3,600.

43. The Committee would like to emphasize at
this point its conviction that:

(a) Effective improvement at the level of direc-
tion and major responsibility is of cardinal con-
cern to the United Nations;

(Ib) Administrative economies which would be
made possible under the proposed system would
more than offset the slight additional salary in-
creases proposed for senior staff ;

(¢) True economy in administration does not
mean discouraging the recruitment of the best
staff available, but the assurance that responsible
levels of command are entrusted to staff of the
highest quality;

(d) Its proposals should be regarded as a
whole, and the salary scales proposed should be
considered in the light of the considerable econ-
omies proposed under the allowance and leave
systems,

44. The Committee recognizes that it may prove
both necessary and desirable for its classification
and salary proposals to be modified or adjusted
in various ways in order to meet administrative,
budgetary or legal considerations which it has
failed to take fully into account. It assumes, there-
fore, that the Secretary-General, as chief adminis-
trative officer of the Organization, would exercise
such discretionary power as he might see fit in the
matter of their detailed application. The Com-
mittee does, however, place considerable im-
portance on the limitation of the number of sal-
ary levels, '

45. Subject to the considerations stated above
and in order to illustrate more concretely the
nature and effect of its recommendations, the
Committee suggests that the following salary scale,
or one similar to it, would be well adapted to the
requirements of an organization such as the
United Nations.

1

PROPOSED SALARY SCALE (NET RATES) FOR INTERNATION-
ALLY-RECRUITED STAFF OF THE UNITED NATIONS

(Showing number ond amount of proposed annual

imncrements)
Director
and
Special Substantive  Principal
Service Service Officer
$ $ $
Assistant 3,600-5400  3,600-5,400
Officer ... (9 x 200) (9 x 200) ’
Intermediate  5,000-7,500  5,000-7,500
Cfficer (10 x 250) (10 x 250)
Officer ..... 7,000-9,500  7,000-9,500
(10 x 250) (10 x 250)
Senior " 9,000-11,000
Officer .. (6 x 300)
(1 x 200)
Principal 10,000-12,000
Officer ... (5 x 400)
Director ... 12,500-14,000
(3 x 500)
Principal 15,000
Director ..

46. Among those matters which the Committee
was specifically requested to consider was the
question of a ceiling in the cost-of-living adjust-
ment which the Advisory Committee recom-
mended should be reviewed in conjunction with
the whole question of the remuneration of staff
members. The present policy is to compensate
staff members in receipt of salaries of less than
$7,000 a year (net) for cost-of-living increases
since May 1946 when salary rates were fixed, by
payment of a flat allowance of $530 a year on a
gross basis ($450 or less after staff assessment)
representing an adjustment of 2214 per cent on a
gross base salary of $2,350. The cost-of-living
index for the New York area actually stood, as of
August 1949, at about 25 per cent above this base
period. The Committee does not, however, feel
called upon to pass judgment on the adequacy or
inadequacy of these arrangements in view of the
fact that it is proposing in effect an entirely new
salary scheme which is not directly dependent on
the present one and which is intended to make
adequate provision, in itself, for the cost-of-living
at headquarters. The Committee has therefore
proceeded on the basis of the following assump-
tions : ‘

(@) That the present headquarters cost-of-liv-
ing allowance is, in fact, an adjustment of basic
compensation and, as such, should be reflected
in base salary rates themselves, rather than paid
as a separate allowance;

(b) That the present woud be an opportune
time to effect such a consolidation with prices
showing a tendency to level off and a compre-
hensive revision of the salary classification and
allowance system under consideration.

47. From the point of view of the Administra-
tion, the consolidation of the cost-of-living ad-
justment with base salaries would have the ad-
vantage of simplifying the salary system and re-
lieving the pressure for upward adjustment of
the allowance whenever prices show a modest
increase. From the point of view of the staff, it
would give a greater measure of stability and
security by making their basic compensation less




susceptible to downward adjustments whenever
prices show a modest decline. On balance, how-
ever, a policy of recognizing cost-of-living in-
creases by means of a special allowance is liable
to prove more costly than one of adjusting base
rates of salary, since past experience has shown
that. special alowances tend to keep well abreast
of costs when the trend is upwards but to lag far
behind (or not to move at all) when the trend
is downwards. Base salary scales are less liable
to fluctuation and are therefore to be regarded
as a protection to both the staff and the Adminis-
tration. Adjustment of salary rates to take account
of cost-of-living changes is therefore considered
to be the more realistic procedure, and the one
more in keeping with the basic principle of having
a salary scale for international officials adequate
in itself to attract and retain the best people avail-
able without the added doubtful inducement of
various supplementary emoluments the net effect
of which is to complicate and'confuse. A revised
salary plan incorporating the present cost-of-living
adjustment should be subject to review in the
event of significant and substantial changes oc-
curring in the level of costs and salaries generally.

48. The present provision under which staff are
allowed a small night differential when required
to work regularly on a night shift seems reason-
able to the Committee and no changes are recom-
mended. Similarly, the present system under which
staff members above the lowest grades, who are
required to work overtime, may be given com-
pensatory leave, seems satisfactory. Under the
new classification system this practice would apply
to staff in the Special Service and [Substantive
Service categories.

B. Steff awey from headquarters

49. In view of the fact that the headquarters
and branch offices of the United Nations and
the specialized agencies are located in various
parts of the world, a-considerable variation occurs
in the cost of living, as well as in customs and
standards of living, at different duty stations. In
developing a comprehensive system of salaries and
allowances, the United Nations and the specialized
agencies have consequently attempted to provide,
within practicable limits, for the adjustment of
remuneration so that staff members may enjoy
approximately equivalent living standards regard-
less of duty station or of fluctuations in costs
which may take place within a particular area.
The general practice has been for ‘such adjust-
ments to take the form of salary differentials
applied, as appropriate, in either a plus or minus
direction on the basis of relative costs of living
and other factors.

50. Salary differential schemes so far devel-
oped have been of a provisional nature. The
problem was reviewed by the Consultative Com-
mittee on Administrative Questions at its meet-
ing held in January 1949 with a view to develop-
ing a permanent arrangement that would be ac-
ceptable to all the agencies concerned. It is under-
stood, however, that further study was considered
necessary before any decision could be reached
on a scheme which would be both equitable and
reasonable and at the same time suitable for gen-
eral application, and in the meanwhile it was
desired that the problem should be considered by
this Committee in the light of the experience and
the views of the various international organiza-
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tions concerned. Accordingly, careful considera-
tion has been given to the issues involved in the
establishment of salary differentials, taking ac-
count both of the information furnished it as to
existing practices and of the opinions expressed
by representatives of the United Nations and
the specialized agencies in the course of informal
consultation.

51. The Committee considers that very great
weight should be given to the general principle
adopted by the International Labour Organisation
since its inception that “salaries paid to inter-
national staff should have a universal character
and should therefore not be subject to local con-
ditions. International officials who are themselves
recruited from all parts of the world must also
expect to serve in widely scattered territories.
These factors give to their position a character
of universality which should be reflected in the
nature of the salary. In other words, international
salaries should have a minimum of stability irre-
spective of the duty station”. Whilst recognizing
the validity of this general principle, and appre-
ciating also the administrative, technical and other
difficulties inherent in any scheme of salary dif-
ferentials to be applied consistently and uni-
formly not only between headquarters and over-
seas offices of the United Nations but equally
between the various offices of the Unitéd Nations
and other international organizations, the Com-
mittee considers, nevertheless, that situations will
frequently exist in which the establishment of a
differential is clearly justified. It recommends,
therefore, that provision for differentials should
be maintained as a feature of the United Nations
salaries system.

52. The Committee suggests, for example, that
in the case of a regional office such as Geneva
there would be a prima facie case for establishing
a differential provided it could be demonstrated
that on the basis of costs, salaries and living
standards in that area as compared with head-
quarters, and after due allowance for other per-
tinent considerations, internationally (as distinct
from locally) recruited staff are markedly better
or worse off at Geneva than at headquarters. The
case for applying either a plus or minus differen-
tial as between branch offices and the headquarters:
office of an organization is greatly reinforced
where the former are of a permanent or reason-
ably permanent nature and a considerable number
of the “international staff” attached to them are
drawn from the general area and may be expected
to serve much or all of their career there. On
the other hand, the Committee would question the
desirability of attempting to establish and main-
tain equitable differentials in the case of relatively
small offices of a temporary character or to which
the normal practice would be to assign “inter-
national” officials for limited periods of duty only.
In the case of United Nations Information Cen-
tres of which some fifteen have been established,
the Committee is of the opinion that from a
salary-administration point of view, the most satis-
factory procedure would be to pay the substantive
as well as the clerical staff of these Centres who
are recruited from the area in question on a
“local salary” basis. It realizes, however, that in
specific instances wider policy considerations may
well make such a procedure inappropriate,

53. In fixing salary differentials between areas,
relative cost of living must be the basic factor to




be considered. Unfortunately, no comparative data
. are at present available from any official source.
The problem of collecting the kind of information
needed for fixing differentials, therefore, presents
very great difficulties at the outset. The Commit-
tee notes, however, that through the joint efforts
of the United Nations and the specialized agencies
a plan for carrying out comparative cost-of-living
studies has been developed, a manual of instruc-
tions for the implementation of this plan pre-
pared, and a number of comprehensive cost-of-
living surveys initiated.

54. In addition to the question of costs, con-
sideration must also be given, in determining
salary differentials between areas, to differences
in salary and living standards and in living con-
ditions. From the former point of view, the objec-
tive should be to assure to the staff member, in
addition to reasonable requirements of health and
convenience, a standard of living that will at
least place him in the same relative position to
persons normally resident in the area as would be
his relative position if in the headquarters area,
recognizing, however, that there are certain areas
where it is essential for staff members, particu-
larly in the higher grades, to maintain a position
of greater social prestige than is the case, for
example, in New York. From the point of View
of living conditions in an area, it is essential, if
the services of highly qualified staff are to be
available wherever they are needed, that due re-
gard be had to such factors as climatic conditions,
the degree of cultural development, availability of
schools, recreational opportunities, danger to
health, isolation from professional and social con-
tacts, etc.

55. Besides the technical and other serious diffi-
culties inherent in the problem of international
cost-of-living comparisons, there is clearly no pre-
cise way of measuring the relative importance to
be given to the other factors indicated. The Com-
mittee believes, therefore, that salary differentials
which are to take account of such factors must be
determined somewhat arbitrarily in the light of
broad judgment and experience rather than on the
basis of exact and objective assessment.

56. From its examination of the practices fol-
lowed by various national governments and by
international agencies, it appears to the Commit-
tee that no single salary differential system has so
far found any very general acceptance. Before
reaching its conclusions on this point, the Com-
mittee reviewed possible solutions which are un-
derstood to have been discussed in previous meet-
ings of the Consultative Committee on Adminis-
trative Questions. These include the following
suggestions :

(@) That base salary rates be fixed at a level
appropriate for the lowest-cost area so that all
differential adjustments would be made in a plus
direction.

Although such a system might be considered
as in line with the practice followed by foreign
services of Member Governments, where cost-of-
living and other foreign service allowances are
always added to the base rates, it should be borne
in mind that a Government draws staff from only
one country and can fix base rates accordingly,
while an international agency is compelled to draw
its staff from many different areas reflecting wide
variations in salary and cost-of-living conditions.
While under such a plan the psychological objec-

13

tion to the application of minus adjustments
would be removed or substantially mitigated, it
was felt that any such advantage would be far
outweighed by the disadvantages that would result
from the increasingly widespread nature of United
Nations activities and from the drastic change it
would involve in the pay and pension arrange-
ments of present staff members;;

(b) That the differential take the form of an
allowance which would be in effect a decreasing
percentage of base salary going from the lower
to the higher salary grades.

The general opinion seems to have been that
while this method would be satisfactory for plus
differential areas, it would result in too small a
reduction for higher-grade staff in relation to
actual living costs were the same principles to be
applied in fixing minus differentials;

(¢) That a single flat amount should be ap-
plied for all salary levels.

This system, whilst simple to apply, would fail
to make any distinction among staff members
whether performing work at the lowest or highest
salary levels in the Organization and would not
therefore appear to meet the real needs of the
situation ;

(@) That adjustment should take the form of
flat percentage differentials.

This system which is now used by the United
Nations in offices away from headquarters like-
wise has the advantage of simplicity. It has been
criticized, however, on the grounds that it in-
volves too great an adjustment for staff in the
higher salary grades;

(e) That provisions should be made for a de-
creasing percentage of base salary but an increas-
ing dollar amount, going from the lower to the
higher salary grades.

Such a plan, which would represent a compro-
mise between flat percentage differentials and
flat amounts, would have the advantage of making
full ad;ustment for cost-of-living differences for
staff at the lower end of the scale, while provid-
ing for a larger adjustment in terms of dollars
(though a smaller percentage of. base salary), thus
recognizing that as base salary increases, the full
impact of a given cost-of-living difference will
not necessarily be felt.

57. The Committee believes that the plan indi-
cated in (e¢) above has much to commend it. It
feels, however, that substantially the same advan-
tages would be secured if the more simple method
of a flat percentage differential applicable to all
salary levels were retained subject, however, to
the following modifications :

(e¢) That since in practice small differences in
relative costs and other pertinent conditions would
be difficult to recognize and to assess with any
degree of accuracy, a differential of plus or minus
10 per cent should be the smallest to be applied,
and that as a general rule larger differentials
than this should be established in multiples of
10 per cent;

(b) That since a proportion of salary will nor-
mally be expended in the home country and part
will go into savings (including a 7 per cent con-
tribution under the pension scheme) any differ-
ential which on the evidence is clearly justified,



should be applicable only to that part of a staff
member’s salary which would in fact be affected by
living costs in the area. The Commiittee hesitates
to suggest a precise figure in this connexion but
believes that approximately 75 per cent would
be found on examination to be a reasonable pro-
portion of salary which should be subject to a
differential adjustment.

\

58. As to the applicability of salary differentials
to the specialized agencies, the Committee recog-
nized that in each case the agency has the right to
establish its own salary scale. It recommends,
however, that the salary scale for a specialized
agency should be based primarily upon the salary
scale estabished for the United Nations headquar-
ters and that its actual level should reflect, using
the principles heretofore enunciated, the differ-
ence in cost of living in the area as compared with
the cost of living at United Nations headquarters,
due regard being had to other relevant considera-
tions. Further, it recommends that in the interest
of equity of remuneration between staff of the
United Nations (including field offices) and the
specialized agencies, the plan for carrying out
comparative cost of living surveys referred to in
paragraph 53 should be subject to continued re-
finement in the light of experience gained in mak-
ing actual surveys. Thirdly, it believes that con-
sideration should be given to the possibility of
attaching to the Secretariat of the United Nations
an expert on cost-of-living determination whose
services could be made available to the specialized
agencies on a reimbursable basis to assist in estab-
lishing equitable cost-of-living comparisons and
who would ensure that, so far as possible, where
factors other than the actual cost of living are
to be taken into consideration, this would be done
on a uniform basis.

59. Provisions regarding night differential and
compensatory leave for overtime should be the
same for internationally-recruited staff at offices
away from headquarters, as those for staff mem-
bers at headquarters. :

CHAPTER III
SALARIES OF LOCALLY-RECRUITED STAFF
A. Local staff at headquarters

60. It was explained to the Committee that the
United Nations salary rates at the lower end of
the scale in the New York area were initially de-
termined on the basis of a fair and objective evalu-
ation of the average salaries actually received by
staff employed in commercial organizations paying
the “best” average rates in the local area. It should
be borne in mind, however, that the rates so de-
termined were entry (i.e., step 1) rates payable
under a salary scale each grade of which now pro-
vides for six within-grade salary increases over a
period of eight years. Consequently, as this incre-
mental progression begins to have its effect and
staff members at these levels pass from step 1 to
step 3 or 4, where many now are, average United
Nations salaries cease to be strictly comparable
even with the “best” prevailing rates paid in the
New York area. This growing divergence has pos-
sibly been accentuated by cost-of-living adjust-
ments; by a tendency, in view of the difficult mar-
ket situation which has prevailed for secretarial
personnel, to follow a somewhat generous grading
policy for such posts; and by the fact that the
present grading system has tended to be particu-
larly susceptible, at these levels, to pressure for
regular up-grading of posts.

61. The Committee is not in a position to pass
any firm judgment on what can in fact be re-
garded as constituting the “best” prevailing rates.
Nevertheless, the information available to it was
such as to point clearly to the necessity of certain
readjustments in the present scales as indicated
by the following comparative data:

CoMPARISON OF UNITED NATIONS STARTING RATES (NET)?!
WITH BEST STARTING RATES PAID IN THE NEW YORK
AREA, SEPTEMBER 1949

Best
locality Present
rates U.S. Delegations United
Com- Govern- mn Nations
Post mercial ment® New York® rates®
$ $ $ $
Messenger . ... 1,700 1,970 — 2,030
Copy Typist ..
Junior Clerk . ..
Junior Office Ma-
chine Operator 1,900 2,180 — 2,370
Senior Typist ..
Junior Stenogra- 2,050 2,350 2,580
pher ... . 1,990-3,000*
Secretary I ... .. 2,375 2,545) 12,810
Secretary II ... 2,820 3,015 2,140-4,200° 3,340

1 Net rates are calculated for single status.

2U. S. Government rates as revised m October 1949.

3 This column 1s based on rates paid by thirteen delega-
tions to stenographic and secretarial staff in New York.
Owing to the small numbers of staff involved, duties vary
considerably and hence assimilation to the levels of Junior
Stenographer, Secretary I and Secretary II can only be an
approximation. Similarly, while delegation starting rates
are taken wherever identifiable, in certain delegations
there are ad hoc rates only, with no definite scale which
provides a starting rate and regular increments,

* Of the thirteen delegations reporting rates between
these limits, eleven pay less than the United Nations rate
of $2,810, while two pay more ($3,000 each).

5 Rates within these limits are reported by eleven dele-
gations of which ten pay less than the United Nations
rate of $3,340 while one pays more ($4,200).

¢ Present United Nations rates are based on the Manual
of Standard Post Descriptions, 1947, The rates shown
include cost-of-living adjustment.

It should be noted that the above comparisons
take account only of the entrance rates offered
upon initial employment. For certain specific
posts examined, ranging through the grades for
messenger, typist and secretary, it was found
that the rates presently paid by the United Nations
range up to $6 per week higher than the “best”
entrance rates paid for similar work in the local
area.

62. In the opinion of the Committee it is impor-
tant that the United Nations salary rates for
clerical, secretarial and similar staff should not
become too far out of line with best prevailing
rates in the New York area. It believes that this
criterion should be liberally interpreted in so far
as it is no less necessary tor the United Nations
to be able to recruit and to retain in the lower, as
well as in the higher levels of posts, staff of the
highest standards of efficiency, competence and
integrity. It believes, nevertheless, that sufficient
evidence exists to justify a recommendation that
existing gradings and salary scales for certain -
types of locally recruited jobs be carefully re-
viewed and that if, in comparison with prevailing
rates in the New York area, they are found to be
definitely too high, new schedules should go into
effect for new staff without prejudice to the pres-
ent salaries of existing staff members. On the
other hand, it is realized that allowance must also
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be made for the less favorable physical conditions
of employment that have prevailed hitherto, par-
tially as a result of the somewhat inaccessible loca-
tion of the United Nations headquarters. It is as-
sumed, however, that this is a disadvantage which
will be largely overcome after the removal of
headquarters to a more central location in Man-
hattan.

63. It will be noted that the Committee recom-
mends that the number of salary levels in the
General Service category must be somewhat
greater than in the Substantive and Special Serv-
ice categories, by virtue of the fact that the Gen-
eral Service category will comprise a considerable
number of easily identifiable classes of jobs (e.g.,
messengers, typists, stenographers, chauffeurs,
guards, machine operators, etc.). Moreover, as
contrasted with Special and more particularly
Substantive personnel, the value of General Serv-
ice Staff to the Organization will not necessarily
increase to the same extent as a result of progres-
sive experience in their more limited and largely
routine functions and responsibilities. At the same
time there does not seem to be justification for the
nine or ten different grade levels which now ap-
ply to staff doing work covered by the General
Service category ; in the Committee’s opinion, five
such levels should be suffcient.

