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Glossary of technical terms

Average

Base/floor salary scale

Context: United States federal civil seevi¢gnited Nations system salary
comparisons. A single number representing a setuaibers, computed sh
that it is not smaller than the smallest or lartfean the largest number in
that set.

For the Professional agthdui categories of staff, a universally applicable
salary scale is used in conjunction with the patstment system. The
minimum net amounts received by staff members adahe world are
those given in this scale.

Common scale of staff assessmercale used for adding taxes to the pensionable memation scale for both

Comparator

Competencies

Consolidation of post adjustment

Contributory service

6/69

Professional and General Service categories of;gttkes are derived from
average taxes at the eight headquarters duty sgatibhis is different from
the tax assessment rates used in conjunction Wwihrax Equalization
Fund.

Salaries and other conditions of emplkynof staff in the Professional and
higher categories are determined in accordance thghNoblemaire
principle by reference to those applicable in thal service of the country
with the highest pay levels. The United States fableivil service has been
used as the comparator since the inception of thiéeld Nations. See also
“highest paid civil service” and “Noblemaire pripde”.

A combination of skills, attributesl drehaviours that are directly related to
successful performance on the job. Core competsraiie the skills,
attributes and behaviours which are considered mapo for all staff of an
organization, regardless of their function or leyedr specific occupations,
core competencies are supplemented by functionmlpetencies related to
respective areas of work.

The base/flooasakcale for the Professional and higher categase
adjusted periodically to reflect increases in teenparator salary scale. Tt
upward adjustment is made by taking a fixed amaifrgost adjustment and
incorporating or “consolidating” it into the baslefr salary scale. If the
scale is increased by consolidating 5 per centost mdjustment, the post
adjustment multiplier points at all duty stationg @ahen reduced by 5 per
cent, thus ensuring, generally, no losses or gairstaff. This method of
implementation, referred to as “no gain/no los&sults in no change in
take-home pay for staff and produces no additi@wslits related to salary
for the organizations.

All United Nations common wm staff members meeting certain criteria
participate in the United Nations Joint Staff PemsiFund and contribute a
percentage of their pensionable remuneration tortlmed. The period over
which this contribution is made is termed “yearscofitributory service”.
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Cost-of-living differential

Danger pay

Dependency rate salaries

Federal Employees Retirement
System

Flemming principle

General Schedule

Group | duty stations

“H” duty stations under the
mobility and hardship scheme

Headquarters locations

Highest paid civil service

Income inversion

14-59422

In net remuneration ngam calculations, the remuneration of United Nasion
officials from the Professional and higher categsirin New York is compare
with their counterparts in the comparator servitdashington, D.C. As part
of that comparison, the difference in cost of liyinpetween New York and
Washington is applied to the comparator salariedettiermine their “real
value” in New York. The cost-of-living differentiddetween New York and
Washington is also taken into account in compapagsionable remuneration
amounts applicable to the two groups of staff marad above.

Danger pay is a special allowance dstedd for internationally and locally
recruited staff who are required to work in locagowhere very dangerous
conditions prevail.

Net salaries determinedtédf with a primary dependant.

Defined contribution scheme for employees of thetédh States federal
civil service hired in 1984 and thereafter.

The basis used for the determiaraof conditions of service of the General
Service and other locally recruited categoriestaffsUnder the application
of the Flemming principle, General Service condismf employment are
based on best prevailing local conditions.

A 15-grade salary scale in thepawator (United States) civil service,
covering the majority of employees.

Countries with convertibler@ncies and where out-of-area expenditures
reported by staff members account for less thap&5cent of the total
expenditures.

Headquarters locations and locations where thezenarUnited Nations
developmental or humanitarian activities or locatidhat are in countries
which are members of the European Union.

Headquarters of the orgéiniza participating in the United Nations
common system are: Geneva, London, Madrid, Montridelv York, Paris,
Rome and Vienna. While the Universal Postal Unieshéadquartered at
Berne (Switzerland), post adjustment and GeneraliSe salaries at
Geneva are currently used for Berne.

Under the applicationtbé Noblemaire principle, salaries of United
Nations staff in the Professional and higher categgoare based on those
applicable in the civil service of the country witie highest pay levels,
currently the United States. See also “comparadod “Noblemaire
principle”.

Context: comparison of gross sata(pensionable remuneration) of
General Service staff with the pensionable remutie@naof the Professional
staff. The phenomenon relates to situations whieeesame or lower net
remuneration received by staff in one category setmda pensionable
remuneration higher than that of staff from anotbategory receiving the
same or higher net remuneration.
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Income replacement ratio

Interim adjustment

Net remuneratio

Net remuneration marg

Non-family duty stations

Non-pensionable component

Noblemaire principl

Pensionable remuneration

Performance management
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The ratio of pension terage net salary received during the same three-
year period used in the determination of the pem&ienefit.

Context: pensionable remuneratidjustment to pensionable
remuneration amounts between comprehensive reviews.

Base/floor plus post adjustment.

The Commission regularly carries out comparisofhthe net remuneration
of the United Nations staff in grades P-1 to D-2Niew York with that of
the United States federal civil service employeesamparable positions in
Washington, D.C. The average percentage differém¢ke remuneration of
the two civil services, adjusted for the cost-ofilig differential between
New York and Washington is the net remunerationgirarThe
calendar/annual net remuneration margin relatesdoven calendar year,
while the average margin relates to the averagd®het remuneration
margins over a given five-year period.

Duty stations where the Deapwnt of Safety and Security of the United
Nations Secretariat decides that for reasons aftgatnd security all
eligible dependents are restricted from being pnesé the duty station for a
period of six months or longer.

Context: General Serviceipeable remuneration. Some outside
employers used in General Service salary surveysipaddition to gross
salaries, a number of allowances and fringe besegibme of which they
consider as “non-pensionable”, that is, not tak&n iaccoumt in determining
the retirement benefits of their employees. Thaseaalded together to
arrive at the “non-pensionable component”. The sfrall “non-
pensionable” elements is expressed as a percenfayst salary, which is
reduced by the applicable threshold to arrive at‘thon-pensionable
component”.

The basis used for the determination of conditiofiservice of staff in the
Professional and higher categories. Under the apfitin of the principle,
salaries of the Professional category are deterchinereference to those
applicable in the civil service of the country withe highest pay levels. See
also “comparator” and “highest paid civil service”.

The amount used to detergontributions from the staff member and the
organization to the United Nations Joint Staff Hend~und. Pensionable
remuneration amounts are also used for the detextioim of pension
benefits of staff members upon retirement.