64. The Committee believes that a starting sal-
ary of approximately $1,900 for the lowest level
in the General Service category would be appro-
priate for the New York area. Starting from this
point and taking into account the desirability of
reducing the present degree of overlap between
grade levels, the following salary grouping for
the General Service category at headquarters is
suggested :

GENERAL SERVICE CATEGORY
(showing number and amount of proposed annual

increments)
$1900 - $2600 (7 x $100)
: 2200 - 3000 (8 x 100)
2600 - 3500 (9 x 100)
3000 - 4200 (8 x 150)
3600 - 5400 (9 x 200)

The comments contained in paragraph 44 with
reference to internationally-recruited staff at head-
guarters would, in the Committee’s opinion, apply
equally to the salary scale recommended above for
headquarters posts which will normally be subject
to local recruitment,

65. The Committee is of the opinion that the
present provisions for night differential are satis-
factory in so far as local staff at headquarters are
concerned. Similarly, the present system under
which staff members in the lower grades are given
either compensatory leave or time-and-a-half pay
when r€quired to work overtime is in line with
local practice and should be continued. Under the
proposed new classification system the Committee
assumes that payments in cash at the rate of time
and a half for overtime would be limited to staff
members in the General Service category.

66. The Committee was unable, in the time at
its disposal, to consider in detail the problem of
the manual workers of whom some 150 are em-
ployed at headquarters (and 80 at Geneva). The
practice is to engage such staff exclusively from
the local area and to pay them in accordance with
the best local rates as of May 1946, adjusted on
the same basis as other United Nations salaries
for cost-of-living increases since that date. In
addition they are eligible for leave, children’s al-
lowances and participation in the pension scheme
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It is recommended that the present practice be
continued under which a separate salary schedule
is developed for such staff on the basis of “best”
prevailing local rates. Consideration might well
be given, however, in conjunction with a thorough
review of local rates, to the possibility of provid-
ing for not more than two or three salary levels
and of increasing the number of annual increments
beyond the one to which manual workers are now
entitled.

67. The Committee further recommends that a
somewhat similar procedure might be followed in
the case of certain special technical posts, for ex-
ample, engineering personnel, nurses, photogra-
phers, cameramen, which by their nature cannot
easily be assimilated into the normal career serv-
ice; that is to say, a separate salary schedule out-
side the regular classification scheme might also
be developed for such posts based on a survey of
local prevailing rates for positions involving com-
parable duties and responsibilities. It would be de-
sirable, however, to keep the number of posts
treated in this manner to a minimum.

B. Local staff at stations other than headquarters

68. In areas other than New York it has been
the practice of the United Nations to recruit
manual and clerical staff locally, in so far as this
proves possible, and to pay such staff on a “best”
prevailing local rate basis, in accordance with the
same principles that have governed recruitment
and salary rates of similar staff at headquarters.
In the case, however, of the United Nations office
at Geneva (the only permanent United Nations
duty station outside headquarters of any consid-
erable size), special local conditions have necessi-
tated a somewhat different policy. The Committee
was informed, for example, that it has proved im-
possible to recruit locally a sufficient number of
English-speaking typists, secretaries, stenogra-
phers, etc., and that it has therefore been the es-
tablished policy of the Geneva office to pay genu-
ine local rates only to manual workers. Other
Geneva staff in grades 1 through 7 (staff which
at headquarters is locally recruited except for
those posts requiring linguistic qualifications)
have been paid in accordance with the headquar-
ters scale, subject, until 1 January 1949 when it
was eliminated, to a small minus differential. This
has led, however, to a tendency to grade at a
lower level than at headquarters certain categories
of posts at Geneva, in order to avoid what other-
wise would amount to unreasonable overpayment
of European staff in terms of European condi-
tions. The Committee was informed that at other
established offices in Europe and elsewhere, the
practice has been either to follow the same policy
as at Geneva, ie., to apply headquarters salary
rates with an appropriate differential, at the same
time adjusting the grading of posts in a down-
wards direction, or to pay local prevailing rates in
those areas where the difference between such
rates and those prevailing at headquarters is too
great to be adequately bridged by the application
of a minus differential.

69. It appears to the Committee that the experi-
ence so far gained has revealed the following
defects in the present local recruitment and salary
policy at offices away from United Nations head-
quarters, including those of specialized agencies
whose classification and salary plan is based on
that of the United Nations:



(¢) In many instances it has resulted in the
payment of unreasonably high salaries to local
staff. This can easily lead to an embarrassing situ-
ation from the point of view of the host Govern-
ment as well as that of the United Nations or the
agency concerned, and is certainly not calculated
to promote either good public relations or confi-
dence in the Organization’s administration ;

(b) It has assumed a universal pattern of
evaluation of posts which in fact is not in accord
with the actual situation. The relative duties and
responsibilities attaching to a particular job and
its relative remuneration may, for example, vary
considerably from one country to another which
variation will not be reflected if the headquarters
classification plan is applied directly irrespective
of duty station;

A{¢) It fails to take account of local employment
customs. At headquarters, for example, a messen-
ger will, in accordance with the custom of the
New York area, normally be a young person while
in Europe it is usual to use persons of more ma-
ture age and experience for this kind of work with
the result that the post would normally be evalu-
ated at a relatively higher level.

70. Having regard to these defects, the Commit-
tee concluded that at offices away from United
,Nations headquarters, the salaries and wages of
locally engaged staff should not have any direct
relation to headquarters salaries for similar staff,
but should be fixed independently although in ac-
cordance with the same principle of using as a
basis the “best” prevailing rates of the local area.

71. It is therefore recommended that salaries
and wages for locally engaged staff should be fixed
and paid in local currency and should be suffi-
ciently high to recruit and retain staff of high
quality and standing. This means that, generally
speaking, a local salary- and wage scale should be
equivalent to the “best” prevailing local rates,
corresponding to the situation at headquarters.
Particular account should be taken of rates paid
by governmental or public authorities in the area
where such authorities themselves use the formula
of best prevailing rates. In this connexion the
Commiittee believes that, in certain areas, the nec-
essity should be recognized of having regard to
salaries paid by the embassies, consulates and
other non-national employers, where such employ-
ers have local staff approximating in number the
local staff of the international organization con-
cerned. An essential factor to bear in mind is that
the prestige of the Organization and the need for
meeting competition in the recruitment of well
qualified staff precludes in many instances the
basing of its local salary scale on even the best
prevailing rates in local commercial establishments.
Apart from this consideration, other situations
may exist where it will be necessary to fix rates
somewhat above the best prevailing local rates,
for instance, where the demand for certain cate-
gories of staff exceeds the available supply or
where other conditions of service offered by out-
side employers make it difficult for international
organizations to attract necessary staff (e.g,
where such employers are able to give at the same
time long tenure or more attracive benefits).

72. With a view to achieving the greatest pos-
sible administrative simplicity and for the reasons
cited in connexion with the Committee’s recom-
mendation concerning the headquarters salary
scale, it is considered advisable to avoid recourse
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to a special cost-of-living adjustment at offices out-
side New York headquarters, even though this
involves periodic adjustments of the local salaries
and wages scale in accordance with significant
changes in the prevailing levels of costs and sal-
aries., This policy may not, however, be practicable
in areas where economic conditions are highly
unstable.

C. Semi-local staff

73. Local staff should, in so far as possible, be
recruited from the immediate area where the office
of the United Nations or specialized agency is lo-
cated. If, however, the local market fails to pro-
vide candidates with suitable qualifications, re-
cruitment’ should be sought in the first instance
from countries within the same general area and,
failing that, from wherever the needed personnel
can be obtained. In all cases where local salaries
and wages are not sufficiently high to attract the
necessary staff from other countries, such staff
should, in addition to the local salary or wage,
receive a permanent non-resident’s allowance of a
flat amount (subject to review as necessary)
which should be fixed at a level sufficiently high
to permit recruitment and retention of personnel
with the desired qualifications, but on the other
hand should not be higher than is necessary to
achieve this goal, having regard to the special con-
ditions of each duty station. It is believed that such
an arrangement represents the best solution of the
local staff problem both from an administrative
and staff morale point of view.'

74. Provided local and “semi-local” staff receive
the same base salaries, it would seem unlikely that
strictly local staff will regard as in any sense dis-
criminatory the payment of a separate allowance
by way of compensation for the higher costs which
those brought into the area will have to bear. In
the Committee’s opinion, however, the proposed
non-resident’s allowance should be paid only in
cases where a suitably qualified candidate is not
available in the immediate area. In the same con-
nexion, attention is called to the necessity of pro-
viding arrangements under which ‘“‘semi-local”
staff would be entitled to convert part of their total
income into the currency of their home country in
order that they may be in a position to meet cur-
rent obligations of a continuing nature and to uti-
lize their savings from current income, in the
home country.

D. General observations and recommendations

75. The Committee realizes it might be argued
that the local recruitment policy it is advocating
is not fully consistent with the principle of wide
geographic distribution as stated in the Charter.
It does not believe, however, it was ever the in-
tention of the General Assembly to insist upon
this principle being applied to an unreasonable
extent. Its application to the entire staff of an
international organization would be enormously
expensive and in the Committee’s opinion would
not result in any corresponding contribution to
the essential purpose which the General Assembly
had in mind of ensuring that the Secretariat is
adequately representative of national cultures and
experience, particularly at what might be very
broadly regarded as the professional and policy-
making levels. Accordingly, it considers that the
desirability of broad geographic distribution of
staff on the one hand, and the importance of
prudent and economical administration on the
other, can be properly reconciled by grouping



staff for salary purposes on a basis of those re-
cruited internationally and paid in accordance
with an international salary scale subject to adjust-
ment where appropriate by a salary differential,
and those whose recruitment for practical and
budgetary reasons should be restricted as far as
possible to the local area where the United Na-
tions activity is situated, and who should there-
fore be paid in accordance with local prevailing
rates.

76. The Committee does not consider it desir-
able, if indeed possible, to prescribe for all offices
including headquarters a uniform policy as regards
those categories or grades of staff to be locally
recruited. The determination should be made in
each case in the light of local needs and condi-
tions. It suggests, however, that normally the
policy of local recruitment should apply to all
staff occupying posts corresponding to those at
headquarters which the Committee has proposed
should be included for classification purposes in
the General Service category. The Committee
recognizes that even in the case of the United
Nations itself, both at headquarters and at over-
seas offices, and more particularly in the case of
the specialized agencies, the staff to be locally
recruited cannot be too rigidly defined in terms
of categories or salary levels. There will be a not
inconsiderable number of present staff members
included in the General Service category, par-
ticularly at the top level, who have been interna-
tionally recruited and who will continue to be
paid on the basis of the international salary scale
and to reecive such allowances or other benefits
as may be granted to international staff. Its pro-
posals will nevertheless tend to widen slightly the
area of jobs which in the future should be treated
for salary purposes as subject to local recruitment
and salary scales.

77. The Committee emphasizes that the policy
which it is recommending of recruiting locally
for certain grades and categories should be fol-
lowed at headquarters to the same general extent
and in accordance with the same principles that
would be applicable to other United Nations
offices. It also stresses the fact that, in its view,
apart from differences in the scale of salaries and
the fact that international staff would be entitled
to certain “expatriation benefits”, other arrange-
ments relating to such matters as leave and allow-
ances should, in principle, be the same for all staff
members whether locally or internationally re-
cruited.

78. With the exception of children’s allowances
(see paragraph 96) the Committee recommends
that all other allowances and benefits (e.g., over-
time compensation, night differential, installation
allowances, repatriation grants, education grants,
termination indemnities, leave and social security
benefits) should ordinarily be granted to local
and semi-local staff at offices away from head-
quarters in accordance with the same rules and
regulations as may apply to similar categories of
staff at headquarters. As a rule it is recommended
that locally-recruited staff should be eligible for
participation in the Joint Staff Pension Fund on
the same basis as international staff. For semi-
local staff, the non-resident’s allowance should
be recognized as pensionable together with base
pay. ‘

79. The Committee believes that children’s
allowances, education grants, annual, sick and
maternity leave etc., are benefits which an organi-

zation provides for its staff over and above base
salary, and that in establishing the local salary
scale, while general regard may be had to local
practice with respect to such benefits, the Organi-
zation should not be placed in a position of having
to try to estimate the value of complicated social
security provisions and of adjusting its salary
scale accordingly.

80. In United Nations offices of any substantial
size the Staff Assessment Plan should apply to
all members of the staff, whether locally or inter-
nationally recruited. However, in smaller offices
(e.g., Information Centres), it would appear best,
for reasons of administrative simplicity, for staff
to receive salaries on a net basis where they are
also exempt, as United Nations employees, from
national income taxation, or on a gross basis
when such exemption has not been granted.

81. Locally-recruited and semi-locally-recruited
staff should have opportunities, subject to the
requirements of geographical distribution and to
their possessing the necessary qualifications, for
transfer to posts in the internationally-recruited
categories to the same extent and under the same
conditions as have the headquarters staff members
in corresponding grades.

82. In the Committee’s view it is of greatest
importance that a considerable degree of admin-
istrative discretion should be left to the chief
administrative officer in the area to work out a
scale of emoluments for locally- (and semi-
locally-) recruited staff subject to confirmation
by the headquarters office. In all areas where
more than one international agency operates, there
should be the closest possible co-operation in con-
nexion with the establishment of appropriate sal-
ary levels. A

CHAPTER IV

APPLICATION OF THE CLASSIFICATION AND
SALARY RECOMMENDATIONS

83. The full benefits of the recommendations
will not accrue to the Organization unless a rapid
transfer is effected from the old to the new system,
involving two clearly distinct steps: '

(a) The establishment of posts according to
the new system, and

(b) The re-grading of the existing staff in
terms of these posts,

and unless, at the same time, new principles of
recruitment and promotion are put into immediate
practical effect.

84. The establishment of new ,posts will, as
already indicated, require a decision to be made
first on the number of posts within each category
needed by a particular organizational unit and,
secondly, on their distribution throughout the
levels in that category. The levels at which posts
have been set up under the present system must
undoubtedly be a major factor in this decision,
but the Administration should feel entirely free
to make any necessary adjustments in the light
of the following considerations:

(@) The aim should not be to reclassify afresh
the individual posts as they are now described
in the Manual, but to establish the needs of the
Organization in the light of new principles. In
other words, the Administration should not ask:
“As there are X number of staff in the unit occu-
pying posts graded Y, to which of the four new
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categories, and to which of the new levels should
the posts be assigned?” It should simply ask:
“How many posts in the four new categories, and
how many at each level in those categories, are
needed to enable the unit to function properly?”;

(b) The organizational structure of certain
services may undoubtedly need to be modified to
bring it into harmony with the new system. The
number of levels can be reduced only if the present
administrative hierarchy is somewhat simplified;

(¢) Within a given category the distribution
of posts at different levels should be determined
in the light of:

(i) The organizational needs of the service con-
cerned and, in particular, the establishment
of such different levels of supervision or
command as are strictly necessary; -

(ii) The maintenance of normal avenues of ad-
vancement ; thus in the substantive category
where the high level of staff makes the need
for different levels of supervision less impor-
tant, it will be necessary to bear in mind that
subject to the avoidance of wasteful expendi-
ture, the number of posts at the intermedi-
ate and senior level must give a reasonable

expectation of advancement to well qualified
staff.

85. When the new posts have been established
the next stage will be to integrate existing staff
into the new structure. The Committee recognizes
that the Secretary-General must have complete dis-
cretion to determine what form the procedure for
this operation must take. It feels bound to state,
however, that, in its opinion, the cardinal consid-
eration should be to effect the change with the least
possible delay in order to avoid the damage to staff
morale which would inevitably result from pro-
longed uncertainty. The need for prompt action
once a decision in principle has been taken is all
the more important because the staff of the United
Nations has been subjected to frequent reorgani-
zations and adjustments in terms and conditions
of employment during the past three years. With
this in mind the Committee has, therefore, made
certain recommendations with regard to adequate
and just transitional arrangements.

86. The type of classification and grading scheme
which the Committee has suggested will require
that considerably more emphasis be placed, in the
future, on-the recruitment, particularly in the sub-
stantive field, of junior personnel who may be
expected to make a career in the Secretariat. As
the Organization achieves stability, it should be
possible to rely to an increasing extent on filling
vacancies, as they occur, at the intermediate and
senior levels from within the ranks of the Secre-
tariat itself. It is recognized that for some time to
come recruitment at all levels will continue to be
necessary, and that there will always be need for
bringing in specialists for particular assignments.
The Committee is impressed, however, with the
importance of guarding against a tendency, every
time any new activity or programme develops,
immediately to seek the recruitment of persons
of proven experience and reputation in some
highly-specialized field of professional work. The
objective should be to recruit and train a versatile
staff capable of dealing competently with most of
the problems with which the Secretariat is liable at
any time to be confronted. Only in this way can
permanent staff members be assured of an adequate
degree of security and reasonable promotion oppor-

tunities. This implies, moreover, not only a regular
and consistent policy of recruiting at the junior or
assistant level but, in addition, the development of
an adequate in-service training programme so that
such recruits will be given the possibility, within
a reasonable period, of gaining proficiency and
experience in different posts involving various
types of functional responsibilities.

87. The Committee desires to emphasize the fact
that the classification and salary proposals it is
recommending are intended to represent an entirely
new plan and not simply an adaptation or modi-
fication of the existing one. Accordingly, it is essen-
tial that every individual post should be re-evalu-
ated in terms of the new system and that simul-
taneously there should be a similar review of the
qualifications of individual staff members.

88. The Committee does not intend to imply
that the introduction of a new scheme should in
any way prejudice the “contractual” or “acquired”
rights of the staff. It therefore assumes that present
staff members will be assigned to the appropriate
category and salary level under the new classifi-
cation scheme, the determining factors being the
level of duties and responsibilities required and
the qualifications of the staff member. In some
cases, this would mean an immediate increase in
the salary rate for the staff member concerned,
but, in any case, the Committee assumes that each
staff member would receive a rate at least equiva-
lent to his present salary plus cost-of-living allow-
ance. Furthermore, in shifting staff from the pres-
ent salary scheme to the one proposed, service
credit already earned toward a salary step increase
should be taken into account in determining the
appropriate new rate. If, as a result of the re-
evaluation of the responsibilities and duties of a
post, it is clear that the appropriate placement of
that post in the new system would be at a level too
low to cover the incumbent’s current salary, the
post should be starred for subsequent readjust-
ment, the staff member occupying it continuing
in the meantime to receive the salary attaching
to the next higher salary level. Similarly, if, as a
result of the review of personal qualifications, it is
clear that a staff member does not measure up
to the standards of competence, technical or pro-
fessional skill required by the category and level
to which he is assigned, he should be noted either
for transfer to a more appropriate category and
level or for replacement as opportunity offers
(e.g., as a result of resignation, expiration of con-
tract, etc.). At the same time the Committee as-
sumes that normal promotions would continue to

“be made during the transition period, and would
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not be subject to delay because of the application
of the new plan.

89. The Committee would attach special impor-
tance to the need for a careful and thorough review
of posts and of individuals at the senior level, in
view of the higher salaries it is recommending
for such posts especially in the case of Principal
Officers and Directors. In recommending this
improvement, it is certainly not the Committee’s
intention to suggest that all those who now hold
the rank and salary of a Director or Principal
Officer should automatically retain the rank and
the new salary provided for under the new scheme.
It seems to the Committee quite conceivable that
in a number of instances neither the job being
performed nor the individual, on the basis of his
qualifications and experience, will justify the re-
vised grading and that the staff member concerned



would be more appropriately placed under the new
proposals in the next lower level, subject to his
present net salary remaining unaffected.