The process of optimizimfppaance at the level of the individual, team,
unit, department and agency and linking it to oiigational objectives. In
its broadest sense, effective performance manageimer®pendent on the
effective and successful management of policiesmedrammes, planning
and budgetary processes, decision-making processganizational
structure, work organization and labour-managemelations and human
resources.
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Place-to-place survey

Post adjustment index

Post adjustment classification

Separation payments

Single rate salaries

Special pay systems

Staff assessment

Tax abatement

Tax Equalization Fund
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Survey carried out as pathefprocess of establishing a post adjustment
index. It compares living costs between a giveratan and the base city,
New York, at a specified date.

Measurement of the livingso$ international staff members in the
Professional and higher categories posted at angiveation, compared
with such costs in New York at a specific date.

Classification afuay station that is based on the cost of livinddr. It is
expressed in terms of multiplier points. For examtaff members at a
duty station classified at multiplier 5 would reeeia post adjustment
amount equivalent to 5 per cent of net base sadarg supplement to base

pay.

Upon separation from serviedf, may receive compensation for one or
more of the following: accumulated annual leaveateiation grant and
termination indemnity. Death grant is payable te survivor of a staff
member.

Net salaries determined faif stithout a primary dependant.

Under the salary system fotthiéed States federal civil service, staff of
some federal agencies or in specific occupatiomalugs may be paid
according to pay scales applicable to those agsrmie@ccupations, as
appropriate. These pay scales, known as speciabpstgms, are used, inter
alia, in cases of demonstrated recruitment andntite difficulties.

Salaries of United Nations stafhfall categories are expressed in gross
and net terms, the difference between the two b#iegstaff assessment.
Staff assessment is a form of taxation, internah® United Nations, and is
analogous to taxes on salaries applicable in moshwies.

In the context of dependency allowantax credit or relief provided to
taxpayers who are responsible for the financialpsupof dependants
(spouse, children, parents, etc.) in the tax systefra number of countries.

A fund maintained by, for ewde, the United Nations, that is used for
reimbursing national taxes levied on United Natiamsome for some staff
members.
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L etter dated 19 August 2014 from the Chair of the I nternational
Civil Service Commission addressed to the Secretary-General

| have the honour to transmit herewith the fohiednnual report of the
International Civil Service Commission, preparedaiccordance with article 17 of
its statute.

| should be grateful if you would submit this repto the General Assembly
and, as provided in article 17 of the statute, dtamsmit it to the governing organs
of the other organizations participating in the waf the Commission, through
their executive heads, and to staff representatives

(Signed) Kingston P.Rhodes
Chair

14-59422



Summary of recommendations of the I nter national Civil
Service Commission that call for decisions by the
General Assembly and the legislative or gans of the other
participating or ganizations

Paragraph reference

A.

1.
91

2.
119

B.

1.
157 and annex Il

2.

171 and 172

Conditions of service applicable to both categories

Health insurance

The Commission decided to recommend to the G@ressembly that the current
apportionment of health insurance premiums betwerOrganization and both active
and retired staff in United States and non-Unitéat&s health insurance plans be
maintained at their existing ratios.

Mandatory age of separation

The Commission decided to inform the Generaehsbly that it had conducted the
required analysis on workforce and succession pranand all relevant human
resources policies, including performance manageérard appraisal, rejuvenation,
gender balance and equitable geographical repraSentacross the United Nations
common system.

Remuner ation of the Professional and higher categories

Base/floor salary scale

The Commission recommends toGbaeral Assembly, for approval with effect from
1 January 2015, the revised base/floor salary siwalthe Professional and higher
categories, as shown in annex Ill to the preseponte

Evolution of the United Nations/United States net remuneration margin and
mar gin management around the desirable point

The Commission decided to report to@Gbaeral Assembly that the margin between
the net remuneration of officials in the Professiband higher categories of the United
Nations in New York and officials in comparable s in the United States federal
civil service in Washington, D.C., for the calendaar 2014 amounted to 117.4 and its
five-year (2010-2014) average amounted to 116.4ckvkvas above the desirable
midpoint of 115.

The Commission further decided to report thattbemal procedure for management
of the margin within the established range wouldshepended until further notice and
that the freeze in net remuneration in New York ldolbe continued until such time
that the margin had been brought back to its de&ranidpoint.

14-59422
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Summary of recommendations of the I nter national Civil
Service Commission to the executive heads of the
participating or ganizations

Paragraph reference

204 and annex V

Conditions of service of the General Service and other locally
recruited categories

As part of its responsibilities endrticle 12, paragraph 1, of its statute, thednational
Civil Service Commission conducted the surveys @dtiprevailing conditions of
employment for the General Service staff in Madaitd recommended the resulting salary
scale to the executive heads of the Madrid-basgdrirzations, as shown in annex V.

12/69
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Summary of financial implications of the decisions and
recommendations of the I nter national Civil Service
Commission for the United Nations and other participating
or ganizations of the common system

Paragraph reference

A. Conditions of service applicable to both categories
B. Remuneration of the Professional and higher categories

Base/floor salary scale

152 The financial implications associated with th@mmission’s recommendation on an
increase of the base/floor salary scale, as shomanhex Ill to the present report,
were estimated at approximately $509,000 per anraystem-wide.

C. Remuneration of the General Service and other locally
recruited categories

Survey of best prevailing conditions of employment for General Service and
related categoriesin Madrid

205 The financial implications of implementing trecommended salary scale for the
General Service and related categories in Madrigedaorganizations were estimated
at approximately $110,000 per annum.
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Chapter |
Organizational matters

A. Acceptance of the statute

1. Article 1 of the statute of the InternationalviCiService Commission (ICSC),
approved by the General Assembly in its resolutd®b7 (XXIX) of 18 December
1974, provides that:

“The Commission shall perform its functions in pest of the United
Nations and of those specialized agencies and attternational organizations
which participate in the United Nations common systand which accept the
present statute ...".

2. To date, 14 organizations have accepted thaitstaif the Commission and,

together with the United Nations itself, participain the United Nations common
system of salaries and allowande®©ne other organization, although not having
formally accepted the statute, participates futiythe work of the Commissioa.

B. Membership

3. The membership of the Commission for 2014 ifodsws:

Chair
Kingston P. Rhodes (Sierra Leone)*

Vice-Chair
Wolfgang Stockl (Germany)***

Members
Marie-Francoise Bechtel (France)*
Larbi Djacta (Algeria)**
Minoru Endo (Japan)***
Carleen Gardner (Jamaica)*
Sergei V. Garmonin (Russian Federation)**
Luis Mariano Hermosillo (Mexico)***
Aldo Mantovani (Italy)***
Emmanuel Oti Boateng (Ghana)*
Mohamed Mijarul Quayes (Bangladesh)**
Curtis Smith (United States of America)***
Xiaochu Wang (China)**
Eugeniusz Wyzner (Poland)*
El Hassane Zahid (Morocco)**

* Term of office expires 31 December 2014.
**  Term of office expires 31 December 2016.
***  Term of office expires 31 December 2017.