90. It is inevitable that under any revised classi-
fication scheme involving a much smaller number
of grades than exist at present, some staff mem-
bers will find their salary ceilings extended while,
for others, ceilings are likely to be somewhat cur-
tailed. With the salary ranges proposed by the
Committee, it is believed that the number of staff
members who will ind any substantial change in
their salary ceiling will be very small. The Com-
mittee recommends that in the few cases involving
a substantial reduction in ceiling, the Secretary-
General should consider the possibility of making
special arrangements on the basis of the facts in
each case.

91. While the Committee recognizes the desir-
ability of not cutting employees current earnings
or greatly lowering present horizons in institut-
ing changes in salary scales, it feels that where
local salaries in offices away from headquarters
have been established on a New York base resulting
in gross overpayment in terms of local conditions,
it may be necessary to apply the new salary scale
as of a given date. In such an event, the Committee
recommends that this should not be done without
prior notification, of perhaps six months, in order
that employees who may not wish to continue
under the new scale be given adequate oppor-
tunity to seek other employment and that such
seeking of other employment should not be pre-
judicial to their continuance with the Organization.

CHAPTER V
ALLOWANCES
Children’s allowance

92. The Committee assumes that the General
Assembly, in authorizing a scheme of children’s
allowances, intended that such payments should
serve a general social rather than specifically eco-
nomic purpose in keeping with the trend in many
countries where children’s allowance schemes on
‘a national basis have acquired an increasing impor-
tance. In the light of this approach it was con-
sidered that the allowances now paid to United
Nations staff should be regarded as in the nature
of social benefits rather than as part and parcel
©f the system of compensation and that there
should therefore be no change from the present
policy under which a flat-rate allowance is paid
to all eligible staff members.

93. It was further considered that the present rate
for headquarters of $200 for each child was rea-
sonable and should be maintained, and that the
allowance should be excluded from assessable in-
come under the provisions of the Staff Assessment
Plan in view of its character and purpose and the
fact that, in any event, the alternative procedure
appeared to involve serious technical and adminis-
trative difficulties and complications.

94. Also in the interests of administrative sim-
plicity and for the further reasons that (a) the
Organization should not be placed in the position
of having to make detailed inquiries into the per-
sonal affairs of its employees; and (&) it is faulty
administration and personnel practice to have
within the same Organization double standards of
entitlement, it was agreed that the allowance
should be paid equally to male or female staff mem-
bers who certify that the child is “dependent” and
furnish a birth certificate or other documentary

evidence. Since, however, not more than one inter-
national organization should pay an allowance in
respect to the same child, the certification required
of the staff member should also state that his (or
her) spouse is not in receipt of a children’s allow-
ance from another such organization. It was recog-
nized that the foregoing proposal would admit a
number of claims which would scarcely meet any
strict test of dependency but since the number of
additional allowances that will need to be paid is
understood not to exceed seventy, the extra ex-
pense will be compensated by savings in adminis-
trative costs and the avoidance of any feeling of
discriminatory treatment.

95. Under the present provisions (Staff regula-
tion 30 and Staff rule 35) the children’s allowance
is payable in respect of dependent children “under
the age of sixteen years or if the child is in full-
time attendance at a school or university (or simi-
lar educational institution) under the age of
eighteen or twenty-two years respectively”. The
Committee was informed that some administrative
difficulty has arisen out of this age requirement
since the age at which a child normally finishes
secondary school and enters university varies from
country to country. The Committee further had
some doubt as to whether the type of school or
educational institution at which the child is in full-
time attendance was significant within the basic
intention of the chldren’s allowance. Finally, it
would seem desirable to grant the children’s al-
lowance in respect of children between the ages of
eighteen and twenty-two who are totally disabled
and consequently not in school attendance. The
Committee, therefore, was inclined to favor a revi-
sion of regulation 30 and rule 35 so as to make the
children’s allowance payable in respect of depend-
ent children “under the age of eighteen years, or
if the child is in full-time attendance at a school
or university or is totally disabled, under the age
of twenty-two years.”

Childrew's allowance for local and semi-local staff

96. Local staff should be eligible for children’s
allowances in the same manner and to the same
extent as international staff. In the case of the
United Nations the amount of the allowance
should be the same for all staff at headquarters.
For local (and semi-local) staff at offices away
from headquarters, however, the amount of the
allowance should not necessarily bear any rela-
tionship with the headquarters rate but should be
independently determined, due regard being had
to appropriate conditions and circumstances in the
local area, including the base salary and wage
scale established for that area. Local customs with
respect to children’s allowance schemes should be
one of the factors to be taken into consideration
in fixing the amount of such allowances for staff
members of international organizations. The rate
of allowance for local or semi-local staff in such
areas should be fixed and payable in local cur-
rency. The Committee recognizes that in certain
areas conditions may be such as to preclude the
provision of any children’s allowance scheme for
certain categories of locally-engaged staff.

Education grant

97. It was agreed that the education grant
should be maintained on substantially its present
basis, as a permanent feature of the system of
allowances, in view of the fact that it represents
partial compensation for a clearly identifiable
“extra” expense incurred by the expatriated staff
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member. While an international organization has
no obligation to relieve a parent of the normal
expenditure incurred in educating his children, it
should accept the duty of assisting a staff member
to meet the extra expense involved in educating
his children in his own country or, at any rate, in
his own culture. With this consideration in mind,
it was felt that the present regulations and rules
might reasonably be liberalized by :

(a) The removal of the present eleven-years-
of-age limitation with respect to children attend-
ing “national schools” in the area of their duty
station, i.e., schools which have curricula charac-
teristic of their nationality including international
schools organized for children of staff members;

(b) A more flexible rule for determining the
approved country of educaton. In this connexion,
it would seem reasonable to recognize, for the
purposes of the education grant, a country other
than the country of the staff member’s nationality
and leave, provided it is in the same geographical
area and has a similar educational and cultural
system, e.g., to enable a Swiss or Belgian national
to send his child to a school or university in
Paris.

In proposing removal of the eleven-year limi-
tation, the Committee was influenced by the con-
sideration that it may often be impracticable for
financial or other reasons to arrange for a child’s
education in the home country and that, in such
circumstances, an opportunity of attending a
national or international school in the area in which
the staff member is resident, will at least assure
some measure of educational training in an en-
vironment which is not exclusively that of the
duty station country.

98. At the same time, it was felt that present
procedures should be tightened up in the follow-
ing directions :

(@) Adequate safeguards are necessary against
the Administration’s being involved in unreason-
able and unwarranted expense in connexion with
a staff member’s claim for a round-trip fare for
a child; for example, there should be some pro-
vision similar to that under which staff members
eligible at the time of appointment for travel ex-
penses for dependents shall not be entitled to
payment of these expenses if their services are un-
likely to continue beyond six months after the
date of the dependents’ travel.

(b) The travel expenses provided under the
grant should not as a general rule be payable in
any case where the child has attended school for
less than two-thirds of the normal school year.

Travel subsistence allowance

99. The establishment of new salary scales will
require a realignment in travel-subsistence allow-
ance rates and after examining the present system
the Committee recommends that the standard
rates should be as follows :

General Service and Assistant Officer, $10.00;
Intermediate Officer through Director, $12.50;
Principal Director, $15.00.

Under the present system eligihility for the
$12.50 rate begins at the $7,000 level rather than
at $5,000 as the Committee has proposed. It is
believed that considering the nature of the duties
and responsibilities of staff in this salary range
a distinction in subsistence rates at the lower
level is more appropriate. :
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100. The standard rates should, as now is the
practice, be subject to variation according to the
level of subsistence costs in the area where travel
is performed. The Committee also believes that
the type of travel accommodations allowed for
senior and intermediate officials while on official
travel, as distinct from home leave, should be
re-examined. In the Committee’s view, it would
be more compatible with the dignity and position
of the Organization for such officials to travel first
class when on official business, than to be re-
stricted to cabin (or equivalent) class accommo-
dation as is now the practice whenever such ac-
commodation.is available.

Installation allowances

101. After reviewing the system of installation
allowances established by the Secretary-General
in the early days of the Organization, in accord-
ance with the authorization of the General Assem-
bly, the Committee was convinced of the necessity
for including such an allowance as part of the
permanent system, and was also of the belief that
under present conditions the existing level of pay-
ments should be maintained. It appears to the
Committee, however, that the scheme itself is
unnecessarily complicated, providing as it does for
the payment of a lump sum by way of an installa-
tion grant and of a daily allowance over a period
of sixty days, varying in amount according to
the grade of a staff member and by the applica-
tion of fractions to determine the proportionate
rate for dependents. Furthermore, it is under-
stood that many problems have been encountered
in the administration of the present scheme, par-
ticularly with respect to the determination of
eligibility.

102. It is proposed, therefore, purely as a meas-
ure of administrative simplification, that, instead
of the present system, installation allowances be
paid under the regulations and rules governing
travel subsistence allowances. Under such an ar-
rangement problems with respect to determination
of eligibility would be greatly simplified since the
allowance would be paid only when authorized
travel has occurred, either on initial recruitment
or on transfer of duty station. '

103. The average amount of allowance payable
to an eligible staff member should be so designed
as to provide in total approximately what is pro-
vided under the present system. Since travel sub-
sistence rates are about double the special rates
now in effect for installation purposes, the sixty-
day period for which installation is now payable
should be reduced to thirty days, subject, how-
ever, to variation if conditions in a particular area
so warrant. In the interest of simplification, flat
amounts for dependents rather than fractions of
the basic subsistence rate would be preferable. For
the purposes of payment of the installation allow-
ance on initial recruitment or transfer of duty
station, dependents should include any person
whom the staff member certifies to be accompany-
ing him as a dependent member of his household
up to a maximum of four, not more than two of
whom should be adults.

104. Since the need for the installation allow-
ance will be greatest when he has first arrived,
and also in the interest of simplification, the full
amount of installation allowance to which a staff
member would be entitled should be paid immme-
diately on reporting to his duty station, in one
lump sum, on the basis of the staff member’s cer-



;ification as to dependents he is bringing with
im,

105. The simplified plan thus proposed would
replace the present installation grant and the
sixty-day installation allowance. Since it affects
primarily future staff members of the Organiza-
tion it could be installed on relatively short notice;
1 Januvary 1950 is suggested as a convenient date.

Expatriation allowance

. 106. 1t is understood that the temporary system

of expatriation allowance installed by the Secre-
tary-General in 1947, which provides for $250 a
year for staff without dependents and $500 for
staff with dependents, was extended through the
end of the year 1949 without limitation as to the
period during which a staff member might receive
the allowance, pending the completion of the Com-
mittee’s comprehensive review of the salary and
allowance systems. It is further understood that
this allowance was established in recognition of
the expenses and disadvantages affecting staff
members serving in a foreign country, such as:

(@) Increased expenses intrinsic to living for
the first time in a foreign country;

(b) The insecurity of tenure which is inevitably
very much greater in the case of an international
organization such as the United Nations than in
the case of most national services;

(¢) The progressive and serious loss of pro-
fessional or business contacts with the home
country and the resulting increasing difficulty in
finding suitable employment in the home country
if work with the United Nations should be termi-
nated ; and

(d) Maintenance in many cases of two house-
holds, one at the headquarters and one in their
home country where close relatives may be living
and to which the staff member is expected to
return for home leave, upon retirement or the
severance of employment with the United Nations.

107. After having reviewed the salary and al-
lowance system as a whole, the Committee con-
cluded that so long as an expatriated staff mem-
ber expects to work the whole or a substantial
part of his career in the United Nations, there is
little reason to pay him more by way of a perma-
nent expatriation allowance than is provided by
regular salary (except to assist in the education
of his children in the home country). So far as
initial expenses are concerned, i.e., those which
an expatriated staff member incurs upon arrival in
a foreign country, it is believed that adequate provi-
sion has been made by way of installation allow-
ances. It is, moreover, the considered view of the
Committee that United Nations base salaries
should be fixed at a level sufficient to allow ex-
patriated staff members to meet current and con-
tinuing expenses after the initial , installation
period, so long as they may continue to serve with
the Organization.

108. It was recognized, nevertheless, that upon
leaving the Organization and being repatriated to
his home country, a staff meémber is faced with cer-
tain extraordinary expenses, and that such ex-
penses would fully justify payment of a special
lump-sum grant at that time. Such expenses would
arise, for example, as a result of (a) the loss,
during United Nations service, of professional
and business contacts with the home country re-
ferred to in sub-paragraph (c) of paragraph 106
above; (b) the necessity of giving up residence

21

and liquidating obligations in a foreign country;
and (c¢) the expenses which a staff member will
normally have to meet in re-establishing himself
and his home on return to his own country. The
Committee was, therefore, of: the opinion that in
place of the present expatriation allowance there
should be substituted a repatriation grant designed
to assist in meeting such extraordinary expendi-
tures. The substitution of such a grant would
not only be in the interest of economy and of
administrative simplicity, but equally in the inter-
est of the staff member who would receive the
payment at the time when it was really needed.

109. It is proposed that the grant should be pay-
able to all staff members with respect to whom
the Organization is obligated to undertake re-
patriatien to the home country, Staff members who
are terminated by summary dismissal should not
be eligible, The amount of the grant should vary
with the length of service with the United Nations
provided that payment of the grant would begin
with staff who had served a minimum of two
years. A suggested schedule of pdyments is as
follows :

Staff member with

i i Staff member with
neither a wife,

a wife, dependens

dependent husband husband or
or dependent child dependent child at
Years of at time of time of
continuons service termination termination
away from (months of (months of
bome country salary) salary)
After 2 years .. .. ... 1 2
R 1% Y3
“ 4 g 2 4
“ 5 [ 2% 5
&«
6 3 6
« 7o L 3% 7
[13 8 [13 4 8
“« 9 o« 41 4 9
“ 10« s 10
‘“ 11 £ 5% 11
“ 12 “ 6 12

The maximum grant payable to any staff mem-
ber under this plan should be $5,000 (net) for a
staff member without dependents and $10,000
(net) with dependents.

110. It is recommended that a repatriation
grant along the above lines replace the present
expatriation allowance as of 1 January 1950 and
that all eligible staff members should begin to
accumulate service credit towards such a grant
as from that date forward. Any staff member
serving with the Organization on 31 December
1949 who is terminated during the years 1950 or
1951 should, for such period as he has accrued
service towards the repatriation grant, receive a
lump-sum payment calculated at the rate of $250
per year for staff without dependents and $500
per year for staff with dependents, provided that
in no event shall the grant payable during this
period exceed one month’s salary for staff without
dependents and two months’ salary for staff with
dependents.

111. The Committee noted that the Staff Com-
mittee of the United Nations was strongly in
favour of making the expatriation allowance a
permanent feature of the salary and allowance
system. In any event, the Staff Committee was ot
the opinion that any change from a system of
expatriation allowances to a repatriation grant
should allow for a gradual transition to avoid
immediate and excessive hardship, particularly to
staff in the lower grades. This Committee, how-
ever, could not agree with these views. The Staff



Committee also recommended that should the re-
patriation grant system be established, provision
should be made for annual contributions to a spe-
cial fund to be used for this purpose. The Com-
mittee makes no recommendation on this point but
suggests that it be given consideration by the Sec-
retary-General and the General Assembly.

Rental allowance

112. It was the opinion of the Committee that
given an adequate salary system justification no
longer exists for continuing indefinitely the pres-
ent rental allowance and subsidies and that these
should therefore be abolished, after a redsonable
period of notice, in the interests of administrative
simplicity and economy. On the understanding
that the leases on the United Nations housing
projects expire in 1951 and that the removal of
headquarters to Manhattan is likely to take place
during the early part of that year, it was felt that
the change should be made effective not later than
1 January 1952 for existing eligible staff. Pro-
vided prompt notice is given, staff affected should
have ample opportunity to make any necessary

,adjustments. On the understanding, furthermore,
that rental allowances and subsidies were never
intended to be regarded as permanent features of
an allowance system, it is believed that no serious
hardship will result from their discontinuance.
Staff members (almost two-thirds of whom are in
any event not affected) have had several years
now to establish ‘themselves, during which time
the housing situation has eased considerably whilst
through promotions and increments their incomes
have steadily risen. It seems highly doubtful,
moreover, whether many of those who are receiv-
ing rental assistance are, in fact, any more dis-
advantageously placed in the matter of housing
costs, than many among the large majority who,
by virtue of having resided in the New York
area, are ineligible for such assistance. In the
event of United Nations leases expiring before
1 January 1952, those now receiving the rental
subsidy should receive the appropriate rate of
rental allowance for the remainder of the transi-
tion period.

CHAPTER VI

TENURE AND TERMINATION INDEMNITIES

113. The Committee’s recommendations on the
classification and salary system are designed to
strengthen the concept of a career service, as
envisaged by the General Assembly. Under such
a concept, the question of job security becomes
important, together with the related question of
form and amount of indemnity in cases where
staff must be terminated. The Committee has
heard and given consideration to a number of
viewpoints regarding these questions.

114. Some increased degree of security for the
staff is clearly desirable in spite of the difficulties
inherent in a young and growing organization.
It was noted that somewhat less than 30 per cent
of the staff now have indeterminate (or career)
appointments, terminable only on the abolition of
the post, reduction in force, or inefficiency. Such
appointments are subject to review every five
years, but it would seem wise to consider the
abolition of this review, at any rate for posts below
the rank of director, in order to assure the staff
that an indeterminate appointment carries all the
security that can reasonably be expected: in fact,
-that a staff member holding such an appointment
will be terminated only for reasons of inefficiency

or if he cannot be transferred to any other post
at approximately the same level should his post-
be abolished. The proposed broader system of
categories and levels should be helpful in this
connexion, in so far as it may promote the doc-
trine of the flexibility of staff, and may diminish
the risk that the abolition of a particular post
will necessarily imperil the security of the in-
cumbent.

115. Although the Committee did not feel com-
petent to propose any rigid rule, it is definitely
of the opinion that, as a general principle, staff
members should not be kept for a long period in
temporary status. Subject to the reservations noted
below, it should be a rare occurrence for a staff
member to be continued in service beyond four
or five years without having been granted a per-
manent contract. It is recognized, nevertheless,
that security of tenure, while of great advantage
to the individual, may result in an organization
such as the United Nations in certain inconven-
iences to the Administration. Certain protective
measures should therefore be considered: '

(¢) In the first place, whereas a substantial
cadre of career staff is desirable in some areas of
the Secretariat, the proportion need by no means
be uniform throughout the Organization or in all
types of work. Special care should be taken not
to approve indeterminate appointments for:

(i) Staff qualified only for duties which are not
in their nature continuing elements of the
work of the Secretariat, or

(ii) Staff whose duties lie within fields where
recent experience in the outside professional
or technical world is of particular importance ;

(b) Secondly, the possibility of the fresh in-
flow of talent should be preserved by limiting,
perhaps to approximately 75 or 80 per cent, the
number of indeterminate appointments even in
areas where the justification for granting a high
proportion of such appointments is greatest.

116. Present provisions regarding termination
indemnity appear to the Committee to need modi-
fication. These provisions now distinguish be-
tween":

(a) Indeterminate staff, who receive a mini-
mum of three months’ notice and a minimum in-
demnity of three months’ salary which increases
with seniority to nine months’ salary after twelve
years of service;

(b) Steff on fired term appoiniments, who
receive no termination indemnity unless the ap-
pointment is terminated before the end of the
agreed period ; and

(¢) Staff on temporary indefinite appointments,
who upon termination receive five days’ salary for
each month of service with a maximum of thirty
days’ salary (reached after six months of service).

These conditions, which were prescribed in the
earliest days of the Organization when it was
regarded as important to compensate for the un-
certainty then prevalent, are no longer suitable.
Experience has shown that a sizable number of
staff on temporary indefinite appointments have
served continuously for two or three years; fur-
thermore, staff on fixed term appointments, not
infrequently, have their appointments extended at
the expiration of the initial period.