1 ILO, FAO, UNESCO, ICAO, WHO, UPU, ITU, WMO, IMO, WO, IAEA, UNIDO, World
Tourism Organization and the International SeabathArity.
2 |FAD.
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Sessions held by the Commission and questions examined

4. The Commission held two sessions in 2014, theesy-eighth, which took
place from 17 to 28 March 2014 at United NationsaHiguarters in New York, and
the seventy-ninth, which took place from 21 July 1oAugust at the IFAD
headquarters in Rome.

5. At those sessions, the Commission examined ssstmat derived from
decisions and resolutions of the General Assemblwall as from its own statute. A
number of decisions and resolutions adopted byAdsembly that required action or
consideration by the Commission are discussedemptiesent report.

Programme of work of the Commission for 2015-2016

6. The programme of work of the Commission for 22186 is contained in
annex | to the present report.
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Reporting and monitoring

Resolutions and decisions adopted by the General Assembly at its
resumed sixty-eighth session relating to the work of the Commission

7. The Commission considered a note by its sededtasn resolutions and

decisions adopted by the General Assembly relatontne work of the Commission.

The Commission was informed that the discussionthenGeneral Assembly on the
thirty-ninth annual report of the CommissioA/68/30) had been intense, engaging
and driven by concerns about the financial situatdd Member States and common
system organizations. The discussions in the F¥ftmmittee had focused mainly
on the review of the common system compensatiorkgge, mandatory age of
separation and the evolution of the United Natibimsted States net remuneration
margin. After having concluded its review of the @missions report, the General

Assembly adopted resolutiddB8/2530n 27 December 2013.

Discussion in the Commission

8. The Co-Chair of the Human Resource Network, ahilanking the secretariat
for the update on what had transpired at the mgstof the Fifth Committee, noted
the decisions of the General Assembly to request @ommission to actively

manage the margin using established margin manageprecedures, and to refrain
from increasing any of the allowances under itsvpw until the present review had
been submitted to the Assembly for consideratidorfutther noted the request from
the Assembly to ensure the comparability of thealtotompensation package,
including all monetary and non-monetary elementgjar the Noblemaire principle.

In this regard, the Human Resources Network of G of the view that further

guidance was needed from the Commission on thevahces that would be subject
to a freeze and those considered as monetary ommmretary in order to ensure that
a fact-based, objective and dependable comparismoaoarried out. It reiterated that
robust methodologies should be developed and thgtassumptions taken would
need to be clearly documented and dependable. DRE€IGiIr added that the current
interpretation of the Noblemaire Principle by ther@ral Assembly would make the
task at hand extremely difficult, since a companigo United States Civil Service
Staff in Washington, D.C., did not lend itself dt & a comparison of necessary
expatriate benefits of staff in the United Natiamsmmon system.

9. The representative of CCISUA thanked the seciatdor its presentation and
expressed disappointment in the manner in which Nlodlemaire Principle was
being misinterpreted. The staff federation wasta view that the existing practice
of comparison with the highest paid national cisdrvice should be continued and
that the post adjustment mechanism should be ablow® function normally,
allowing for fluctuations over time; this would lke only way to attract the best
and the brightest individuals to the organizatiom®egarding the other issues
mentioned in the report, it was the federatioatrong belief that the methodologies
which were developed over the years had provenetsddid and should continue to
be applied. It also expressed disappointment thatihcrease in mandatory age of
separation for currently serving staff had not baeproved. Regarding the General
Assemblys request to the Commission to review the apponiiemt of health
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insurance premiums, CCISUA expressed concern tiiatwwas being done at a time
when other related issues were being studied.

10. The representatives of FICSA and UNISERV supgbthe statement made by
the representative of CCISUA.

11. Some members of the Commission requested fudiaeification on a humber

of items relating to decisions taken by the Genétssembly. In referring to the

review of the common system compensation packaugey tequested clarification

on the elements of compensation to be consideresi@setary and non-monetary;
they also enquired about the allowances which waddfrozen while the review

was being conducted. Regarding the review of heialkthrance premiums, members
of the Commission requested further information tbe nature of the review and
added that any such review should be done in coasoh with the United Nations

Joint Staff Pension Fund, and other stakeholderduding the Federation of

Associations of Former International Civil Servants

12. In responding to their queries, members of @lmenmission were assured that
further information regarding the review of the cmon system compensation
package would be provided during the discussiothefitem in accordance with the
agenda. Participants were also reminded of the e8aor-Generak statement, in

which he referred to an innovative, modern and ightiorward model. Some

Commission members emphasized the preservatiorca@fieed rights of currently

serving staff and expressed appreciation with régar the progress made in the
conduct of the review. Regarding the review of #gportionment of the health
insurance premium, Commissioners were informed thatGeneral Assembly had
also requested the Pension Fund as well as theetnitations to review other

aspects of the health insurance scheme.

Decision of the Commission

13. The Commission decided to take note of Genksakmbly resolutio8/253

17/69
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Conditions of service applicableto both categories of staff
Review of the common system compensation package

Key findings of the global staff survey

14. As part of the comprehensive review of the camnsystem compensation
packagea global staff survey, open to all staff in all egbries and in all locations,
had been organized by the ICSC secretariat in or@@btain the perspective of the
staff in the areas of concern linked to both congagion and performance
management issues. The key findings of the staffesy which included data from
approximately 14,000 responses, were presenteleédCommission at its seventy-
eighth session.

15. While the preliminary reports were prepared fbe entire population of

respondents in order to gather the overall peromgtiof staff members and see
trends in general, the key findings were also pdedi for the respondents in the
Professional and higher categories of staff (46 qeart of total responses), since the
current comprehensive compensation review was fedusn the compensation
package applicable to that category of staff.

16. The survey had been developed in consultatiibh the organizations and staff
representatives and was carried out by an extezamipany specialized in survey
design; this would ensure confidentiality and anmity of responses. It had been
open for responses from 14 October to 8 Novembd&B32This was the second time
that the ICSC had conducted a global staff survElye first such survey was
conducted in 2008 and had focused on recruitmedtratention issues.