1'17..Having in mind the above conditions, the
Committee is of the opinion that in fixing termina-
tion indemnities the Organization should:




(@) Retain the present minimum and maximum
indemnity payments provided for staff on inde-
terminate appointments, as fixed by the provi-
sional staff regulations approved by the General
Assembly ;

(b) Provide that a staff member whose fixed-
term appointment is renewed after the initial
period, becomes eligible for termination indemnity
on the same basis as staff members serving on
temporary indefinite appointments. This provi-
sion would relate to cases in which the staff mem-
ber’s agreed fixed term is completed ‘but the ap-
pointment not renewed; where a fixed-term ap-
pointment is broken by the United Nations be-
fore the expiration date, indemnity should be
based, as at present, on a fixed amount for each
unexpired month of the contract, provided that in
such a case the amount paid should never be
less than the amount the staff member concerned
would receive under the “length of service”
formula; .

(¢) Provide that staff serving under temporary
indefinite appointments should receive no indem-
nity if terminated during their first year of service;
it is felt that the thirty day notice period gives
such staff sufficient protection unless they con-
tinue to serve beyond one year. After one year of
continuous service, such staff should receive ter-
mination indemnity on a scale which increases
with length of service up to a fixed maximum.

118. The Committee was aware that removal
of termination indemnity for temporary staff
during their first year of service would be equit-
able only in so far as such staff members are
locally recruited. This proposed change, therefore,
should be accompanied by continuing and strength-
ening the current practice of assuring staff mem-
bers recruited from outside the country of duty
station a period of service of one year or more.
The Committee was of the opinion that this as-
surance of at least cne year of service could be
given without providing contracts of a fixed term.
In fact, the Committee believes that the gradual
elimination of fixed-term appointments, except for
staff secured on loan or secondment, and the use
normally of ony two types of appointment—tem-
porary indefinite and indeterminate—would sim-
plify and improve personnel administration.

119. The adoption of these proposals would
entail some such scale of indemnities as the fol-
lowing : )

A B C D
\ Indemnity
for
Indemnity teriporary, Indemnity
or indefinite and or
indeterminate fixed-term termination
Years of sta sta, during
completed (months of. (months of fixed term if
service salary) salary) more than C
0...... ®
1....... 3 1 4
2 . 3 1 ®
3o 3 2 ®
4 ... 4 3 b
S 5 4 d
6 . ........... 6 5 4
7 .7 6 ®
8 .. ... ... 8 7 b
9 and over .... 9 8 i

& The indemnity provided for in column D would be paid only in
cases where a fixed-term appointment is broken by the United Nations
before the expiration date. This indemni(z would not be paid in
addition to that'provided under column C., but the staff member
concerned would receive either the amount provided under C or the
amount provided under D, whichever is greater.

b Five days’ pay for each unexpired month of fixed term.

CHAPTER VII

THE LEAVE SYSTEM

Annual leave

120. The Committee took note of the existing
provision for annual leave, i.e., thirty working
days per calendar year. While this provision is
somewhat liberal in comparison to that granted
by public and private employets in the headquar-
ters’ area, the Committee believes that it is not
unreasonable for an international civil service,
particularly in the professional and higher levels.
It is perhaps arguable that thirty days is rather
generous for staff who would fall in the General
Service, and who for the most part would be
locally recruited. It was agreed, however, that
having regard to the policy followed by the United
States federal, state and local governments, and
taking into account the difficulty of transferring
from a uniform to a graded system, no distinc-
tion should be made between stafl members on the
basis of rank, status or length of service in so far
as annual leave provisions are concerned.

121. Consequently, it is recommended that the
provision of thirty days’ annual leave for all staff
members be continued. Since, however, the pur-
pose of granting annual leave is to afford an op-
portunity to staff members to rest and recuperate
from their labours, the Committee further rec-
ommends :

() That the present rule under which a staff
member is ordinarily permitted to carry forward
no more than fifteen days of the leave earned in
a given year be continued; and

(b) That the present ceiling of 100 days on
the total amount of leave which can be carried
into a new year be reduced to sixty days. As a
transitional measure, however, any staff member
who at the beginning of 1950, has accumulated
more than sixty days of annual leave, should be
allowed to retain this higher amount as the maxi-
mum he may carry over for the next two years. As
of 1952, the ceiling of sixty days should apply to
all staff members.

Home leave

122. It was the view of the Committee that
the purpose of home leave is to serve, in the first
place, the interests of the Organization, ie., to
enable individual staff members to maintain their
national ties and interests, and in particular their
professional and official contacts, so that the “rep-
resentative” character (in terms of different cul-
tures and experience) of the staff as a whole is
kept alive; and, in the second place, to afford the
individual staff member the opportunity of re-
newing his personal ties and contacts and thereby
to provide some measure of compensation, for his
“expatriated” status. Whilst the latter of the above
two conditions should not be neglected, the Com-
mittee believes that in administering a home leave
policy emphasis should be placed on the former.
Accordingly, it was agreed that “home” for leave
purposes should, as a general rule, be the country
of nationality. The Committee believes that a rule
under which ordinarily “home” is defined as the
country of nationality provided the staff member
has resided there within the ten-year period be-
fore appointment, or another country provided the
staff member has resided there continuously for
five years immediately preceding appointment, is



a reasonable application of these principles. The
Secretary-General should, however, retain discre-
tion to make exceptions to this rule in cases where
rigid application would prove a hardship and go
contrary to the concept and intention of the home-
leave principle.

123. It was considered that the purposes for
which home leave is granted would be adequately
served if it were to be on a three-year instead of
the present two-year basis, in addition to which,
considering the extremely heavy annual cost to
the Organization, substantial economies would
thereby result.

124. Having regard to the fact that an essential
justification for home leave is that such leave con-
stitutes a compensatory benefit for the disadvan-
tages of expatriation, the Committee concluded
that no such justification exists for extending any
of the existing home-leave provisions to staff
members whose official duty station is in their
home country. The liberal annual leave now
granted should be, it was felt, adequate to enable
such staff members to maintain family and profes-
stonal ties.

125. It was considered that provision for annual
leave and its accumulation is generous enough to
warrant the discontinuation of the granting of
ten additional working days at the time of home
leave. Since allowance for travel time up to thirty
days is granted, and since it is expected that the
staff member normally would spend his vacation
time in his home country during the year he takes
home leave, this change would not materially
weaken the home-leave system.

126. Provision should be made in the home-
leave rules whereby staff members, on being
granted home leave, would have to certify their
willingness to serve a further two years with the
Organization, if required to do so. Should a staff
member leave the Organization without the Ad-
ministration’s concurrence before the expiration of
this period, the travel expenses incurred by the
United Nations with respect to the home leave
should be recoverable from any amounts owed to
the staff member by the Organization. The Com-
mittee also believes that the current provision for
payment of the travel fares and subsistence for the
wife and dependent children of a staff member
going on home leave is reasonable and should be
continued.

127. The Committee recommends that if its
proposals regarding home leave are adopted, all
current staff members as of 31 December 1949
should be allowed the next home leave to which
they would have been entitled under the previous
provisions, without any change in the conditions.

Special leave

128. The Committee recommends that in addi-
tion to provisions for annual and home leave, and
to the normal provisions for leave necessitated by
illness and maternity (see paragraphs 130 to 133),
the Secretary-General should retain discretion to
grant special leave as necessary. The Committee
strongly supports, in particular, the authority of
the Secretary-General to approve special leave for
strengthening professional contacts, in addition to
whatever home leave may have been granted, when
such leave is clearly in the interests of the Or-
ganization,
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CHAPTER VIII
SociaL SEcURITY PROVISIONS

129. Provisions for the protection of members
of an international secretariat in the event of
sickness or accident form an important part of the
over-all system of pay and benefits. The Com-
mittee has, therefore, considered this question, and -
recommends the adoption of a general plan of
staff social security, as outlined in paragraphs 130
to 147 below. The financial implications of this
plan are impossible to calculate accurately without
considerable experience. Consequently, certain
phases—for example, the amount of compensa-
tion to dependents in case of death attributable to
service—should undoubtedly be adopted on a pro-
visional basis. Furthermore, it would seem neces-
sary to grant a large measure of discretion to the
Secretary-General in fixing the detailed conditions
under which benefits should be awarded, and in
fixing the exact amounts to be given in individual
cases involving, for example, partial disability.
The Secretary-General should have authority to
determine the persons to be recognized as de-
pendents within the provisions of this social secur-
ity scheme. The Committee is of the opinion,
however, that dependents should ordinarily be
defined as including a wife, a dependent huband,
children under eighteen years of age, and children
between the ages of eighteen and twenty-two pro-
vided they are in full-time attendance at school
or university or are totally disabled. While a de-
tailed examination of the pension plan has not
been made, the .Committee did take into account
the general features of this plan, in developing the
total scheme of emoluments and benefits which it
is recommending.

A. Risks which do not result directly from exer-
cise of duties

Salary and allowances during sickness

130. The Committee considered both the exist-
ing provisions covering sick leave and the Organi-
zation’s experience with these provisions as de-
scribed from a number of points of view. The
general conclusion reached was that the present,
provisions operate in such a way as to be perhaps
too generous in cases of absence due to minor ill-
nesses and indisposition and not generous enough
in cases where staff members are seriously ill for
extended periods. The Committee is of the opin-
ion that revised sick-leave provisions should make
it clear that sick leave is not an additional authori-
zation for absence on full pay but is rather a pro-
tection afforded staff members in cases where
absence is necessitated by sickness.

131. Consequently the Committee recommends
that the following provisions should be made for
application in cases of absence necessitated by
sickness :

(a) Staff members should receive, at the be-
ginning of each year of service, a sick-leave credit
of twenty-five working days on full pay;

(b) Unused portions of this credit should be
carried forward at the end of each year provided
that the total amount which can be carried for-
ward should not exceed 100 working days;

(¢) After one year of service a staff member
whose sick-leave credit is exhausted should be
granted, where necessary, an advance of leave



on full pay, up to a maximum of twenty-five
working days;

(d) After two years of service a staff member
whose sick-leave credit is exhausted should be
granted, where necessary, an advance of leave on
full pay up to a maximum of fifty working days;

(e) In the event an advance granted under
(¢) or (d) is outstanding at the time of a staff
member’s separation from the service, an ap-
propriate deduction should be made from any
amounts owed to the staff member by the Or-
ganization. The Secretary-General should have

the authority to make exceptions to this provision

in hardship cases;

(f) Absence of three or more consecutive work-
ing days should be supported by medical certificate ;

(9) In any one calendar year not more than
a total of seven days of absence should be allowed
if unsupported by medical certificate.

Medical and surgical assistance and hospitalization

132. The Committee was informed that the
Director of Medical -Services was making a de-
tailed study of this subject, and that his recom-
mendations would be made at a later date. Con-
sequently, the Committee’s consideration has been
limited to general principles which should be
embodied in any plan ultimately adopted, and the
following recommendations are made:

(@) Medical and hospital care, including long-
term sanatorium treatment where necessary,
should be provided for all full-time staff members,
with the exception of consultants and those em-
ployed only for short-term and conference periods;

(b) The possibility of providing personal
choice of doctors should be examined;

(¢) Provision should be made for staff con-
tribution.

Clearly, medical and hospitalization benefits
constitute an important part of any over-all social
security programme. They form a separable part,
however, and while waiting for expert advice in
this connexion, it seems entirely feasible to decide
upon other features of the social security plan
at this time.

Maternity

133. In addition to sick leave, a staff member
with indeterminate appointment, or two years’
continuous service at time of confinement:

(e¢) Should be entitled to absent herself from
her duties until date of confinement on producing
a medical certificate that her confinement will
probably take place within six weeks;

(b) Should not be permitted to work during
the six weeks following confinement;

(¢) Should receive full pay for the entire dura-
tion of her absence in accordance with paragraphs
(a) and (b) above. No mistake on the part of
the doctor or midwife as to the date of her con-
finement should prevent the staff member from
receiving full pay from the date of the medical
certificate to that of confinement.

Disability )

134. In the case of total disability, pension
scheme benefits will apply to participants in that
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scheme. The United Nations cannot accept obli-
gations in cases where other staff members suffer
non-service-incurred disability. In the case of par-
tial disability (i.e., any disability not compensable
under the pension regulations), where necessary,
re-adaptation of the staff member in a suitable job
should be undertaken by the Secretariat. No other
form of compensation is recommended.

135. (@) Pension scheme benefits will apply to
participants in that scheme. The United Nations
cannot accept obligation in other cases;

(b) When a staff member, entitled to trans-
portation to his home on termination, dies, the
United Nations should pay the expenses of trans-
porting the remains to his home, including costs
of preparation incidental to shipment. The de-
pendents of such a deceased staff member should
be entitled to return transportation irrespective
of the type of appointment under which the de-
ceased staff member served;

(¢) The opportunity for staff members to par-
ticipate in a voluntary, group life-insurance pro-
gramme, as at present, might well be continued.

Retirement

136. The great majority of staff members are
covered under the present pension scheme. No
additional recommendation is made by the Com-
mittee.

137. The provisions of part A (paragraphs 130
through 136) should as a general rule apply to all
full-time staff members with the exception of con-
sultants and staff employed only for short fixed-
term and conference periods.

B. Risks which result directly from the exercise
of duties

Salary during disability

138. Staff members should remain, during dis-
ability, on full salary and full allowances for a
period of one year or until prior date of recovery.
If, after one year, the establishment of the type and
degree of disability would still be impossible, the
staff members should be paid the same compensa-
tion provided for staff members adjudged to be
permanently totally disabled.

Medical assistance and hospitalization

139. All reasonabe costs resulting from service-
incurred sickness or accidents (such as medical,
hospitalization and directly related costs) should
be borne by the United Nations.

Disability benefits

140. If a service-incurred accident or sickness
results in disability, the staff member, as from the
end of the one-year period specified under para-
graph 138 above, should be granted disability bene-
fits on the following basis:

(a) Permanent total disability. In case of total
disability adjudged to be permanent, 6625 per
cent of salary should be paid to the staff member
during the continuance of such total disability.
The following minimum basis of compensation
should be adopted:

(1) $1,500 annually for a staff ‘member without
dependents;



(ii) $2,000 annually for a staff member having
one or more dependents.

An additional annual amount of 5 per cent of
salary, but not less than $300, should be paid to
disabled staff members for each dependent child,
provided that, in the absence of other dependents,
the first child will be covered under (ii) above);

(b) Temporary total disability. During tem-
porary total disability, the same compensation
should be provided as for permanent total dis-
ability ; ’
(¢) Permanent partial disability

(i) When the disability results in disfigurement
or impairment, regardless of whether it af-
fects the earning capacity of the staff
member, he should be compensated by a
lump-sum payment in accordance with the
type and degree of disability incurred;

(ii) A staff member remaining in the United
Nations service, where the disability is of
such a nature as to make impossible the
resumption of his former or an equivalent
post, should receive two-thirds of the differ-
ence between the staff member’s salary be-
fore the accident and after the accident;
(iii) A staff member whose earning capacity is
adversely affected by the disability and who
is not continued in United Nations service,
should receive in full settlement an addi-
tional lump sum in accordance with the type
degree of disability incurred.

Death

141. (a) Funeral and related expenses. The
United Nations should pay reasonable funeral
expenses and expenses of transportation to the
home of the deceased. Dependents should be en-
titled to return transportation irrespective of the
type of appointment under which the deceased
staff member served;

(b) Compensation to dependents

(i) Monthly compensation should be paid to
dependents for the periods specified, in
amounts equal to the specified percentages

of the deceased staff member’s final salary:

Widow or dependent widower until death
or remarriage, with two years’ compensa-
tion in one sum on remarriage : 334 per cent
but not less than $1,500 per year;

.Each dependent child : 5 per cent but not less
than $300 per year.

Where no widow or widower survives, there
should be paid in respect of any one orphan
child until the age of eighteen or, if in
full-time attendance at school or university,
or totally disabled, until the age of twenty-
two, the same benefit as would have bheen
paid to the widow or dependent widower;
and in respect of each such additional orphan
child 10 per cent of final salary but not less
than $600 should be paid. Where there is
more than one orphan child in any one fam-
ily, each such orphan child should share
equally in the combined orphan benefits pay-
able with respect to any such family.

(ii)
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(iit) The total annual compensation to all de-
pendents should not exceed 6624 per cent
of the deceased’s final salary, except where
the minimum payment of $1,500 is invoked
under (b) (i) above.

No person should be entitled under this’
paragraph to be considered as a dependent
of more than one staff member.

(iv)

142. The provisions of part B should extend,
to all staff members, including consultants and
short-term staff; provided, however, that in the
case of staff locally employed at offices away from
headquarters and paid in accordance with local
standards, the Secretary-General may make ap-
propriate adjustments in the minimum amounts
provided under paragraphs 140 and 141.

- 143. In awarding benefits under part B of this
scheme, (paragraphs 138 through 142), account
should be taken of benefits available under the
pension scheme or any other scheme financed by
the United Nations, excepting benefits arising
from privately purchased insurance. If the bene-
fits thus provided are less, the United Nations
shall pay under this scheme the additional amounts
necessary to provide the benefits to which per-
sonnel may be entitled under part B. If other
benefits are higher, such higher benefits shall be
paid.t
C. Auxiliary personnel

144. The term “auxiliary personnel” as used in
this part shall be deemed to include all military
observers and other personnel placed under the
orders of the United Nations on a loan basis by
any Government at the express request of the
United Nations. As a general rule such personnel
will be retained on the payroll of the Government
concerned and will not be paid salaries or wages
directly by the United Nations.

Risks which do not result directly from the exer-
cise of duties

. 145. (a) Sickness and disability. All auxiliary
personnel who are receiving per diem shall con-
tinue on full per diem during any sickness or
disability in the field, unless hospitalized in the
field, in which case the per diem will be reduced
to one-third the normal rate. All reasonable medi-
cal and hospitalization expenses in the field will
be paid by the United Nations;

(b) Disability after repatriation. For any sick-
ness or disability which does not result directly
from the exercise of duties, the United Nations
cannot accept any obligation after the time of
repatriation ;

(¢) Death. When any person within the cate-
gory of auxiliary personnel dies in the field, the
United Nations will pay the expenses of prepar-
ing and transporting the remains to his home.

Risks which result directly from the exercise of
duties '

146. (a) Disability in the field. All auxiliary
personnel shall continue on full per diem during

1 In connexion with this paragraph it is understood that
once the scale of benefits for staff members has been
decided, the United Nations will be free to protect itself
against the risks involved through insurance; in such
cases the United Nations would receive the benefits from
such insurance and not the staff member. The latter
would be paid the appropriate benefit provided under the
general scheme.



an illness while in the field unless hospitalized in
the field, in which case the per diem will be re-
duced to one-third of the normal rate. All medical
and hospitalization expenses in the field will be
paid by the United Nations;

(b) Temporary disability after repatriation.
For disability after repatriation, the United
Nations will pay all reasonable medical, hospital
and related expenses, and during the period of
temporary disability, such amount as is required
to insure provision to the person concerned, during
such disability, of the equivalent of the total home
service pay and allowances which he was receiv-
ing from his Government when the accident oc-
curred. Cases of temporary disability will be sub-
ject to periodic review in such a manner as may
be stipulated by the United Nations;

(c) Permanent total disability. In the case of
total disability adjudged as permanent, the indi-
vidual concerned should receive the same pension
as he would have received had the permanent
disability been incurred while in the active service
of his home country. The Secretary-General
should be authorized to make, where appropriate,
a lump-sum payment as a supplementary benefit;

(@) Permanent partial disability. Permanent
partfal disability will be compensated for by a
lump-sum payment in full discharge of United
Nations liability in accordance with a scale to be
worked out; N

(e) Death. In the case of death, benefits should
be paid- to the dependents of the auxiliary per-
sonnel according to the scale existing in the
services of their home country. The Secretary-
General should be authorized to make, where
appropriate, a lump sum payment as a supple-
mentary benefit.