17. Overall, 14,000 responses were received, whigresents a response rate of
14 per cent. Once the data were validated, 13,7spanses were retained for
analysis, representing a response rate of overet2ent. In statistical terms, a sample
of that size offers results considered to be aruade estimate of the United Nations
common system staff population to 1 per cent a @& cent confidence level.

18. In terms of the design, the survey includedstjoas related to: (a) engagement;
(b) overall views about current compensation; @jhing/recruitment; (d) retention;
(e) mobility; (f) allowances and benefits; (g) cargrogression and performance; and
(h) two open questions where respondents could igeotheir comments, opinions
and suggestions about the current compensationesysand how it might be
adjusted in the future.

19. The survey generated a rich amount of data rioffe insight into the
perceptions of staff members about the United Neticompensation system. The
initial data analysis provided information which svdeemed useful in the working
group discussions on the compensation review.

20. The key findings of the survey were that therall level of engagement among
the United Nations common system staff members higls, with 85 per cent feeling
engaged, and that the mandates of the organizatimhthe compensation package
emerged as the main motivating factors. Furthermsiaff members indicated that the
main reasons for joining the common system weredpgortunity to use skills and
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competencies, a strong belief in the goals and aibjes, and challenging work.
Salary ranked as the eighth reason for joiningdtimon system.

21. About a half of the respondents (49 per cerpressed positive overall views
regarding the current compensation package, andttle lover a half of the
respondents (53 per cent) felt that their overalinpensation package was fair for
the contribution they made in their particular jobhe respondents expressed that
they would like to see stronger links between payg andividual performance as
well stronger links between career progression iaddvidual performance.

22. The two top reasons indicated by staff whoestahat they would like to, or
intended to leave, were the lack of opportunities tareer progression and
promotion and the lack of reward for individual femance. The survey also
revealed that the engagement among this subgrogpfoximately 7 per cent was
significantly lower (70 per cent).

23. In essence, the key findings indicated that pemsation was not a problem per
se; however, how staff membersontributions were recognized was a concern. It
emerged that pay was an important factor but théénéion had to be paid to
ensuring staff growth and development and on retgg their performance.
According to perceptions expressed through thed stafvey, more should be done in
respect of valuing high performance and addressimderperformance.

Findings from consultations with executive heads and human resources directors

24. As part of the comprehensive review of the cengation package, the views
of the executive heads and human resources direotiot8 United Nations common

system organizations, specialized agencies andsfamdl programmes were sought.
A series of 5 questions was asked of the executeads and a more detailed set of
19 questions was asked of human resources direcResponses were obtained
through a series of interviews carried out by astdtant accompanied by the Chair
or Vice-Chair of ICSC.

25. The key findings from these consultations wpresented to the Commission
following the presentation of the key findings frothe global staff survey. A

challenge mentioned frequently by the executive dseavas ensuring that the
organizations had the technical capacity to fullile ever increasing and more
complex mandates being assigned to them in theenufinancial climate. Recruiting

and retaining high calibre staff was considerecesal in this regard, as was the need
to ensure and boost staff morale, especially faff sterving in difficult duty stations.

26. Another challenge facing the organizations wathe finance/budget area. The
executive heads called for flexibility while undeihg the need to maintain a
common core with some limited discretionary flekitlyi granted to them. According
to the executive heads, many of the systems andepioes in place, including the
compensation system, were considered to be tod @gid cumbersome. A need to
review the salary structure to address some importasues such as salary
compression, the number of steps in a particuladgrand similar technical matters
was also mentioned.

27. By and large, the consultations revealed thHwrd were no recruitment
problems in general, but that some specific prolslexisted in attracting staff for
certain levels, locations or occupational groupbke Texecutive heads and human
resources directors called for simplification aregmouping of allowances and a
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closer link between pay and performance. The chgkeof applying a single set of
conditions of service to all common system orgatiwes, each with different
mandates, geographical locations and needs foralpstdalent was also noted.

28. Some suggestions for improvement were made hey @xecutive heads in
relation to what they would like to see in a reds®mpensation system. In general,
they stressed that such a system should be cornyeetinhd easy to explain and
administer and should be aimed at rewarding peréorce and encouraging
mobility. They also expressed the desire for moe&ibility on compensation issues,
particularly in the areas of recruitment and pemfance recognitioriThey explained
the difficulties encountered in filling highly sp@atized positions that were
considered essential to the organizatiBarthermore, they expressed their concern
that the organization did not have a system thatoarmaged and rewarded high
performance of staff as well as mobility.

Discussion in the Commission

29. The Human Resources Network welcomed the general inftion made
available through the global staff survey and espeal keen interest in receiving
results by organization, including breakdowns bytydstations and grade levels.
With regard to the use of data presented for thp@se of the compensation review,
the Network was of the view that it was importaatdnly consider at the present
time the results for staff in the Professional dngher categories, while the results
for other staff categories would be used in thecds$sion on their compensation
packages as foreseen in a second phase of themevie

30. The Network also expressed the wish that thee tfor consultation with the

organizations on the survey design had not beeshsot but it was aware of the
tight deadline under which the ICSC secretariat badperate. Nevertheless, the
Network expressed a view that due care and prudereéed to be exercised in the
interpretation of the survey results for compensatpurposes, since the survey
provided some good generic indications but not arswto all specific matters

related to compensation.

31. The Network also took note of the findings framnsultations with executive
heads and human resources directors, highlightirad the executive heads of all
United Nations system organizations had expresbked unanimous views on the
compensation review in a statement by the Highde&vemmittee on Management
on the matter, which should therefore form an esakpart of the discussion.

32. The representatives of FICSA, CCISUA and UNISE&pressed concerns

about the methodology for undertaking such a suraed believed that they should
have been more involved in the survey preparation ahe structure of the

guestionnaire. They recalled that all three stefidrations had requested ICSC to
withdraw the staff survey with a view to reissuinig after agreement on the

modalities and scope had been reached.

33. The staff representatives further stated thaytconsidered a response rate of
14 per cent to be too low to draw conclusions alsugh critically important topics
and that the survey results should not be useddkenmdecisions that would deeply
affect all common system staff. The staff repreatuwés were of the opinion that
further analysis of the current survey replies wbohly compound the errors and
distortions.
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34. The Commission appreciated the detailed presim of the survey results
and underscored that the exercise of the compensateview was extremely
complex, requiring information from different soexc One important source was
the views of the staff members who are the most oitgnt asset of the
organizations; without their views the Commissiopuld not be able to carry out
their mandates.

35. The Commission considered the survey to be useful, offering information
on a number of elements that could help to shaptdéu work on the compensation
review. Any organization needed to review itselfhstantly. The global staff survey
was seen as an important source of information wWes deemed very useful in this
regard, as it had brought to light many views ardcpptions that were not known
before. It was noted that staff members were higéthgaged and wanted to grow,
develop and have an opportunity to be more involard influence decisions.

36. The overall response rate of 14 per cent wasusised at length and the chief
statistician from the ICSC secretariat was askedxplain whether the sample was
representative enough and to confirm its statitiedidity. Following data analysis,
statistical tests and bias analysis, it was cordidmthat a sample of 14,000
respondents was large enough to mirror the totplupation of the United Nations
common system at the 95 per cent confidence leUbérefore the survey results
could be used to measure trends at that partiqudanrt in time when the survey was
conducted. The breakdown of responses correspota#te breakdown of the staff
in the common system confirming the validity of thervey results.

37. It was pointed out that these were the prelanyrresults from the survey as a
whole and that as further analysis was carriedosuspecific elements of the survey
which represented a smaller subset of the entingpéa, caution should be exercised
so as not to draw general impressions based onl subbroups from the overall
sample of 14,000 respondents.summary, the Commission considered the sample
size to be sufficient to render the results usébulits deliberations. It was recalled
that the global staff survey which the ICSC seatatahad carried out in 2008 had
15,000 responses and that its results had beemptertas a valid data source.

38. A representative of WFP provided some operatiarontext, confirming that
the high level of staff engagement that emergednfrihe survey was believable,
highlighting that one third of its staff was sergim some of the most difficult duty
stations. The WFP representative stated that tgh hével of engagement could be
attributed to the mandates of the organizationst &lso to the fact that the
organizations invested in the conditions of servioé staff members. The
organizations had a responsibility to provide geoaditions of service so that staff
members need not choose between their interestsheidvalues, knowing that the
organizations took care of them and their familigarticularly in the most difficult
duty stations. While the survey results did note&lvthe compensation element as
being the most important factor for staff membeatsyas considered important to
note that the delicate balance that had been stbetween compensation and non-
compensation elements enabled staff to focus onnthadate, knowing that their
compensation package was fair for the contributibay made. Lastly, the WFP
representative spoke about the importance of nonetary initiatives that could
greatly assist with staff membersonditions of life and work.

39. The Commission further noted that the resuftshe 2013 global staff survey
were in line with those from 2008, where staff mewrs also pointed to, for
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instance, the lack of opportunities for career pesgion and the lack of rewarding
exemplary individual performance as key demotivagtifactors. These findings
underscored the need for a careful structuringhef compensation system so as not
to minimize the importance of pay but to look atmgzensation from a broader
perspective and to develop a package of salargwalhces and benefits that was
competitive and fair. The Commission concluded ttheet use of both intrinsic and
extrinsic motivation should be explored, and a gdmalance be struck between
monetary and non-monetary elements of the compemsgiackage in order to
enable staff members to focus on the delivery ohdsdes while continuing to grow
and develop.

40. With regard to the findings from the consulbat with the executive heads
and human resources directors, the Commission ighgtdd that the work of the

Commission had been enriched with this informatias it had been provided by the
individuals who are charged with the implementatioh the mandates of the

organizations. It also agreed that these findingsusd be taken into consideration
as an important data source that could shape fudisrussions and work on the
compensation review, along with the results of thbal staff survey. The

Commission also took note that the executive hdaatb pointed out the increased
complexity of themissions of the organizations and the increasedsume placed on

the organizations to deliver their mandate withie increasingly limited financial

resources.

41. The Commission observed that some issues rams#tese consultations were
not under the purview of the ICSC but of the orgations themselves. For
example, many executive heads expressed concerrutabwe performance
management system and automaticity of the stepement and how it fostered a
situation whereby underperformers were tolerated &mgh performers ignored.
Regarding the latter, members of the Commissionewarthe view that the whole
issue of underperformance was not addressed pnopdgthin the United Nations
common systemThe Commission recalled that it had approved a grerénce
management framework in 2011 which, among othemg$j addressed the issue of
underperformanceStaff regulations and rules clearly stipulated ttiet granting of
the step increments depended on the satisfactorfoqppeance of staff members.
Therefore, step increments should not be grantetdnaatically or be based on
seniority. With regard to rewards and recognititine Commission recalled that it
had approved a framework on “Appraisal and recdgniof performance” in 1997,
which was discussed by the working group on pertomoe incentives and other
human resources issues, which had confirmed itsticmoad relevance and
usefulness.

42. Some of the other issues raised by the exeeuirads dealt with budgetary
and financial matters and internal controls thahaerned the legislative bodies of
the organizations. Although the Commission did montrol the budgets of the
organizations, it did put restraints on how thewldospend, as it determined the
compensation package and levels of remuneration aloances. The need for
increased predictability of the compensation sysianterms of overall costs was
also highlighted.

43. The representative of IFAD agreed that thereewareas under the purview of
the organizations themselves that had to be adddessuch as performance
management. Examples were provided of how they wetealways able to attract
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the people they wanted to recruit as they had ropete with international financial
institutions. Difficulties in recruiting candidatesf certain nationalities were also
mentioned.

44. The Commission requested the organizations ravige data and concrete
examples to substantiate their experiences as tbayinued to actively participate
in the working groups on the compensation review.

45. The UNICEF representative encouraged the Cosions to consider
introducing a discretionary element in the comp¢iosapackage, underscoring that
the core of the common system had to be maintamwbde accommodating the
heterogeneous nature of individual organizationavds also pointed out that there
was a need to incentivize service in the most remotations. On the other hand,
the organizations in the normative field neededdoruit world class experts who
perhaps would not need to be mobile. The orgaronatiexpressed a need for a core
that was regulated by the Commission and a portibthe compensation package
that would be under the discretion of executive dwedf the review of the
compensation system were to succeed and enhanceffédrtiveness of the United
Nations common system.

46. The Commission also discussed some practicepqwals that were brought
forward by the executive heads and human resoudo®stors such as the salary
scale compression at the higher levels and overbsisieen the salary scales for
different categories of staff, and considered tinetse items should be discussed in
the working group which was reviewing the remunenatstructure.

47. Financial difficulties and uncertainties facitige United Nations system were
also discussed. Letters from the executive heagsessing concerns about rising
staff costs were mentioned, as well as their regudgt the Commission study the
impact of its recommendations prior to recommendiggy increases in

compensation. The Commission noted that these stguseeded to be taken into
account as the compensation review continued.

48. In terms of the simplification of allowancehgtCommission noted that some
ideas brought forward by the organizations couldflwher elaborated, including
how they envisioned a closer link between pay aedgrmance. The organizations
were invited to present their ideas and proposakhé Commission in more detail.