147. In all cases the amounts paid by way of
benefit by the United Nations should be reduced
by whatever benefit monies are received by the
beneficiary from his own national service.

i
CHAPTER IX

CoNcCLUSIONS

148. The Committee is firmly convinced that
the adoption as a whole of the scheme presented
in this report would be of great advantage both
to the Administration and the staff. In particular,
it regards its recommendations on the organization
and classification of staff (chapter I) as of cardinal
importance, and believes that the proposed scheme
in this respect is much more appropriate to the
nature of an international organization and to the
development of an outstanding career international
civil service than the system which is currently in
effect.

149. From the point of view of the Adminis-
tration, the scheme proposed would make possible
the kind of administrative economy which criticism
from many quarters has, over the past few years,
recognized as not only desirable but necessary. The
number of staff concerned with routine adminis-
tration could undoubtedly be substantially cut as
the scheme becomes established, and the majority
of senior officers dealing with the substantive pro-
gramme of the United Nations would find them-
selves relieved of routine duties which they cannot
now avoid.
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150. The scheme would result in the diminution
of turn-over,among internationally recruited staff.
It must be recognized that extremely heavy addi-
tional expense is involved every time an overseas
staff member, especially one with dependents, is
recruited to the United Nations for a comparatively
brief period. Transportation of dependents and
families is a very costly item in itself, to say nothing
of the loss in efficiency which necessarily occurs
whenever the United Nations loses the services of
a well qualified staff member and his successor has
to begin to learn the job all over again.

151. Further, the Committee-is satisfied that
the recruitment and retention of able staff is a
major economy in itself. It is not by minor sav-
ings in the upper salary brackets that an adminis-
tration achieves true economy. Much more is saved
in the long run if highly qualified senior staff
elect to make their career in the Secretariat, and
by their enthusiasm and increasing experience
are able to perform a greater workload, which
would otherwise require the recruitment of addi-
tional staff at a much higher cost. A further factor
to be taken into account is that, if the scheme is
approved, it would be possible fairly soon there-
after to pass from provisional staff regulations
to permanent and established staff regulations.
This in itself would remove a great deal of un-
certainty which now exists and is all the cause of
much of the burden which now falls upon the
Administration.

152. Likewise, from the point of view of the
staff, to put conditions of service and staff regu-
lations on a permanent basis would be an enor-
mous gain. Few large secretariats can have been
subjected to so many régimes in so short a space
of time as the staff of the United Nations. It is
accordingly the Committee’s view that the Ad-
ministration itself would derive important and
continuing benefits from the establishment on
the lines of the Committee’s proposals of a career
service under settled conditions, /permitting the
staff on the one hand to concentrate their entire
energies upon their substantive work without the
disturbing sense of insecurity, and the Adminis-
tration on the other hand to plan a gradual and
effective system of recruitment.

153. The Committee regards it as important to
emphasize once more that, in its view, the scheme,
if adopted, should be put into effect with all
reasonable celerity. In its opinion it is essential
to avoid, if at all possible, the unnecessary co-
existence of two systems, and the prolongation of
the feeling of insecurity which clearly has had
ill effects upon staff morale, the continuance of
which cannot fail to endanger the functioning of
the Secretariat at the highest level of capacity.

154. In recommending the general principles
which should be followed in awarding certain of
the allowances and other benefits, the Committee
is well aware that the application of these prin-
ciples to individual cases is a matter which must
be left to the discretion of the Secretary-General.
The Committee recognizes, furthermore, that
should its recommendations be accepted, the de-
tailed hases of determining eligibility for some of
the allowances and benefits (e.g., home leave)
will need to be modified. The definition of “de-
pendents” for various purposes is particularly
difficult, and while the .Committee has indicated
in several parts of the report its view as to the
persons who should be considered dependents



for various purposes, it is convinced that the defi-
nitions finally adopted in detail must provide an
essential degree of uniformity in order to avoid
administrative complications. As a consequence
of all these considerations, it is assumed that after
the Committee’s report has been acted upon by
the Secretary-General and the General Assembly,
it will be necessary to review individual cases of
entitlement to various allowances and benefits in
the light of the decisions taken.

155. Detailed calculations of the financial effects
of the Committee’s proposals must undoubtedly
be made by the Secretary-General and submitted
with his other comments on the recommendations
in this report. After consideration of preliminary
estimates of the most important financial effects
the proposed scheme would have, however, the
Committee is convinced that adoption of its pro-
posals would, in the long run, if not immediately,
produce considerable financial savings for the
Administration.

156. Finally, the Committee wishes to repeat
that its proposals should be regarded as a whole.
They have been arrived at after much delibera-
tion and consultation. They derive from an exam-
ination of existing conditions of service as a whole
and are designed to meet the whole range of prob-
lems put before the Committee in its terms of
reference. The proposals offer, in the Committee’s
opinion, a balanced and comprehensive answer to
the problem of the relationship between the staff
and the Administration. Unless they are regarded
as a whole the vital elements of balance and pro-
portion will disappear.

Document A/C.5/331/A4dd.1 and Corr. 2

Report by the Secretary-General on the
report of the Committee of Experts

[Original text: English)]
A. INTRODUCTION

1. On 31 October, the Secretary-General trans-
mitted to members of the Fifth Committee for
their information the Report of the Committee
of Experts on Salary, Allowance and Leave Sys-
tems, established at the -request of the General
Assembly at its third regular session. After fur-
ther consultations with the Staff Committee and
the specialized agencies it is possible now to pre-
sent some conclusions.

2. The Secretary-General welcomes the report
of the Committee of Experts, whose appointment
afforded the first opportunity for a comprehensive
review of the system proposed in London in 1946.
The Experts have taken into account the experi-
ence of the United Nations in its four years of
operation, as well as the various criticisms levelled
at the existing system both from internal and
external sources. The Secretary-General is con-
vinced that the Committee’s report sets forth a
well-conceived and balanced plan. He believes that
adoption of the essential features of that plan
would achieve notable improvement in “adminis-
tration, and would be of substantial, long-term
benefit to the staff.

3. He is prepared to put into effect those essen-
tial features of the plan. without delay, provided
" the Assembly takes the necessary complementary
_action. He considers himself clothed with suffi-
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cient authority to act on most of the recommenda-
tions of the Committee of Experts. To clear the
way fully for the reforms proposed, however,
Assembly agreement in two fields is necessary,
and is requested. The two requisites are amend-
ment of certain provisional staff regulations which
presently stand in the way of the best interests
of the staff, and an adjustment of the salary ceil-
ing fixed by previous Assembly resolutions. De-
tailed proposals for these changes are outlined
below.

4. The Secretary-General is of the opinion that
items requiring approval by the General Assem-
bly should be acted on at the present session.
Already, as observed so wisely by the eminent
members of the Expert Committee, the staff has
been kept too long in doubt and uncertainty on
matters of paramount importance to it. It must be
recalled that the decision to study the whole
question of salaries, allowance and leave sys-
tems was taken in December 1948. Such studies
inevitably create unrest in the staff and, in the
opinion of the Secretary-General, a year’s delay
would be likely to result in serious repercussions
on staff morale. Going ahead with the Committee’s
proposals in 1950 would make possible the prepa-
ration of draft permanent staff regulations for con-
sideration of the General Assembly at its fifth
session. For his part, the Secretary-General de-
sires earnestly to come to a time of stability and
greater security for the staff. He hopes the Gen-
eral Assembly will be similarly disposed.

5. As already mentioned, there are additional
reasons against further temporization. The Gen+
eral Assembly surely will not fail to see that
important budgetary advantages are to be gained
by early action. Without accepting the proposed
change of home leave to a three-year basis (see
paragraph 22 for the Secretary-General’s reserva-
tion on this point), implementation of the plan
in 1950 would result in savings of not less than
$300,000 in that year; annual savings by 1953
would be approximately $800,000 and by 1956
would reach approximately $1,250,000. Details of
these calculations are attached (appendix I). As
will be seen clearly from appendix I, the entire
economy for the first year would result, not from
regrading or lowering of wage scales, but from
substitution of a repatriation grant for the present
long-disputed expatriation allowance. Let it be
understood that the plan contemplates no lower-
ing of existing salaries and wages for any class
of present staft members at the headquarters or for
international staff in overseas offices, although in
future years it does propose that the scales for
new employees in some classes be brought more
realistically into line with the best salaries paid
for similar work in the area. This is in accord-
ance with well understood principles already laid
down and reaffirmed by the General Assembly.

6. It is also called to the attention of the Fifth
Committee that several specialized agencies are
awaiting decisions on these questions as a basis
for changes in their systems of salaries and allow-
ances. A year’s delay would place an additional
obstacle in the way of greater uniformity of con-
ditions of service as between the United Nations
and the specialized agencies. This point is devel-
oped further in part C of this report.

7. The Staff Committee, representing the Staff
Association of the United Nations, has been kept
fully informed of the preparations for the work



of the Committee and of each stage of the devel-
opment of its work. Representatives of the staff
have appeared before the Committee of Experts
on several occasions and a number of suggestions
made on behalf of the staff regarding salary scales
and transitional arrangements were incorporated
by the Committee. The comments of the staff
(both at headquarters and Geneva) have been
transmitted to the Secretary-General in documents
which are attached (appendix II).

8. Draft resolutions covering the points on
which General Assembly action is necessary are
submitted in paragraphs 31 and 32 below. The
Secretary-General, however, considers it appro-
priate that he should not confine the present state-
ment to a mere request for Assembly co-operation
in those fields where he is not empowered to act
fully. He takes the occasion to present his views
also on those other features of the plan which
lie within his authority as chief administrative
officer, so that the Assembly may be in no doubt
as to his general attitude toward the proposals
of the Committee of Experts.

B. ViEws OF THE SECRETARY-GENERAL ON MAIN
RECOMMENDATIONS OF THE COMMITTEE OF
EXPERTS

Orgawization and classification of staff

9. The Secretary-General believes the recom-
mendations of the Committee regarding organi-
zation and classification of staff (the establishment
of broad categories and substantial reduction in
the number of grades) and the level of salaries
are the most important features of the proposed
plan. He believes strongly that acceptance of the
plan as it relates to classification, salaries and
allowances would achieve the following significant
advantages:

(a¢) A sound basis for the development of an
international career service of the highest calibre,

(b) Greater flexibility in the assignment of staff
across unit and departmental lines,

(¢) Marked simplification in staff administra-
tion, and

(d) Substantial financial economies.

Salaries of internationally-recruited staff

10. The Secretary-General strongly supports
the proposal of the Committee for an increase in
the ceiling of the salary scale and believes that
the figures recommended by the Committee (para-
graph 45 of A/C.5/331) are sound, taking into
account the increased cost of living since 1946,
and the need for recruitment and retention of
persons of outstanding ability. Approval of this
point would require specific authorization of the
General Assembly, and paragraphs for this pur-
pose are included in the draft resolution which
appears in paragraph 31. While some slight ad-
justment of the detailed scales suggested for the
various levels below that of Principal Director
might be required, the Secretary-General believes
that the Committee’s proposals are generally rea-
sonable and should be accepted.

11. The Secretary-General agrees with the pro-
posal to integrate the present headquarters cost-
of-living allowance into base salary and with the
view that such rates should be subject to review
only in the event of significant and substantial
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changes in the level of living costs and salaries
generally.

12. The Secretary-General agrees with the
Committee’s proposals regarding salary differen-
tials for international staff stationed away from
headquarters.

Salaries of locally-recruited staff at headquarters

13. The salary levels and rates proposed by the
Committee for locally recruited secretarial and
clerical staff at headquarters are generally satis-
factory, and from time to time the Secretary-Gen-
eral will make a detailed review of rates in the
local area with a view to keeping United Nations
salaries in line with best prevailing rates.

Salaries of local staff at stations away from
headquarters

/

14. The Secretary-General agrees with the prin-
ciple of paying locally-recruited secretarial and
clerical staff in areas away from headquarters in
accordance with the best local prevailing rates.
The Committee’s further proposal that a perma-
nent non-residence allowance of a flat amount
should be paid when it is necessary to recruit
such staff from outside the local-area and local
rates are not high enough to attract competent
staff, appears to be satisfactory.

Application of the classification and salary recom-
mendations n 1950

15. The Secretary-General as noted in the in-
troduction to this report supports wholeheartedly
the Committee’s recommendations in chapter IV
and agrees:

(e¢) That changeover to the new system should
be made as rapidly as feasible, and

() That suitable transitional arrangements
must be made to protect the interests of staff
members already employed.

Children’s allowance and education grant

16. The Secretary-General is in full agreement
with the proposals to retain children’s allowances
and education grants at the present rates and to
liberalize slightly™~the conditions of eligibility.
Since the detailed provisions for these allowances
are at present contained in the provisional staff
regulations, the changes proposed by the Commit-
tee of Experts would necessitate revision of staff
regulations 30 and 33. The draft resolution ap-
pearing in paragraph 31 makes provision for the
appropriate changes.

Expatriation allowance

17. The Committee’s proposals to replace the
expatriation allowance with a system of repatria-
tion grants represents a considerable change from
the present system as well as a change from the
Secretary-General’s previous recommendations for
the adoption of a permanent expatriation-allow-
ance system. There is a great deal to commend
the ideas advanced by the Committee of Experts,
however, and the Secretary-General feels, in view
of repeated recommendations by the Advisory
Committee on Administrative and Budgetary
Questions, now reinforced by recommendations
of the Committee of Experts and supported by
many delegations, that further representations by
the Secretary-General would be futile. The Secre-
tary-General, therefore, is prepared to accept the
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recommendations on this point. The draft resolu-
tion appearing in paragraph 31 makes provision
for the appropriate changes. :

Rental allowance

18. The rental allowance has always been recog-
nized as a temporary measure and the Commit-
tee’s proposal to discontinue it as of 1 January
1952 has the advantage of providing a reasonable
period of adjustment for the staff.

19. The Secretary-General agrees with the
Committee’s recommendations that local and semi-
local staff should receive allowances and benefits,
such as installation allowance, repatriation grant,
pension, overtime compensation and so forth, on
the same terms as internationally-recruited staff,
provided, of course, that appropriate eligibility
conditions are met. o

Tenure and termination indemnities

20. The Secretary-General agrees with the gen-
eral proposal for an increased percentage of in-
determinate appointments and proposes to take
appropriate action along this line in connexion
with the review of staff duties and qualifications.
The Secretary-General is in entire agreement with
the principle that idemnities for staff serving on
temporary indefinite appointments should increase
with service along the lines recommended by the
Committee. Such indemnities for staff serving on
fixed-term contracts which have been renewed at
least once are more questionable; the Secretary-
General is convinced, however, that equitable treat-
ment of the staff would require acceptance of the

Committee’s proposal on this point.
\

Annual leave

21. The Secretary-General agrees with the
Committee’s proposals to retain the present rules
providing thirty days of annual leave per year
but to reduce the maximum accumulation of leave
to sixty days. He agrees that the lower maximum
will meet all ordinary requirements both of good
administration and of the staff.

Home leave !

22. One of the major changes suggested by the
Committee is reduction in the frequency of home
leave from two to three years. There is no doubt
that this change would achieve substantial econo-
mies. The Fifth Committee debated the question
in 1947 and decided to maintain the two-year rule.
The principle of home leave is, of course, an
underlying feature of the conditions of service
of an international secretariat, and a reduction
in the frequency, once the system has been estab-
lished, has very real disadvantages. The Secre-
tary-General is of the view that the Committee’s
proposal on this point should be rejected. Nor is
he prepared to agree with the Committee’s recom-
mendations that in the future home leave should
not -be allowed to staff members serving at a duty
station in their home country, in view of the
inequalities thus established between nationals of
adjoining countries. On the other hand, in view
of the liberal annual leave, the Secretary-General
is prepared to agree that home-leave benefits
should be limited to travel expenses and travel
time, without the provision of two additional
weeks of leave as currently established in the staff
rules.

In his opinion it would be undesirable to adopt
the Committee’s recommendation to the effect that
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each staff member before having his hormie leave
approved should certify his willingness to serve
a further two years with the organization, and
further that should a staff member resign within
this two-year period without the consent of the
Administration, his home leave transportation
expenses should be recovered (see paragraph 126
of A/C.5/331). At the same time, it is believed
that the primary purpose of this recommendation
could be served by having a system under which
home leave is withheld in the case of a staff
member not expected to serve an additional six
months, and under which the organization would
not pay both home leave costs and repatriation
costs in the case of a staff member who resigned
without the concurrence of the Administration
within one year of his return from home leave.

Social security provisions

23. The proposals of the Committee of Experts
on the subjects of sick leave and maternity leave
represent a slight liberalization of the present
rules, and these proposals are acceptable to the
Secretary-General. The more important provi-
sions of the proposed social security scheme relate
to compensation in the event of accident or illness
attributable to service, both for regular members
of the Secretariat and auxiliary personnel. The
Secretary-General proposes to use the plan ad-
vanced by the Committee as a guide for the pay-
ment of compensation should need arise during
the forthcoming year. The question is so .mpor-
tant, however, that the Secretary-General wishes
to give the matter further study in consultation
with representatives of the specialized agencies,
and he would hope to report further on this sub-
ject to the fifth session of the General Assembly.

24. The present statement does not attempt to
review all of the many recommendations of the
Committee of Experts. The Committee itself in
many instances presented suggestions only, empha-
sizing that specific solutions should be worked
out administratively, Paragraph 44 of A/C.5/331
assimes ‘“‘that the Secretary-General, as chief
administrative officer of the organization, would
exercise such discretionary power as he might
see fit in the matter of detailed application.” Re-
garding several of these details, the Secretary-
General must at the present time reserve that dis-
cretionary authority.

25. In the implementation of the proposed
changes, the Secretary-General will follow his
normal procedure of consultation with the Staff
Committee. This procedure was established in
June 1946 in Secretary-General’s Bulletin No. 28
which provides that the Staff Committee shalt
be given an opportunity to submit observations
before any final decision is reached regarding
“the policy to be followed on matters such as
salaries, allowances, appointments and promotions,
contracts, general conditions of work, housing,
transportation, welfare and discipline.”

C. RELATION OF THE RECOMMENDATIONS OF THE
COMMITTEE OF EXPERTS TO THE SALARY AND
ALLOWANCE SYSTEMS OF THE SPECIALIZED
AGENCIES

26. At the time of discussion of a general sal-
ary review at the third regular session of the
General Assembly in Paris, the Fifth Committee
specifically recommended that the review be ex-
tended to a “comparative study of the salary scales



and allowances schemes of other international
organizations.” The Secretary-General immedi-
ately communicated this request to the specialized
agencies and asked their help in drawing up
the terms of reference of the Committee of Ex-
perts, in selecting its members and preparing docu-
mentation.

-27. The International Labour Organisation
(ILO), the Food and Agriculture Organization
(FAOQ), the United Nations Educational, Scien-
tific and Cultural Organization (UNESCO),
the Internationa] Civil Aviation Organization

~(ICAQ), the World Health Organization
(WHO), the International Bank for Reconstruc-
tion and Development (Bank) and the Interna-
tional Monetary Fund (Fund) all transmitted
comprehensive papers on their own systems and
also sent officials to meet with the Committee of
Experts in mid-July to give their first-hand opin-
ions on experience with the existing systems.
Further, UNESCO f{furnished a member of the
Committee’s secretariat throughout in accordance
with a resolution of its Conference. ICAO also
furnished secretariat assistance in the early stages
of preparation for the Committee of Experts.
Such assistance was much, appreciated by the
Secretary-General and by the Committee.