Decisions of the Commission
49. The Commission decided:

(a) To take note of the findings of the globalfsturvey and the findings
from the consultations with the executive heads huthan resources directors and
take into account the challenges faced by the drgaions and the suggestions from
the executive heads of the organizations duringrtldéscussions of the issues
related to the overall compensation review;

(b) To request its secretariat to continue witke thata analysis of the staff
survey results and provide the information to therking groups, as required;

(c) To request the secretariat to continue to wrade staff surveys in the
future.
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Progressreport on the compensation review
Scope of the review

50. A comprehensive review of the common system pemsation package was
started by the Commission at its seventy-sixth is@ssPrevious comprehensive
reviews had been carried out in 1976 and 198®&wever, since the last review, the
United Nations common system had been dealing witdnificant institutional
challenges, including changes in the size, deplaynpatterns and demographics of
the staff population. The Commission recognized thathe light of developments
over the past 25 years, a comprehensive reviewesasntial in order to ensure that
the pay and benefits provided to staff continued b fit for purpose.The
Commission further noted that since the variousnelets of the compensation and
benefits system had been examined individually aagular basis, there were likely
overlaps in some of the provisions and possiblgrirantation in the overall system.
Consequently, it would be important for the preseeview to take a holistic
approach by examining all elements as well as titerielationships between the
various aspects of the system.

51. Article 101 of the Charter of the United Natsomakes it clear that the driving
factor in determining the conditions of service for the im@tional civil service
should be the ability of organizations to attractdaretain personnel with the
“highest standards of efficiency, competence, amggrity” and from “as wide a
geographical basis as possible”. In its first arnegport (A/10030), in 1975, the
Commission reaffirmed the continued validity of ¢lee principles and further
confirmed that only a global salary system couldswee both equity and the
necessary mobility of staff. Therefore in line withe principle of “equal pay for
equal work”, there should be no differences in pgagsed on nationalitylt is
relevant to recall that the General Assembly hasffiened the continued
application of the two fundamental principles gavieg the conditions of service of
staff in the common system — the Noblemaire pritei@pplicable to staff in the
Professional and higher categories (see resolu6i6f235 A), and the Flemming
principle, applicable to locally recruited staffeés resolution64/231). These
fundamental principles were confirmed once againttie context of the present
review.

52. The Noblemaire principle had been the basisvbith competiveness for the
Professional and higher categories had been maiedaisupporting the notion of
equal pay for work of equal value. Consistent wdleneral Assembly resolution
68/253 which stated that the proposals resulting from téview should ensure the
comparability of total compensation under Nobleraathis principle would remain
core to the common system, and therefore to thepcehensive review.

53. At the start of the review process, the Cominisgook stock of the rationale
and basis for payment of all the elements in thespnt compensation system for the
Professional and higher categories. It recognizkdt tgiven the scope of the
exercise, consideration of the National Professi@ificer and the General Service
categories should be taken up at a later date, theeeeview of the Professional and
higher categories was completed. A number of issuee identified, including the
complexity and the perceived lack of transparemncythie system, the high cost of
administration, the overall cost of the wage bilbdathe “one-size-fits-all approach”,
which constrained some organizations in their resgs to particular circumstances.
In order to properly address these and other cluaues, the Commission
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established a set of criteria for the design ofeaiged compensation system as
follows:

(a) It should support the delivery of the organi@aas mandates and should:
(i) Be competitive;

(i) Be fair and equitable;

(iii) Be transparent;

(iv) Be simple in design, easy to administer aradily understood by staff
and stakeholders;

(v) Reward excellence and manage underperformance;

(b) The new system should be cohesive at its doueshould allow for some
flexibility to meet the specific needs and challesgfacing the organizations,
particularly with regard to diversity, specializedcupations or hard-to-obtain skills;

(c) Upon implementation, the new system shouldpbemised on overall
cost containment and be sustainable over time;

(d) While the assumption was that the new systemuld apply to all staff
recruited on or after its date of promulgation, thpplicability to existing staff
would be considered later, taking into account aagflrights.

54. Having established the criteria for reviewirngp telements of the system, the
Commission considered it appropriate to elaboratat objectives for the exercise,
setting these out in the following mission statetmen

(@) The objective of the review of the common syst compensation
package is to ensure the continued ability of thgaaizations to effectively deliver
their respective mandates on the basis of the ggigrinciples and provisions of the
Charter of the United Nations and within the franoekvof the common system;

(b) The review aims at a compensation system tlwahout prejudice to the
overall cohesion of the common system, will provittee organizations with a
degree of flexibility in applying the compensatipackage. Compensation should
attract and retain the best combination of talentanpetencies and diversity. The
revised system should also promote excellence anodgnize performance;

(c) The review should focus on the creation of cherent and integrated
system that is streamlined, transparent and cdet&¥e. Allowances would be
targeted to drive organizational excellence throughtivation and engagement of
staff. Further, the revised system would allow Memlstates, organizations and
staff to understand the structure, processes artdomes. Finally, the revised
system would offer the stability and predictabilitgcessary for cohesion with the
programming and budgeting process;

(d) The Commission, as requested by the Genersédbly in its resolution
67/257 in undertaking the review, shall bear in mind fireancial situation of the
organizations participating in the common systend aheir capacity to attract a
competitive workforce.

55. In its resolution67/257 the General Assembly outlined a timeline for the
review, detailing the progress reports to be sutediby the Commission during the
main part of its sixty-eighth and sixty-ninth semss$,and the final conclusions and
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recommendations of the comprehensive review todponted by no later than its
seventieth session. The Assembly subsequently naéfir the objectives set out
above, and, in its resolutio®8/253 requested the Commission to review all
remuneration elements holistically in order to &st@ those objectives, while
safeguarding the core values of the organizatiohshe United Nations common
system.

Conduct of thereview
Deliberations of the working groups and the evidence base

56. From the outset of the review, the Commissigread that the detailed
consideration and analysis of issues would be imgleted by working groups
consisting of Commission members, with participataf the organizations and staff
representatives. The working groups were given oasjbility for conducting

substantive analysis, developing recommendatiorns r@porting their findings to
the Commission, keeping in mind the guiding prinefp of the review, with
particular regard to the sustainability of the gyst This was to be followed by an
assessment of the implications of the proposedhgements by the Commission.

57. Three working groups were established, focusinghe following themes:
(a) The remuneration structure including post atihent;
(b) Competitiveness and sustainability;
(c) Performance recognition and other related humesources matters.