28. At the same time, it was inevitable that
the Committee should devote its primary atten-
tion to the problems of the United Nations. The
limitations of time and location precluded a thor-
ough review of the problems of each agency. Atten-
tion is called to paragraph 6 of the Committee’s
report which states:

“. .. In this report the Committee is recom-
mending a system which, although specifically
designed to meet the needs of the United Na-
tions, is, at the same time, based upon general
principles which are thought to be capable of
application by each of the agencies in developing
its system of salaries, allowances and leave pro-
visions. The Committee feels that in general only
modification in details of the recommended svs-
tem should be required, and wishes to emphasize
that, in the interest of promoting an international
career service, of avoiding inter-agency competi-
tion for personnel and facilitating interchange of
staff, such modification should be made only when
there are sufficient and compelling reasons to
warrant changes.”

29. When a preliminary draft of the report was
available, the Secretary-General discussed the
whole (question with the Directors-General at a
meeting of the Administrative Committee on Co-
ordination on 11 October 1949. That Committee
requested its technical sub-group, the Consulta-
tive Committee on Administrative Questions to
review the report in detail. That body, composed
of the senior administrative officials of each
agency, agreed on the following summary of its
views: ’

“The Consultative Committee on Administra-
tive Questions, having regard to the importance
of establishing, in so far as feasible, common con-
ditions of service for members of the international
civil service in accordance with the Agreements
between the United Nations and the majority of
the specialized agencies; and to the practical im-
portance of facilitating interchangeability.of staff
among the United Nations and the agencies: and
keeping in mind that the final authority and re-
sponsibility for salaries and allowances rests with
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the executive heads, the governing bodies and/or
conferences of each of the participating organiza-
tions, concludes:

“(1) That, in principle, a substantial reduction
from a 19-grade salary system is desirable, main-
taining the criterion that grades should be read-
ily identifiable in terms of duties and responsi-
bilities ;

“(2) That the majority of agencies favour divi-
sion of posts by broad categories. However, spe-
cialized agencies located in countries where salary
scales for higher grade general service personnel
would approximate junior professional rates, see
little advantage in this system;

“(3) Whereas ranges up to 50 per cent are
envisioned for certain of the levels in the pro-
posed plan, the majority of agencies expressed the
opinion that ranges beyond approximately 30
per cent were unnecessary, costly, and extended
too far the points at which an individual would
be examined critically for salary increases; and
that a solution might be found in inserting one
or two grades in the proposed system;

“(4) That the proposal to include existing
headquarters cost-of-living allowances in base
salary is sound and that a majority of the agencies
believe that these salaries should be subject to
review only in the event of significant and sub-
stantial changes occurring in the level of living
costs and salaries generally; and that salary dif-
ferentials are necessary in permanent offices away
from headquarters where clearly justified on the
basis of costs, salaries, living standards and living
conditions.

“(5) That local staff should be paid according
to best prevailing rates in the locality of the office
where they are stationed, provided that, where it
is necessary to recruit staff outside the local area
and it is found that locality rates are not suffi-
ciently high to attract the required staff, special
rates (for example, the non-residence allowance
proposed by the Experts), should be paid;

“(6) That a majority of the agencies consider
that children’s allowances and education grants
are sound in principle, and accept the basis pro-
posed by the Experts, provided that each agency
retains appropriate flexibility in administrative
rules; provided also that children’s allowances
to local and semi-local staff should take into ac-
count the pay rates and circumstances of the local
area;

“(7) That the majority of agencies do not
believe it necessary to introduce three gradations
in travel subsistence rates, believing in any case
that the distinction between two types of direc-
tors is unsound. All agencies agreed that special
rates for conferences held away from headquarters
and for unusually high or low cost areas are
desirable;

“(8) That the proposals relating to the method
of payment of installation alowances are sound;

“(9) That agencies now having expatriation
allowances should replace them with a system of
repatriation grants;

'

“(10) That it is sound personnel management,
in the long run, to grant a high proportion of
indeterminate appointments (or contracts), pro-
viding that some flexibility should always be re-



tained for recruitment of highly specialized per-
sonnel to meet the specific needs of each agency;

“(11) That for permanent career staff a system
of termination indemnities which increase with
length of service should be provided;

“(12) That a majority of agencies agree that
the’ Committee’s proposals on annual leave are
desirable for those agencies now having a 30 day-
a-year rate of accrual;

“(13) That a majority of agencies believe the
Committee’s proposals regarding frequency of
home leave are sound. The United Nations Sec-
retariat and representatives of all the agencies
agree that the provision that a staff member must
certify to his willingness to serve an additional
two years and that a staff member who resigns
without the Administration’s concurrence within
two years after home leave must repay the home
leave travel expenses is undesirable. All agreed
that it would be preferable to have a system
under which home leave is withheld in the case
of a staff member not expected to serve an addi-
tional six months, and under which the organiza-
tion would not pay both home leave costs and
repatriation costs in the case of a staff member
who resigns without the concurrence of the ad-
ministration within one year of his return from
home leave.

“(14) The agencies agree that a system of
social security is necessary in all international
agencies but note that the system of social secu-
rity proposed by the Experts is designed most
specifically to meet United Nations needs which
have become urgent in view of the missions now
in unsettled areas. They also note that the Com-
mittee proposes the adoption of the scheme on a
provisional basis and hopes that this will afford
an opportunity for inter-agency consultations on
the plan when some experience has been gained.
Such consultation should take into account exist-
ing pension and social security provisions already
adopted by the agencies.”

30. Several agencies wish to emphasize the im-
portance of action on this question by the United
Nations at the current session of the General
Assembly. UNESCO and ICAO, in particular,
have informed the Secretary-General that their
governing bodies and conferences by specific reso-
lutions are awaiting the decisions to be made by
the United Nations as a guide to necessary
changes in their own systems. In general these
agencies agree with the proposals of the Com-
mittee of Experts although the Director-General
of UNESCO states that he believes some changes
in detail would improve the plan. A supplementary
letter from the Bank states that “in general we
consider the recommendations made to be sound”,
while one from the Fund expresses the view “that
the report of the Committee of Experts represents
a distinct step forward in the formulation of long-
term personnel policies”, A letter from FAO, in
supplementing the conclusions of the Consultative
Committee on Administrative Questions, points
out the features of the recommended plan which
would not be suitable for FAO in view of its spe-
cial problems. Letters from the Universal Postal
Union and the International Telecommunication
Union indicate that they are too long-established
and too small to require major changes in their
salary and allowance systems.
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.D. RECOMMENDATIONS OF THE SECRETARY-
GENERAL FOR GENERAL ASSEMBLY ACTION

31. The Secretary-General recommends the fol-
lowing draft resolution for adoption by the Gen-
eral Assembly:

“The General Assembly,

“Having considered the report and recommen-
dations of the Secretary-General on the system
of salaries, allowances, leave and social security
benefits of the United Nations,

“Agrees with the desirability of simplifying the
organization and classification of the staff in ac-
cordance with principles set forth by the Commit-
tee of Experts;

“Notes the intention of the Secretary-General,
within budgetary limits, to incorporate in the
staff rules certain other recommendations of the
Committee of Experts which are within his au-
thority as chief administrative officer of the
Organization;

“Resolves that the provisional staff regulations
relating to children’s allowances and education
grants (regulations 30 and 33) "be superseded,
with effect from 1 January 1950, by the amended
regulations contained in annex I;

“Resolves that the provisional staff regulations
relating to separation be amended, with effect
from 1 January 1950, by the addition of regula-
tion 22A contained in annex I authorizing pay-
ment of repatriation grants;

“Resolves that the base salary of an Assistant
Secretary-General shall be $17,500 (U.S.) net,
and that he shall also receive a representation
allowance varying from $4,500 (U.S.) to $7,500
(U.S.) at the Secretary-General’s discretion ; such
allowances being deemed to include any regular
staff allowances, such as repatriation grants, rental
and children’s allowances, but not such reimburs-
able items as travel and removal expenses;

“Resolves that the base salary of a Principal
Director shall be $15,000 (U.S.) net, subject to
the staff rules concerning currency of payment
and salary differentials, and that he shall be eli-
gible to receive any allowances and grants avail-
able to staff members generally; and

“Requests the Secretary-General to recommend
to the fifth regular session of the General Assem-
bly permanent staff regulations to replace the pro-
visional regulations now in existence.

“ANNEX I

[Note: All proposed deletions appear in square
brackets ; all proposed new material is in italics]

“Regulation 30

. “[As from 1 January 1948] full-time members
of the staff, with the exception of those specifi-
cally excluded by resolution of the General As-
sembly, shall be entitled to a children’s allowance
of $200 (U.S.) per annum in respect of each
dependent child under the age of [sixteen]
eighteen years, or if the child is in full-time at-
tendance at a school or a university (or similar
educational institution), or is totally disabled,
under the age of [eighteen or] twenty-two years
[respectively] ; provided that, if both parents are
members of the staff of the United Nations or a



specialized agency brought into relation wiih the
United Nations, only one allowance will be paid
in respect of each of their children; and provided
further that, where the Secretary-General deems
it advisable no allowance or an allowance of an
amount other than $200 (U.S.) may be paid
under special circumstances, as for example, short-
term assignments or assignments at duty stations
where the levels of United Nations salary scales
arel fixed at levels varying from the headquarters
scale.

“Regulation 33

“Each full-time member of the staff, with the
exception of those specifically excluded by reso-
lution of the General Assembly, entitled to receive
a children’s allowance under regulation 30, who
is employed by the United Nations in a country
other than his own country as specified in his
letter of appointment, shall be entitled to the fol-
lowing education grant:

“(a) The sum of $200 (U.S.) per annum for
each child, in respect of whom a children’s allow-
ance is payable, in full-time attendance at a school
or university in his home country or, subject to
the approval of the Secretary-General, in another
country within the some geographical area and
having a similar educational and cultural system;
provided that, where a child attended such an
ediicational institution for a period of less than
two-thirds of any one scholastic year, the allow-
ance shall be reduced to such proportion of $200
(U.S.) as the period so attended bears to a full
scholastic year;

“(b) Once in each scholastic year the travelling
expenses of the outward and return journey of

such a child by a route approved by the Secretary-

General ;

“(¢) Should staff members elect to send their
children to special national schools in the area
where they are serving, including international
schools organized for children of United Nations
staff members, rather than to schools in their
home countries, the United Nations will pay for
each child otherwise eligible for the education
grant, an allowance equal to the difference be-
tween the cost of education at the special school
which he attends and the cost of a comparable
school attended by children of persons normally
resident in the area, provided that the allowance
shall not exceed $200 per year. [This allowance
shall be payable only when there is a valid reason
for the child not to attend school in the home
country ; for instance, in the case of children under
eleven years of age or when the health of the
child is such that return to the home country is
not feasible.]

“If both parents are members of the staff of
United Nations or a specialized agency brought
snto relation with the United Nations, only one
grant will be paid in respect of each of their
children.

“Regulation 224
[Note: This proposed regulation is entirely new]

“Subject to such conditions and rates as may
be prescribed by the Secretary-General, the United
Nations shall pay a repatriation grant to @ staff
member who 1s separated from the Secretariat
following a period of service at an official duty
station outside his own country.”

32. From a budgetary standpoint, the adoption
of new salary scales and changes in the allowance
system will affect budgetary provisions for 1950
which have already been considered by the Fifth
Committee in first reading. As already indicated,
these changes would result in savings in a total
amount of $300,000 in 1950. The Secretary-Gen-
eral requests that these savings be reflected in a
new section of the 1950 budget estimates as
follows :

“Section

“30. Global reduction to derive from
the implementation of the revised salary
and allowance scheme

$300,000”

In addition, the Secretary-General requests that
he be authorized to apply this reduction to the
various sections of the budget, as appropriate, and
to transfer funds between these sections in order
to implement the scheme. This would require a
modification of paragraph 4 of the draft appro-
priation resolution, as proposed in document
A/C.5/335 to read as follows:

“4. The Secretary-General is authorized:

“(i) To administer as a unit the appropriations
provided under section 3(a) and section 20, as
detailed under paragraph 1 [unchanged].

“(ii) To apply the reduction under section 28
to the various sections concerned of the budget
[proposed in A/C.5/316].

“(iii) To apply the reduction under section 29
to the various sections concerned of the budget

[proposed in A/C.5/335].

“{iv) To apply the reduction under section 30
to other sections of the budget as are appropriate
and to transfer funds between these sections in
order to implement the revised salary and allow-
ances scheme.

“(v) With the prior concurrence of the Ad-
visory Committee on Administrative and Budget-
ary Questions, to transfer credits between sections
of the budget [unchanged]”.

Appendix I

FiNnaANCIAL IMPLICATIONS OF THE REPORT OF THE
COMMITTEE OF EXPERTS ON SALARY, ALLOWANCE
AND LEAVE SYSTEMS

The Secretariat has calculated the financial impli-
cations of the plan as proposed by the Committee of
Experts for the years 1950, 1953 and 1956. The as-
sumptions made concerning the time and method for
application of the plan as well as the reasons for in-
creases or decreases in costs are explained below :

(1) Salaries—Established posts

These estimates are based on the established posts
as shown in the 1950 budget estimates for headquar-
ters and the other United Nations offices, excluding
the International Court of Justice.

The increase in salary costs in 1950 under the pro-
posed plan arises primarily from the fact that in mak-

‘ing the transition from the old to the new salary rates,
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assumed to occur as of 1 April 1950, certain staff mem-
bers will be given small increases in order to place
them on step-rates under the new plan.

In calculating the costs” under the proposed plan
account has been taken of an estimated $125,000 sav-

1 See Official Records of the fourth session of the General
Assembly, Annex to the Fifth Committee.



ings in 1953 and 1956 on salaries of locally recruited
staff, which will arise from payment at local prevailing
rates rather than at headquarters rates adjusted by
differentials.

(2) Expatriation allowance and repatriation grant

This estimate shows the relative expenditures for
the present expatriation allowance and the proposed
repatriation grant, assuming that the proposed plan
comes into operation 1 January 1950. As will be seen
from the estimates, the expenditures under the pro-
posed plan for repatriation grants will be less in the
earlier years than later on, but it is estimated that the
maximum payment for repatriation grants during any
future year having a normal number of terminations
will not exceed 75 per cent of what the costs would
be under the system of expatriation allowances.

(3) Rental allowance

Assumption is made that the headquarters rental
allowance will be discontinued 1 January 1952,

(4) Children’s allowance and education grant

The increase in cost arises from the Committee’s
proposal to make male and female staff members
equally eligible for the children’s allowance, while
under the present rule a female staff member whose
husband is employable does not qualify for the allow-
ance.

(5) Home leave

The savings on home leave are made as a result of
granting home leave every three years instead of two
and by eliminating home leave entitlement for staff
serving in the country of their nationality.

(6) Pension contributions

The increase in the organization’s pension contribu-
tions are accounted for primarily by the proposal that
the -headquarters cost-of-living adjustment be incor-
porated into salaries, which increases the base salary
subject to the 14 per cent pension contribution ac-
cordingly.

(7) Travel subsistence allowances

The Committee’s proposal to liberalize the standard
rule for payment of travel subsistence allowance by
paying the $12.50 rate beginning with staff at the
$5,000 level, rather than at the $7,000 level accounts
for the increase in cost under this item.

(8) Social security provisions

The social security plan recommended by the Com-
mittee of Experts represents an over-all system for
the protection of members of the Secretariat in the
event of sickness or accident, particularly when duty-
connected. Actually, the United Nations has always

assumed a measure of responsibility in this regard and -

will expend about $200,000 during 1949 on personal
accident insurance and Workmen’s Compensation, and
approximately $75,000 on Medical and Group Life
Insurance.

As was pointed out by the Committee of Experts,
it would be difficult to calculate accurately the financial
implications of the proposed social security plan until
considerable experience had been gained. However, it
is estimated that the cost of the plan during 1950
would not exceed the cost to the United Nations were
the present arrangements continued. (See table,
page 35.)

Appendix II
PART ONE

STATEMENT TO THE SECRETARY-GENERAL ADQPTED BY
THE UNITED NATIONS STAFF ASSOCIATION AT ITS
GENERAL MEETING OF 9 NovEMBER 1949 CONCERN-
ING THE REPORT OF THE COMMITTEE OF EXPERTS ON
SALARY, ALLOWANCE AND LEAVE SYSTEMS

1. As indicated in its letter of transmittal of 12 Oc-
tober 1949 to the Secretary-General, the Committee of

Experts on Salary, Allowance and Leave Systems held

two sessions at Lake Success, from 5 July to 4 August

1949, and from 28 September to 12 October 1949, Dur-

ing this period the Staff Committee of the United

Nations Staff Association devoted intensive study to
the proposals and drafts of the Committee of Experts.

The Staff Committee has also studied the final report,

which was issued on 31 October 1949 as document

A/C.5/331.

2. The work of the Staff Committee in this con-
nexion, up to the present point, has been as follows:

3. Two broad preliminary statements were presented
by the Staff Committee to the Experts on 18 July and
1 August, outlining its principal concerns with regard
to the questions the Experts were discussing, and re-
serving the opportunity to reconsider each point in
relation to all others in the event of a change in any
" part of the existing system.

4. On 10 October the Staff Committee submitted ‘o
the Staff Association a report (SCC/63) for consid-
eration at a general meeting held on 13 October. Pre-
viously to the meeting of the Association, the Staff
Committee discussed this report with the Experts, and
at the meeting the Chairman informed the membership .
of certain recommendations of the Staff Committee
which the Experts had agreed to incorporate into their
final report.

5. The general meeting of 13 October expressed con-
fidence in the Staff Committee’s work in this con-
nexion, and it was agreed that another meeting would
be held after receipt of the final report of the Experts
and before the Secreta:y-General submitted his rec-
ommendations to the General Assembly.

6. On 1 November, at the Committee’s request, the
Secretary-General and his senior administrative ad-
visers met with the Staff Committee as a whole. The
Staff Committee outlined to the Secretary-General
certain serious reservations concerning the Experts’
plan and its implementation, if adopted. The Secretary-
, General stated that he wished to have in writing the
" views of the staff on this question for his own con-
sideration and for submission to the General Assembly.

7. Due to the very short time at its disposal for the
presentation of its written views, it was impossible for
the Staff Association to go into an exhaustive analysis
of the Experts’ final report. It therefore has empha-
sized those points regarding which the staff is seriously
concerned, devoting only brief attention to the points
‘which it welcomes.

.

8. The Staff Association has intentionally refrained
from commenting on the parts of the Experts’ report
dealing with staff members outside headquarters. A
separate statement (part two) 1s submitted to the
Secretary-General on behalf of the Staff Association
in Geneva. The staff at Lake Success having been ap-
prised of the special position and the claims for equal-
ity advanced by the Staff Association in Geneva, de-
sires to give its full support to its colleagues there.
The staff at headquarters also wishes to state that it is
aware of the special needs of the staff in Information
Centres and requests the Secretary-General to examine
those special needs.

9. The headquarters staff of the United Nations,
convened in a general meeting of the Staff Associa-
tion on 9 November 1949, respectfully presents to the
Secretary-General the following views concerning the
report of the Committee of Experts.

1. Classification and Salary Scheme

10. In chapter I of its report, the Committee of Ex-
perts enunciates a number of general principles which
should be the basis for a good international civil ser-
vice. The staff is in agreement with these basic prin-
ciples. A study of the concrete proposals of the Com-
mittee of Experts, however, leads to the conclusion
that the practical effects of the plan will not achieve
all the desired objectives. The staff fully realizes the
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RELATIVE COST OF THE PRESENT AND PROPOSED
PrLaN 10 THE UNITED NATIONS

1950 1953 1956

Present Proposed Increase Present Proposed Increase Present Proposed Increase

plan plan or decrease plan plan or decrease plan plan or decrease

3 $ $ $ $ $ $ $ 1]
(1) Salaries—Established posts .. . . .. ......... ... .. ... .. 18,100,000 18,238,000 + 138,000 18,839,000 18,779,000 —60,000 19,245,000 18,742,000 —503,000
(2) Expatriation allowance and repatriation grant. ...... ......... 630,000 32,000 —-598,000 630,000 107,000 —523,000 630,000 170,000  —460,000
(3) Rental allowance ...... ............ ... i, 410,000 410,000 None 410,000 None —410,000 410,000 None  —410,000
(4) Children’s allowance and education grant .......... . ......... + 14,000 414,000 + 14,000
(5) Home leave .......... .ot 1,020,000 1,020,000 None 1,026,000 654,000 —372,000 1,026,000 654,000 —372,000
(6) Pension contributions .. ..... .. ........... ... ... . ...... .. 2,173,000 2,318,000 145,000 2,267,000 2,407,000  4-140,000 2,319,000 2,403,000 -+ 84,000
(7) Travel subsistence allowances

Official travel .. ... ... ... . +10,000 +10,000 410,000
Home leave .......... ... . . i e +-10,000 -+ 10,000 + 10,000
Initial recruitment ............. ... .. ... . ... i 41,000 +1,000 +-1,000

Net decrease........ —280,000° —1,190,000" —1,626,000°

* It is not contemplated that insignificant amounts such as the financial implications of the proposals on subsistence allowances, which would affect many sections of the budget, would be

requested in the supplementary estimates. It may therefore be assumed that a savings of $300,000 would be possible in 1950 if the plan is adopted as a whole.

b If the Secretary-General’s recommendation that home leave be retained on the present two-year basis is accepted, these estimates will be reduced to $828,000 in 1953 and to $1,254,000

in 1956 as noted in paragraph 5 of this report (A/C.5/331/Add.1).




many shortcomings of the existing system of salary
classification. It is necessary to point out, however,
that many of the criticisms made by the Committee of
Experts against the existing system arise, not from
any inherent defects in the system, but from the man-
ner in which it is implemented and administered. In
matters of recruitment, classification of posts, of un-
equal treatment of comparable positions throughout
the Secretariat, of promotions and within-grade in-
crements, of permanent contracts and in other respects,
the present rules and regulations are not being fully
adhered to or adequately implemented. This is one of
the reasons for which the staff urges, in particular in
paragraph 51 of this statement, that there should be
full staff participation in the implementation and
administration of any system.

11. The far-reaching implications of the Experts’
proposed classification and salary scheme are plainly
acknowledged in paragraph 87 of the report (A/C.5/
331) which states that “The Committee desires to em-
phasize the fact that the classification and salary pro-
posals it is recommending are intended to represent an
entirely new plan and not simply an adaptation or mod-
ification of the existing one”. Paragraph 83 calls for
“a rapid transfer . . . from the old to the new system”.

12. The aim in applying the scheme, the Experts
state in paragraph 84 (a), “should not be to reclassify
afresh the individual posts, as they are now described
in the Manual, but to establish the needs of the Organi-
zation in the light of new principles”.

13. The Experts assume that each staff member
would initially receive remuneration at least equiva-
lent to his present salary plus cost-of-living allowance.
However, where a post would be reclassified at a
lower level than the present incumbent’s salary, the
post would be starred, and where a staff member
would be considered as not meeting the specifications
of his assigned category and level, his replacement in
it would be indicated.

14. It thus becomes clear that what is proposed is
not only a new salary structure, but a complete reor-
ganization of the Secretariat. The staff feels, there-
fore, that, whatever the merits or demerits of the
scheme, its impact could not be appraised apart from
the important problem of implementation, should it be
adopted. The Experts leave this problem entirely to
the Administration. The staff’s attitude toward it is to
be found in the section at the end of the present re-
port dealing with “General observations”,

15. Within this general context, the staff wishes to
express the following views on various aspects of the
proposed classification and salary scheme.

16. In addition to equality of treatment in regard to
posts and individuals, and flexibility in the use and
assignment of staff, the Experts list among their stated
objectives a maximum degree of security and of career
prospects, simple and economical personnel and salary
administration, and “reasonable” opportunities for
promotion (paragraph 11). They also proceed on the
assumption, as stated in paragraph 30, “that the present
average level of remuneration tends to be generous for
staff in the lower grades, t6 be adequate for inter-
mediate staff, but to-leave some room for improvement
in th case of certain senior and top level personnel”.

17. In connexion with the objectives of a career
service and of administrative simplification, the Ex-
perts propose a considerable reduction in the number
of categories and salary levels.

18. In regard to categories the staff believes that a
reduction from the present number is desirable, but
that the advantages of a reduction in number must not
be over-balanced by any rigidity imposed by adminis-
trative interpretation. °

19. The staff observes that certain groups of staff
members, such as engineering personnel, nurses, pho-
tographers and camera-men, have been left outside
the classification scheme, with the recommendation
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that a separate salary schedule be developed for them,
based on a survey of local prevailing (not “best pre-
vailing””) rates for positions involving comparable
duties and responsibilities. The staff feels that these
members of the Secretariat, who are in many cases
internationally recruited, should be considered as a
part of the regular staff, and should not be treated
separately or differently.

20. The new proposals regarding hourly (manual)
workers leaves them, as under the present system, in
the uncertain position of enjoying neither the benefits
of full integration into the Secretariat nor the protec-
tion of trade union affiliation customarily enjoyed by
such employees.

21. In regard to levels (grades), the report states
that under the existing system the number of grades is
excessivé and suggests a reduction by approximately
one-half. While agreeing that the present number
might be unnecessarily high, the staff wishes to point
out the following problems raised by the proposed
scheme.

22. The report assumes (paragraph 88) “that each
staff member would receive a rate at least equivalent
to his present salary plus cost-of-living allowance” and,
as far as locally recruited staff is concerned (para-
graph 62), that “new schedules should go into effect
for new staff without prejudice to the present salaries
of existing staff members”. The staff wishes to point
out that the protection thus promised to the present
staff applies, in fact, only to a minority, i.e., those
holding indeterminate contracts, In paragraph 88 the
Experts state that “If, as a result of the re-evaluation
of the responsibilities and duties of a post, it is clear
that the appropriate placement of the post in the new
system would be a level too low to cover the incum-
bent’s present salary, the post should be starred for
subsequent readjustment, the staff member occupying
it continuing in the meantime to receive the salary at-
taching to the next higher salary level”; and that in
cases where “a staff member does not measure up to
the standards of competence, technical or professional
skill required . . . he should be noted either for trans-
fer . .. or for replacement as opportunity offers (e.g.,
as a result of resignation, expiration of contracts,
etc.)”. In this connexion the staff wishes to make it
clear that it believes that only competent staff members
should occupy posts in the Secretariat. It believes,
however, that there should be full staff participation
in any review of qualifications.

7 23. In the case of the great majority of the staff not
holding indeterminate contracts, continuation “in the
meantime” of their present salary could signify a re-
duction in salary or termination almost immediately
for those holding temporary indefinite contracts, and
very soon for those holding fixed-term contracts. Thus
the implied security may well become illusory for the
great majority of the staff.

24. The Committee of Experts’ report states that
they “did not, of course, attempt a post-by-post review
of existing salary rates”. Nevertheless their report
frequently assumes that at present there is a consider-
able amount of over-grading. In the absence of any
objective evidence in the report to this effect, the staff
must conclude that the Experts’ findings on this point
are based heavily upon an administrative opinion. In
any case, it is the distinct impression of the staff that
if there be any over-grading, it occurs mainly in the
upper grades. It is difficult to reconcile this, with the
Experts’ findings that the salary scales for these grades
are inadequate. These two opposing points of view can
be rationalized only if there is confusion between the
grades attached to posts, and the grades of the persons
filling them. Irrespective of the question of possible
over-grading, the staff wishes to point out that it is
necessarily more concerned with the fact that a con-
siderable amount of under-grading of both posts and
individuals exists, particularly in the intermedtate and
lower grades.

25. In those cases where the Committee of Experts’
assumptions would apply, and thereby lead to a star-



ring of posts and individuals, there would be intro-
duced a dual system of remuneration which would
make administrative simplification more difficult and
would contravene the principle of equal pay for equal
work.

26. The present salary ceilings are affected in vari-
ous ways by the proposed scheme. Basing their pro-
posals on the assumption that “the present average
level of remuneration tends to be generous for staff in
the lower grades, to be adequate for intermediate staff
and to leave some room for improvement in the case
of certain senior and top level personnel”, the Experts
have approached differently the three main salary
groupings within the Secretariat.

27. The group included in the suggested General
Service category, in the light of the statement in para-
graph 61 that “the rates presently paid by the United
Nations [are] higher than the ‘best’ entrance rates
paid for similar work in the local area”, would undergo
a downward revision which would also adversely affect
the ceilings of that group. The report states that the
starting rates of United Nations locally recruited staff
are higher by 3 to 10 per cent than those in the United
States civil service (paragraph 61). No reference is
made by the Experts to the fact that regulations re-
quire the entire time of United Nations staff members
to be at the disposal of the Secretary-General, and
that any of them may be called to serve on overseas
missions at any time. Further the staff submits that
facility in more than one language and an international
outlook are more and more—and rightly so—regarded
as necessary and distinct assets at every level of the
Secretariat. Such_requirements and demands are not
normally a factdr in a national civil service, and the
Staff Association does not therefore feel that a 3 to
10 per cent differential in salary of United Nations
personnel should be regarded as unfair or excessive.

28. The group included in the suggested Special and
Substantive Service categories would, on the whole,
not be adversely affected, provided no wholesale down-
gradings occurred. The acceptance by the Experts of
the Staff Committee’s recommendation concerning
overlap, has reduced-the number of staff members in
this group who would suffer from lowered ceilings
and the greater part of the staff in these categories
would find their ceilings extended. The report also
recommended (paragraph 90) that “in the few cases
involving a substantial reduction in ceiling, the Sec-
retary-General should consider the possibility of mak-
ing special arrangements on the basis of the facts in
each case”. The staff appreciates the acceptance by the
Committee of Experts of these recommendations.

29. The group included in the suggested Principal
Officers and Directors category have received exten-
. sive consideration in the Experts’ report, which pro-
poses that their ceilings be considerably extended.
While not objecting to the recommendation of the
Experts that salaries and ceilings of this group be
raised, the staff regards as unfortunate the coupling
of this recommendation with the clear implication of
the reduction of salary standards in the lower grades.

30. The staff feels that a major test to be applied
to any system of grades and remuneration is the op-
portunities for promotion which it offers. In connexion
with the Experts’ proposals, the staff realizes that a
reduction in the number of promotions would result
from the reduced number of salary levels. On the other
hand the salary increases attaching to these promo-
tions would be more substantial. Moreover, it wishes
to urge the incorporation, in the scheme, of accelerated
within-grade increases within each category for espe-
cially meritorious service. Otherwise the scheme al-
lows for little realistic promotion incentive, in view
of the difficulty of moving from one level to another.
The staff wishes to express concern lest the drawing
of category and level lines make more difficult the
promotion to any post in the Secretariat of staff mem-
bers capable of doing a more responsible job.

31. The Staff Association takes exception to the sug-
gestion of the Experts (paragraph 23 (d)) that posts

in the General Service category now classified 'at
grades 9-10 “would to a large extent, although not
exclusively, constitute those normally subject to local
recruitment.” This runs counter to the principle of
wide geographical representation throughout the
Secretariat.

II. Allowances
Expatriation allowance

32. The staff strongly opposes the proposed elimina-
tion of the expatriation allowance as being unfair to
those who are now eligible to receive it, and short-
sighted in terms of the effectiveness of an interna-
tional Secretariat.

33. The Committee of Experts lists in its report
(paragraph 106) some of thé arguments in favour of
an expatriation allowance. Furthermore, in paragraph
74, the Experts recommend, for “semi-local” staff “the
payment of a separate allowance by way of compensa-
tion for the higher costs ... [they] will have to bear”.
It would seem that what is true for “semi-local” staff
is all the more true for internationally recruited staff.

34. In paragraph 107 the Experts express the
opinion “that United Nations base salaries should be
fixed at a level sufficient to allow expatriated staff
members to meet current and continuing expenses after
the initial installation period”. The assumption seems
to be either that there are no additional “continuing
and current expenses”” involved in sustained expatria-
tion, or that granting an allowance in recognition of
such expenses would involve an infringement of the
principle of equal pay for equal work. National gov-
ernments, which include an expatriation allowance in
their foreign service emoluments, do not proceed on
the former assumption. As to the latter assumption,
the principle of equal pay for equal work is not in-
volved. The salary is the same for the same work, but
an allowance for additional expense incurred by ex-
patriation is well-founded on the same basis that chil-
dren’s allowances and education grants are well-
founded. In the opinion of the staff the report places
undue emphasis on a repatriation grant to be paid at
the termination of services, while overlooking the real
and continuing expenses necessitated by the fact that
overseas staff members are expected to maintain con-
tact with their national cultures.

35. Discontindance of the expatriation allowance
would cause very-real hardship to internationally re-
cruited staff members, particularly to those in the
lower salary brackets and to those with dependents,
whose loss in take-home pay might amount to more
than 10 per cent.

Rental allowance

36. The Committeee of Experts has proposed that
rental allowances be discontinued as from 31 Decem-
ber 1951. The staff believes that circumstances which
cannot now be accurately determined might prove the
necessity for the continuance of the allowance beyond
the date mentioned.

37. The trend in the headquarters area seems to be
toward the ultimate removal of rent controls, whereas
United Nations Secretariat base salaries were origi-
nally set at a time when strict control was in effect.
Particularly if the cost-of-living allowance is merged
with the salary, and the mechanism for compensating
increased living costs is thus removed, a sharp in-
crease in rents would, in the absence of a rental allow-
ance, represent a reduction in the real income of Secre-
tariat members.

38. Further, the extent and duration of the housing
problem which will be encountered by staff members
as a result of the removal to the permanent headquar-
ters in Manhattan, cannot now be estimated. It is quite
possible that the termination of the United Nations
housing projects leases at the end of 1951 will find a
considerable number of staff members confronted with
an acute housing problem, the immediate solution of
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which may be very costly. As is said above, it is ob-
viously impossible to visualize what will occur two
years hence. The staff therefore recommends that the
date mentioned by the Committee of Experts be con-
sidered tentative, and that this question be reconsid-
ered in light of the conditions prevalent at that time.

39. The staff objects to the principle applied at pres-
ent whereby the rental allowance rises as a staff mem-
ber’s salary increases. It recommends that the amount
of the housing allowance be made proportionate to that
part of salary which is spent on rent, i.e., that rental
allowance should increase as the relative salary de-
creases. Furthermore, the rental allowance should
take into account also the number of the staff mem-
ber’s dependents.

Childrew’s allowance

40. The staff welcomes the proposal that men and
women staff members be put on the same basis as
regards eligibility to receive the children’s allowance.
It is to be pointed out, however, that if the Experts’
proposals as a whole were adopted (i.e.,, if the ex-
‘patriation and rental allowances were cut), the al-
ready inadequate differential between staff members
with and without dependents would be reduced by
nearly one-half. The differential for United Nations
staff members with dependents, already considerably
lower than the differential existing for the permanent
delegations to the United Nations (see table in para-
graph 36 of the report) would be reduced even fur-
ther. Should this occur, the children’s allowance and
other provisions for dependents, would be completely
inadequate.

41. In any case the staff considers that an immediate
increase in the amount of the children’s allowance is
warranted on its own merits. It wishes to point out
that the children’s benefit provided for under the Joint
Staff! Pension Fund regulations amounts to $300 per
annum. The staff recommends the same allowance for
the children of living staff members.

Other allowances .

42. The proposed changes affecting the installation
allowance are acceptable. The staff, however, fails to
understand why the installation grant should be sup-
pressed, since no reasons are set forth in the report.

43. The staff welcomes the proposed liberalization of
the travel subsistence allowance and of the education
grant.

I11. Leaves
Home Leave

44. The staff strongly opposes the proposed change
of home leave from once every two years to once every
three years. This opposition is based equally on the
needs of expatriated members of the staff and the
quality of the service they can render as part of an
international secretariat. The report of the Committee
of Experts gives no reasons whatsoever as a justifica-
tion for lengthening the period between leaves, beyond
saying in paragraph 123 that “It was considered that
the purposes for which home leave is granted would
be adequately served if it were on a three-year instead
of the present two-year basis . . .” The same sentence
concludes, however, . . . in addition to which, consid-
ering the extremely heavy annual cost to the Organi-
zation, substantial economies would thereby result.”

45, The staff is sincerely interested in helping elimi-
nate any genuine waste or extravagance which exists
as regards the Secretariat. It does not, however, con-
sider a biennial visit to one’s home country to fall into
either category. It is convinced, rather, that a visit
home every two years enables the staff member better
to retain his national characteristics and thus to be in
a position to render a richer contribution to a genu-
inely international secretariat.

46. The staff regards as most objectionable the sug-
gestion in paragraph 126 that staff members, on being
granted home leave, would have to certify their will-

ingness to serve a further two years, and that they
would have to return their home-leave travel expenses
if they left within that period without the concurrence
of the Organization. The desire to prevent abuse could
be fulfilled by dealing with each case individually.

47. The staff is also strongly opposed to the elimina-
tion of the extra two weeks’ leave in connexion with
home leave. If the period between leaves is lengthened
purely as a measure of economy at the staff’s expense,
surely the time available for the less frequent leaves
should be longer, rather than shorter.

Annual leave

48. The major change recommended by the Experts
is that the maximum ceiling of 100 days which can be
carried into the next year be reduced to sixty. As of
1952, this ceiling would apply to all staff members. If
this proposal is adopted, it is strongly urged that
staff members receive, within the two-year period, an
adequate opportunity to use their accumulated leave.
On no account should a staff member lose any accu-
mulated leave, if in this period he cannot take it for
reasons beyond his control.

IV. Other Provisions

49. The staff welcomes the recommendation to.in-
crease the number of indeterminate contracts and the
proposed abolition of the five-year review of this type
of contract. It also welcomes the liberalization of the
termination indemnities, especially for those holding
temporary indefinite contracts. The staff feels that
these provisions work toward a sense of greater se-
curity, which the staff has always regarded as an
extremely important matter.

50. The staff welcomes the principle of broadening
the staff’s protection under a social security scheme,
although it is not able to appraise the specific propo-
sals.

General Observations
Implementation

51. Earlier in this report, the staff has emphasized
‘the paramount importance of implementation. If the
plan of the Committee of Experts were adopted, the
staff is convinced that it would be in the interest of
both the staff and Administration that the staff should
share, effectively and genuinely, in all stages of an
unhurried implementation. Such participation would
include participation both in drawing up the rules and
time-table of implementation, and also in the actual
review of each individual post and in the determina-
tion of each staff member’s qualifications. Where pro-
posals of such far-reaching impact upon the present
and future status of the Secretariat are concerned, it
would seem only equitable and reasonable that the staff
should have the privilege and responsibility of such
participation in implementation.

Economic implications

52. It is to be noted that since 1946 the economic
status of the majority of the Secretariat has deterio-
rated and that further deterioration would be implied
by the fact that, while the Preparatory Commission
recommended that staff in the lower grades be remu-
nerated on the basis of “the best prevailing rates”, the
Experts speak only of “prevailing rates”. It is also
to be noted that the present basic rates were established
in February 1946 and that, since that time, the local
cost of living has risen 25 per cent. The cost of living
allowance has represented, on the average, only about
10 per cent. Thus the remuneration which it is pro-
posed to consolidate at the present level by the incor-
poration of the cost-of-living adjustment with the
basic salary is, in terms of purchase power, about 15
per cent lower than when established. All recommen-
dations for downward revision should be examined in
the light of this fact.

53. The staff takes strong exception to paragraph
112 of the Committee of Experts report where it states
that incomes of the staff “through promotions and in-
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crements . . . have steadily risen”. Such is not the case
with respect to real income, due to the sharp increase
in the cost of living since 1946 (as stated in paragraph
46 of the Experts’ report).

54, The report states in paragraph 155 that the
Experts are “convinced that adoption of their propo-
sals would, in the long run, if not immediately, produce

considerable financial savings for the Administration™.