It was also stipulated that information-sharingvbe¢n groups should be facilitated,
so that coherent and consistent outcomes couldd@uged. To this end, dedicated
website was created by the Commission secretariat.

58. In order to start building the evidence reqdifer the review, the secretariat
had benchmarked the existing compensation packagk the comparator and
studied the practices of some international orgathdns. Discussions were held
with the executive heads and human resources oireocdf 18 common system
organizations.Secretariat staff also met with officials of thefioé for Personnel
Management and Department of State of the UnitedteSt of America, the
International Monetary Fund, the World Bank and theer-American Development
Bank. In addition, members of the Commission arg dbcretariat staff had engaged
in a two-day retreat, at which speakers from therld/oBank, Oxfam, the
International Service for Remuneration and Pensiang World at Work were
invited to give presentations relating to compemsapackages and their reform. A
global staff survey was also conducted by the Cossion secretariat, in the autumn
of 2013, with the primary aim of gathering stafewis on the current compensation
package. The secretariat also collected informatbout the recent reform of the
remuneration package of the European Commission.

59. Between November 2013 and June 2014, there baga five meetings of the
working groups. The initial task of the working gms was to study all aspects of
the existing system, with particular reference h@ tomparator service. While it
was understood that the United States would rerttedncomparator for the common
system, the working groups reviewed best practprevalent elsewhere with a view
to exploring their applicability in the common sgst context. Most importantly, the
working groups drew on the results of the globaffssurvey conducted by the
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Commission secretariat in October 2013 concerniaff perceptions of the pay and
benefits system. A report on the views of executiveads and other senior
management personnel in the organizations concgrnthe strengths and
weaknesses of the pay and benefits system wasuaksd in the deliberations of the
working groups.

60. The working groups analysed each element of gray benefits according to
the criteria that had been established and repdten findings to the Commission,
together with possible options for changes, whexeessaryFurther working group

sessions would be undertaken and completed in axdvah the eighty-first session
of the Commission, to be held in the third quaé2015, when the final package
would be formalized.

Consideration of proposed changes by the Commission

61. The Commission examined the report of the wagkgroups at its seventy-
eighth and seventy-ninth sessions concerning: (@3t bpractices in expatriate
compensation; (b) the common system salary strectaltowances and benefits; (c)
performance rewards and recognition; and (d) thetasnability and competitiveness
of the existing package.

62. The Commission first reviewed modern approadbesxpatriate compensation
packages. Broadly speaking, there were two comnpmaaches used to determine
expatriate compensation: the “going rate approaard the “balance sheet
approach”.

63. The going rate approach, also known as the tild&tson” or host country
approach, essentially referenced the pay of assigre prevailing local labour
market conditions but provided for add-ons to exjga¢s in the form of incentives
and/or premiums, in order to incentivize potentéssignees to move to and get
installed in the host country. In cases where @lary in the host country was lower
than in the country of origin, the salary level immigexceptionally be adjusted.
Employees could be offered supplementary finanbiefits such as contributions
(tax coverage, social security, insurance and mam)sand allowances (expatriation,
housing, household, spouse, dependent child, etducatransportation and travel,
settling-in, mobility, hardship, etc.) on top ofwehcement opportunities and other
benefits only available at the host country.

64. Advantages of the host country approach wesesimplicity and the equity
among different nationalities as well as local oatdils in the host country.
Disadvantages were the variation in the packagevéen different assignment
locations, sometimes resulting in competition amamgployees for an assignment
in high-pay countries.

65. The balance sheet approach, which was widelgpeti by international
entities, aims at creating a remuneration packagelwwould maintain the same
living standard as that in the base pay and bersfiicture. It was designed to
protect expatriates from cost differences betwedeirt home/base and host
countries.This approach broke the base pay and benefit packahome into major
outlays (income taxes, housing, goods and serviaed,reserve, including pension
contributions, savings and investments) and congpéhe difference between home
and host countries separately for each of thesepoomnts. If the costs in the host
country were higher than those in the home counthg employer paid the
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difference. Adjusted components are added and teenbined with other financial
incentives to make the package attractive to aragiate employee.

66. The Commission discussed the various approaghdsame to the conclusion
that the approach currently applied by the Uniteatibhs common system offers
advantages that are appropriate for the internatianvil service. The globalist
approach, as implemented by the common system Xpateiate staff, guaranteed
that staff members from different nationalitiesthé same grade level would earn
the same, regardless of the pay levels in theirmtyuof origin. In addition, the
common system ensures that through the post adgrgtimmechanism, salaries had
equivalent purchasing power regardless of dutyiataFinally, provisions are made
for social benefits in accordance with best prewnagilrates in relevant comparator
countries while incentives encouraged specific aigational outcomes such as
mobility. In considering the external expatriate pay packagesas noted that they
were not markedly simpler than that of the commgstem.However, many of the
elements, especially in other international orgations, were similar in substance
and intent. Nonetheless, while a certain degreeoofiplexity was inevitable in any
global compensation system, it was concluded thmpkfication should remain one
of the goals of the review, as should equity, cotitpeeness, transparency, the
reward of excellence and sustainability.

67. The concept of total rewards was consideredontgmt to the review of the
compensation package, as it allowed a broader fdoesond monetary aspects
alone. By focusing on total rewards, not only dichalistic view of all elements
within the revised compensation emerge, but noai#firial means of improving the
organizations effectiveness were also explored. Social ben&fgse considered of
particular importance, given the unique circumstmcof employment in an
international organization.

68. Traditional thinking has dictated that salariairacted individuals to an

organization, benefits helped to keep them them# iacentives schemes motivated
them to give their best. However, recent reseambealed that individuals were
attracted, retained and engaged by a range of Wio#ncial and non-financial

elements. This notion of “total rewards” encompasa#l aspects of work that were
valued by staff members, which could include johtisfaction, learning and

development as well as other aspects within thekimgrenvironment. Accordingly,

under the total reward approach, five elements weyed to attract, motivate and
retain staff: compensation; benefits; work-life #&mate; performance and
recognition; and development and career opportesiti

Progressto date
Basic salary

69. In order to attain the goal of simplificatiothe Commission decided that the
package should be better structured, such thatysatas paid on the basis of work
done, rather than personal circumstances. With thisnind, it was considered
important to pay particular attention to the exigtidifferentiation between staff
with, and without, dependents. The Commission faeduthe introduction of one
salary scale, irrespective of the dependency statfushe staff member, with a
spouse recognized through an allowance insteads &pproach is to be further
developed by the secretariat, to enable streandimfhthe pay system through the
separation of the social component of the packagefthe salary itself (which is
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intended exclusively as compensation for work dornEjis would enhance the
overall transparency of the system, while makingeatsier to understand. At the
same time, any possible overlaps resulting from therent linkages of some
allowances to the existing dual salary scale wdidceliminated.