It is plainly revealed in the report, however, that the
proposed savings would come preponderantly at the
expense of the lower grades and the internationally-
recruited staff, particularly those with dependents. The
staff feels that any advantages which might result
from the plan, should not be financed at the expense
of these groups.

Conclusion

55. The concluding paragraph of the Experts’ re-
port states that “its proposals should be regarded as a
whole”, and that “unless they are regarded as a whole,
the vital elements of balance and proportion will disap-
pear”. In the present report, the staff has expressed
its views on the various major component parts of the
Experts’ proposals. It feels that none of these com-
ponents should be examined without due consideration
being given to the relations existing among the various
parts.

56. The staff is conscious of*the defects of the pres-
ent system and of its operation, and pledges full co-
operation to the Administration in improving it or in
developing and implementing a more suitable one.

57. With respect to the plan of the Committee of
Experts, the staff, while noting with approval the basic
objectives of a career service and security of tenure,
and the specific beneficial provisions of the plan, re-
affirms:

(a) Its strong opposition to several assumptions
upon which the proposals concerning classification and
salaries rest, notably, that the lowest grades are over-
paid and that their salaries should be reduced, in con-
junction with increased salaries for the highest grades;
that flat comparisons can be made between national
civil services and an international civil service; that
there is at present widespread over-grading and very
little under-grading ; that grades 8, 9 and 10 should,
to a large extent, be subject to local recruitment. The
staff is also opposed to the financing of any benefits

which may result from the plan at the expense of the

lower grades and the internationally-recruited staff,
particularly those with dependents;

(b) Its strong opposition to the proposals regarding
home leave, expatriation allowance and rental allow-
ance, which are inequitable and detrimental to the in-
ternational character of the Secretariat;

(c¢) The staff also reaffirms its position on the over-
riding necessity of staff participation, at all stages, in
the implementation of any plan having such far-reach-
ing implications for the present and future status of
the Secretariat.

58. In the absence of assurances in the above re-
spects, the staff would feel compelled respectfully to
request the Secretary-General to recommend that,
pending further consideration of the observations
made in this statement, the plan of the Committee of
Experts not be adopted during the present session of
the General Assembly.

59. The staff also respectfully requests the Secre-
tary-General to invite it to participate fully in what-
ever programme of work may be undertaken looking
toward the improvement or replacement of the present
system. As the basis for such a request, the staff
pledges its co-operation in working toward the
achievement, throughout the Secretariat, of faithful,
competent and disciplined discharge of duty in a spirit
of international co-operation; of elimination of waste,
bureaucracy and inefliciency ; of adequacy of remuner-
ation and of promotional opportunities; of increased

security of tenure; of healthy conditions of work in
the discharge of a reasonable work-load.

60. The staff is convinced that joint participation in
pursuit of these objectives between the Administration
and the staff, subject to the authority of the Secretary-
General, would be consistent with the Charter’s pro-
visions regarding the Secretariat, and expressive of
the Organization’s programme in regard to employ-
ment and association.

PART TWO

Statement by the Staff Association of the United Na-
tions Office in Geneva to the Secretary-General con-
cerning the position of the staff in general and
their comments regarding the report of the Com-
mittee of Experts on Salary, Allowance and Leave
Systems .

1. Status of the Geneva staff

1. The case for the Geneva staff was already stated
both in writing and orally in 1947, 1948 and 1949. All
the relevant documents have been submited to the Ad-
ministration in Geneva and at headquarters and to the
Advisory Committee on Administrative and Budgetary
Questions. For the sake of clarity it seems necessary
before commenting upon the Experts’ report to restate
the case briefly. We shall therefore sum up the various
conclusions which may be drawn from the documents.
It has been established beyond doubt that the staff of
the European office is discriminated against in various
matters. This differential treatment is extensive and
applies not only to the method of remuneration of the
staff (salary and allowances) but also to their general
status as regards conditions of work, training, welfare,
social security, security of tenure, chances of career,
promotion, leaye and related matters.

2. All reports, statistics and surveys on the cost of
living and general conditions in Geneva have shown
ever since 1946 that such conditions were in general
comparable to those existing at headquarters, with
the corrective that the costs of such indispensable
items as food, clothing, transport, utilities, etc., are
very much higher in Geneva while certain items,
rents, in particular, are slightly lower, at least for
unfurnished flats.

3. Even if it is admitted that differentials in general
may have to be applied as between headquarters and re-
gional offices, is is quite clear as the Experts have con-
clusively explained in their report (paragraph 52) that
such differentials should be established only when there
is a marked difference in the cost of living and general
conditions, but not otherwise. Now, it is a well-known
fact that even in 1946 when a differential of 5 per cent
was established for Geneva, the cost-of-living surveys
available, while somewhat confusing in their conclu-
sions, indicated that the difference in the cost of living
was at most of about 3 per cent and therefore that,
even then, a differential was not justified (see para-
graph 57 (a) of the Experts’ report).

4. Since 1946, cost-of-living and rental allowances
were added to the salaries of the United Nations staff
at headquarters while no comparable steps whatever
were taken in favour of the Geneva staff, while it was
recognized that the cost of living in Geneva had in-
creased at least to a similar extent.!

5. The results of these increases were that in Sep-
tember of 1948 the actual take-home pay of the
Geneva staff was between 10.6 and 22.3 per cent
below the corresponding pay of the staff at head-
quarters.

6. Since then the 1948 General Assembly in Paris
approved a further increase (by 7.5 -per cent) of

1 See Official Records of the third session of the General
Assembly, Part I, Fifth Committee, 168th meeting, and
the Advisory Committee’s tenth report of 1948, ibid., An-
nexes to the Plenary Meetings, document A/730.
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the cost-of-living allowance at headquarters and a
5 per cent cost-of-living adjustment applied to all
staff members at Geneva. The net results of these
new measures were that the difference in take-home
pay was further increased by about 2 per cent.

7. If, in addition, account is taken of the fact
recognized by the Administration and the Experts
that the staff at Geneva has been in general “under-
graded” as compared with headquarters, one is bound
to come to the conclusion that the difference in pay
as between Geneva and headquarters amounts in
many cases to 20 to 30 per cent, a difference which
can in no way be justified since there is no great
difference in cost,and conditions of living as between
Geneva and New York.

8. It is therefore respectfully submitted that since
the situation has now been reviewed within the terms
of the Advisory Committee’s tenth report of 1948
(A/730, paragraph 9), these wide differences should
be removed as from 1 January 1950. This can be done
by either of the following means:

(a) The conditions laid down for the international
staff at headquarters should be applied to the inter-
national staff at Geneva, if the Experts’ report is
approved by the General Assembly during the present
session.

(b) We would, on the other hand, submit that
rule 202 of the staff rules be abolished, and that
cost-of-living adjustment and rental allowance be
applied to staff members in Geneva in the same man-
ner and to the same extent as to their colleagues at
Lake Success as from 1 January 1950, should the
consideration of the Experts’ report be postponed to
the next meeting of the General Assembly.

9. Facts and figures fully substantiating the above
recommendations can be found in particular in exist-
ing official cost-of-living surveys and in the corre-
spondence exchanged between the Statistical Office
at headquarters and the head of the Statistical Divi-
sion of the ILO in Geneva in September 1949.

10. In that connexion special care should be exer-
cised to apply fully the principle of equal grade and
pay for equal work and to give the international
staff in Geneva equal working conditions and oppor-
tunities which they almost completely lack at present.

11. The conclusions of this part of our statement
are as follows:

(@) The Administration has repeatedly emphasized
that the staff at Geneva was an integral part of the
United Nations family and that there was no inten-
tion whatever of discriminating against it.

(b) All objective sources and studies show that
living standards and conditions in Geneva are in
general similar to those existing at headquarters.

(c) The Administration seems to have come to
the same conclusicns as those reached by the staff
in that respect. Independent studies carried out by
some of the specialized agencies and private firms
reached similar results.

(d) The conclusions of the relevant parts of the
Experts’ report only give more force to the plea for
equality presented by the staff in Geneva, which has
suffered materially and morally from unjustified
differential treatment for the past three years.

II. Comment on the report of the Commitiee of
Experts

12. The staff in Geneva has refrained from com-
menting on most parts of the report in view of the
statement submitted by the Staff Association at Lake
Success. In general we found that the report has
much to be commended both in its principles and in
some of the steps which are envisaged for its imple-
mentation. We have noted with satisfaction that some
of the proposals which we had submitted to the
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Experts when they came to Geneva in June 1949
and which were formulated in document CPG DT/
Exp.2 had been incorporated in the report.

13. It will be seen in paragraph 8 of the state-
ment submitted by the staff at Lake Succéss that no
comments were presented on the parts of the reports
dealing with offices outside headquarters. It is there-
fore mainly to these parts and to related matters that
the following comments will apply. For the con-
venience of the reader, reference is made in each
case to the relevant paragraphs of the Experts’
report.

Promotions

14. It should be noted that the possibility of pro-
motion in Geneva has so far been practically non-
existent (about twelve promotions in three years for
an average of 600 staff members) and that therefore
the comments made by the Experts in that respect
(paragraph'17) do not in any way apply to Geneva.

15. We approve in principle the idea according to
which promotions should be based solely on merit
(paragraph 25) but we regret that the Experts have
discarded the possibility of extending the . prin-
ciple of special promotion on merit to within-grade
increments.

Classification plan

16. Regarding the new classification plan pro-
posed by the Experts (paragraph 28), the Geneva
staff considers that while being an improvement as
compared to the present system it is still too com-
plicated.

For those reasons we would like to submit that the
plan put forward by the Staff Committee be recon-
sidered (see annex).

Salaries

17. As regards the integration of the Geneva staff
into the new proposed salary scale (paragraph 45),
it is essential that a very careful review of the exist-
ing posts and grades be made for Geneva, and that
for the purpose of reclassification due attention be
paid to the necessity of adding to the base salaries
a nominal amount corresponding to the cost-of-living
allowances which should have applied there, and of
regrading some of the obviously under-graded posts
(see paragraph 8 (a) above).

18. The staff wishes to draw attention. to the fact
that the conclusions reached by the Experts as
regards the present average level of remuneration
(paragraph 30) do not apply to Geneva whose staff
in the lower grades are in a less favourable position
than intermediate and top level personnel in view
of the very high cost of food, utilities, transport, etc.

Differentials

19. The staff has noted with satisfaction (para-
graph 51) that the Committee of Experts considered
“that great weight should be given to the general
principle adopted by the International Labour Or-
ganisation that ‘salaries paid to international staff
should have a universal character’ ”. It is regretted
however, that subsequent paragraphs contradict this
affirmation and suggest (paragraph 52) that differ-
ential might be established in the case of a regional
office such as Geneva.

20. This contradiction is to some extent offset by
the fact that the Experts recognize (paragraph 57)
that “a differential of plus or minus 10 per cent
should be the smallest to be applied” (italics supplied).

21. On the basis of existing surveys and of the
evidence submitted in the first part of this statement,
it is quite clear that in the present circumstances no
minus differential would be justified in the case of
Geneva.

22. This position is re-enforced by the fact that
living standards and conditions are in general com-
parable as between Geneva and New York.



- Locally-recruited staff

23. As regards manual workers (paragraph 60),
it is necessary to give a precise definition of what
is meant by this category of staff. The interpreta-
tion given varies according to countries of employ-
ment. In Geneva, for instance, some employees arbi-
trarily classified as manual workers aé¢cording to
New York’s practice would be considered as officials
according to the practice followed in the Swiss public
services.

24. The staff considers that semi-local staff (para-
graph 73) should in Geneva be paid an adequate
allowance due to the fact that the high cost of liv-
ing and the housing difficulties in the area will cause

very serious disadvantages to these categories of,

staff, as compared to the genuinely local staff. Semi-
local staff should in any case receive such expatria-
tion benefits and home leave as may be granted to
other internationally recruited staff members. This
request is based on the fact that these staff members
returning to their home countries will face the same
hardships as internationally recruited staff and will
need to the same extent assistance in returning to
their home countries at regular intervals.

25. The staff feels strongly that children’s allow-
ances, like all other allowances and benefits (para-
graphs 77 and 78), should always be granted to
local and semi-local staff in accordance with the
same rules as are applied to similar staff at head-
quarters and in the same amount. Any social security
plan should also apply fully to these staff members.

26. The staff sees absolutely no justification for
not extending, even partly, these allowances and bene-
fits to all the staff members, however recruited.

27. A fair implementation of the provisions of
paragraph 81 (dealing with the transfer of locally-
and semi-locally-recruited staff into the internation-
ally-recruited categories) is considered essential.

28. With reference to paragraph 91 the staff
wishes to point out that, in the case of Geneva, there
has never been over-payment in terms of local con-
ditions, but that on the contrary local salaries had
to be adjusted recently to meet the constant increase
in the cost of living and the corresponding adjust-
ments applied by public services and private firms

- in the Geneva area.

Rental allowance

29. In general we fully associate ourselves with
the remarks made by the Staff Association at head-
quarters regarding the rental-allowance provisions

We wish, however, to point out that no rental allow-
ance is at present paid to the Geneva staff and that
therefore we claim that any rental allowance system
applicable to headquarters should be extended to the
same categories of staff in Geneva.

Contracts

30. As regards provision for permanent contracts
we welcome the Experts’ suggestion according to
which 75 to 80 per cent of the staff should be given
such contracts (paragraph 115) but we point out that
there are at present practically no staff members
holding permanent contracts in Geneva, where only
15 out of 670 have indeterminate appointments
against about 800 out of 2,600 at headquarters.

Expatriation allowance

31. As regards the suggested replacement of the
expatriation allowance, we consider that a system of
repatriation grant as outlined in paragraphs 106 to
110 might be acceptable provided that (a) the ex-
patriation allowance is removed only gradually and
(b) that. the repatriation fund be administered by
the United Nations as a saving fund on behalf of
the staff members. !

32. For the purpose of expatriation provisions and
home leave, we note that the criteria should be the
place of work and not the place of residence.

Home leave

33. The staff is strongly opposed to the Experts’
proposal regarding home leave (paragraph 123) for
the reasons stated in paragraph 45 of the statement
of the headquarters Staff Association (part one of
this appendix).

Social security provisions

34. We generally approve and welcome the social
security provisions (chapter VIII of the Experts’
report), but we wish to point out that the sick-leave
system envisaged, while improving the existing situa-

-tion, remains unfavourable if compared with most

of the existing national systems.

35. Having carefully considered the proposals put
forward in the Experts’ report, the staff in Geneva
is of the opinion that subject to adjustments accord-
ing to some of the proposals submitted by the Staff
Committee at headquarters, to the suggestions con-
tained in this statement and to a gradual and objective
implementation, this plan would constitute a definite
improvement both for the Administration and the
staff.

Annex

DRAFT STAFF CLASSIFICATION

Category Title
Secretary-General

Assistant Secretaries-General

Corresponding
existing grades
(for guidance)

Division A (normally filled exclusively by international recruitment)

I Directors, 1st Class (or Principal Directors)

Directors, 2nd Class

II Deputy Directors
Counsellors
IIT (e) Heads of Section

(&) Members of Section

D] A O - -1
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200 Clas8. oot e e 15
B v 4T P 14
Ath ClaSS. « vt e et ee et r i it e 13
5th Class. .. . .‘ ................................................. 12

{¢) Probationers® (or Assistant Officers)

............................. 11-10

Division B (international or local recruitment)

IV Office employees, secretaries, etc.

Ist Class..ovviinern ittt P 10-9
2nd Class........... L N
3rd Class. .ottt e e
Ath ClaSS. vt e e

V -Clerks

Ist Class............. et S 6-5
200 ClaSS. et e e e e
B0 ClaSS. oo oottt et e e
T 00 1=

Diviston C (normally filled exclusively by local recruitment)

VI Technical and Maintenance Services?

1ot Class. it e e e e . 5-4
2nd ClasS. ottt e e e e e e 3
Brd Class. . v ee it e
At Cla8S. ittt e et e e

1 Normally probationers would be recruited by competitive examination, either externally or from among meritorious

candidates in Division B.

2 Foremen, supervisors etc. may in certain cases be assimilated to members of Division B.

Document 4/C.5/331/A4dd.2 .

Memorandum from a group of individual
members and alternates of the Staff Com-
mittee, regarding the report of the Com-
mittee of Experts

[Original text: English]
[16 November 1949]

CoMMUNICATION DATED 15 NoveEMBER 1949 FrROM
THE STAFF COMMITTEE TO THE ASSISTANT
SECRETARY-GENERAL IN CHARGE OF THE DE-
PARTMENT OF ADMINISTRATIVE AND FINAN-
CIAL SERVICES

1. Attached hereto is the text of a decision
taken by the Staff Committee at its meeting of
15 November,in connexion with the report of
the Committee of Experts, together with the
memorandum which the Staff Committee agreed
to forward. It will be noted that although the
signers of the memorandum are members and
alternates of the Staff Committee, the memoran-
dum is being transmitted as the individual views
of the signers and not as the views of the Staff
Committee.

2. Would you be so kind as to transmit the
enclosures to the Secretary-Geéneral.

(Signed) W. EpsTEIN
Chairman

A BERNSTEIN
Secretary
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Decision adopted by the Stoff Committee at its
meeting 14 November 1949

The Staff Committee decides to transmit the
attached memorandum to the Secretary-General
as the individual views of those who have signed
the memorandum, and also to transmit copies to
the members of the Staff Association.

15 November 1949

To:  The Secretary-General,
via Mr, Byron Price, Assistant Secretary-
General

From: The undersigned members and alternates
of the Staff Committee

Due to the unanimous decision of the Staff
Committee, against the wishes of the Chairman,
that none of the members other than the Chair-
man should speak at the general meeting 'of the
Staff Association, it was not possible for members
of the Committee to speak on several of the serious
amendments submitted to the meeting of the
Staff Association, which considered the draft
statement (SCC/65) by the Staff Committee to
the Secretary-General on the report of the Com-
mittee of Experts.

These circumstances constrain the undersigned
to express the following views so that the Secre-
tary-General might know that the opinions which
have been expressed were not those of all mem-
bers of the Staff Committee.

X



Subject to the reservations which have been
previousy expressed in the draft report to the
Staff Association, the undersigned are in favour
of the broad principles of the new system of classi-
'fication proposed by the Committee of Experts.
They believe that it could represent an improve-
ment over the existing system, and that if, as they
urge, the staff is permitted to participate in put-
ting it into effect, the uncertainties and misgivings
of most of the staff will thereby be removed in a
very large measure.

(Signed)

AntonisWojcicki

(alt.) M. G. Hebrard
. G. O’'Rooney

V. M. Mills

A. R. Courtois

Anne Radd
, James A. Bough
(alt.) Jan. G. Schumacher
(alt.) P. B. Home ;
(alt.) Felice Lee !
(alt.) R. V. Lewis
(alt.) Elizabeth Boys

J. C. Gentil Netto

E. Scheltema

Peter Wight
(alt.) B. Hodge
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Document A/C.5/331/Add.3

Views of the International Labour Org
sation and the World Health Organiza
on the report of the Committee of Exp

[Original text: Eng
[21 November 1.

1. Since the distribution of document A/
331/Add.1, the Secretary-General has rece
letters from the International Labour Orga
tion and the World Health Organization reg
ing the report of the Committee of Experts
views of the other specialized agencies, see
graphs 26-30 of document A/C.5/331/Adc
The letter from the International Labour Org
sation states that the Director-General, in
absence of authorization from the Governing I
to express any views on the Experts’ propo
does not find it possible to make any comm
at this stage; he plans to communicate the C
mittee’s report together with information on ac
taken by the United Nations to the Staff Q
tions Committee of the Governing Body a:
next session.

2. The letter from the World Health Org
zation endorses the summary conclusions of
Consultative Committee on Administrative )
tions (see paragraph 29 of A/C.5/331/Adc
subject to a number of points on which the W
Health Organization did not agree with the ma
ity of specialized agencies or wished to sug
more precise alternatives.