70. In line with the aim of rewarding excellence dandealing with
underperformance, the lack of performance recogniin the current compensation
package, which emphasized seniority, was discus¥adk issue was among the
main concerns expressed by executive heads, whdiomen that the automaticity
of the step increment fostered a situation wherabglerperformers were tolerated
and high performers were ignoretihere had been overall agreement that pay for
performance was desirable to encourage high pedooa by improving both
individual and organizational performance and tar@ds underperformanck.was
noted that some organizations had recently intredusome important performance
incentives under the current ICSC framework on gemiance and rewards (see
A/52/30, para. 219): IFADUNAIDS, UNFPA, UNHCR, UNIDO and the United
Nations Office for Project Service$hese initiatives were being monitored by the
Commission. While the current framework provided useful guidancdo
organizations, it was agreed that it should beeeeid and update#vhile monetary
incentives were necessary, non-monetary incentiveder the framework would
also be included.

71. Following concerns that the low level of thesbdloor salary relative to
comparator international organizations could haffecded the competitiveness of
the United Nations common system, the option ofsirgj the base/floor was
considered. Particular attention was given as tw hbis could be achieved in a
cost-neutral way. The Commission expressed its guegfce for an incremental
approach to raising the level of the base/flooasako guard against the possibility
of windfall gains in salary in low-cost duty stati&, owing to sudden changes in
United States dollar exchange rates. It was thoubht such an approach would
enhance the competitiveness of United Nations commgstem remuneration,
without sacrificing the flexibility and cost-effdeeness associated with having
relatively low base/floor salaries and positive uslments of those salaries in all
duty stations.

72. The method of adjusting the base/floor salavgrotime was examined. The

option to construct a more rigid link with the coarptor civil service, re-enforcing

the Noblemaire principle, was currently under cdesation. This would enhance
the transparency in the United Nations/United Statet remuneration management
mechanism. However, implications for the operatadrnthe post adjustment system
would need to be examined further.

73. Inline with the need to develop a system thas transparent, predictable and
sustainable over time, the potential simplificatiof the post adjustment index
structure was analysed by the Advisory CommitteePmst Adjustment Questions.
As part of its role as the Commissisrsubsidiary advisory body on post adjustment
matters, the Advisory Committee had, prior to tleidich of the comprehensive
review, already submitted recommendations to then@dssion. These related to
aspects of the calculation of the post adjustmedéekx that met some of the goals of
the comprehensive review, namely simplicity, coSeeiveness and transparency of
the post adjustment system. Following its analysisthe post adjustment index
structure for possible simplification, the Advisoigommittee found the current
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structure of the post adjustment index to be fit parpose and saw no compelling
reason to change iHowever, it recommended that operational rules gowve the
post adjustment system be modified to ensure thealiptability, transparency and
sustainability of salary adjustments over time.

Allowances

74. The Commission considered allowances, includingial benefits, expatriate
allowances and field-based allowanc&be aim was to identify and eliminate any
overlap in payments, with a view to avoiding overiuneration and to increase the
simplicity and transparency of the systehowever, in taking this approach, the
interrelation between the different groups of allowes was kept in mind in such a
way that the overall goal of creating a holistickage could be achieved.

75. The rationale for paying an allowance for aategent child was confirmed by
the review, although some potential options forifying the existing scheme was
outlined. These were being considered in the candéxmproving the transparency
and equity of the system. At the same time, measwere developed to address in
the current arrangements an apparent anomaly,rasudt of which eligibility for a
higher dependency allowance was transferred froensffouse to the first dependent
child even if the spousg income exceeded the established earnings threé:shAtiker
these changes, it would allow the common systemetoain a socially responsible
employer, while maintaining its competitiveness twithe comparator and other
organizations, which also provided this benefit.thé same time, by eliminating the
organizations assistance in areas where it was not intendedyhare it was not
necessary, the cost of the overall package woultedaced.

76. It was suggested that the real value to a stadimber of recognition of

secondary dependent could lie in the provision oh4financial benefits. Such an
approach was consistent with General Assembly wigml 67/257 which states that

the review shall bear in mind the financial sitoatiof the organizations participating
in the common system and their capacity to atteacbmpetitive workforce. Although

the comparator provided for simultaneous eligigilitor primary and secondary
dependants without limiting the number of eligildependants, a similar approach
within the common system was not considered adiésab it would lead to increased
cost for the organizations without a commensuratpact on their competiveness. It
was suggested that non-monetary means would beoedplunder the total rewards
concept.

77. The cluster of allowances, including locatiomda relocation related

allowances, was examined as a package, bearingimd mpotential overlaps and
scope for possible simplification. Any changes wbide expected to incentivize
geographic mobility, especially to hardship dutyatgins, in order to support
organizational mandates. Given that there were ntbam 10 elements under this
cluster, the Commission favoured simplification tfe various elements and
requested the secretariat to explore the possibiit streamlining the hardship
classification system into broader categories, &il &s integrating the additional
hardship allowance for non-family duty stationsointhe hardship classification
system.The Commission also wished to explore integrating mobility allowance

and the assignment grant into one system, andreastine all shipment/removal
related elements. This approach would address tmearns of organizations that
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wished to have a system that was easy to explainaaiminister, while encouraging
mobility.

78. The scope and rationale of the education granincluding the eligibility
criteria, coverage and existing administrative lurd— were considered, in relation
to the overall aims of simplicity and equity of tipackageln considering various
options, it was emphasized that the education gned an essential element of the
compensation package and an important tool toifatdl the attraction and retention
of a globally mobile workforce required for the oelry of mandates. The
Commission requested its secretariat to developdahthat focused on distributing
education-related assistance to expatriate staffhan most cost-effective manner.
Payments by level of education should also be tdkémaccount. The Commission
further stipulated that thedministration and design of the scheme should be
simplified, while optimizing its cost, with overateference to the scheme provided
in the comparator service which was similar to tbiasthe common system.

79. Other areas of the compensation system cupreming considered by the
Commission as part of the review include flexiblempensation tools for dealing
with specialized skills and exceptional performanas well as the current grade
structure, in particular on how to deal with gradempression; and with staff
membersprogression through the grades.

(d) Futuresteps

80. To date, substantial progress has been made thd review process. The
exploratory phase, during which the necessary reseand analysis of the existing
package was conducted by Commission, is now coragleBased on these, and
subsequent feedback from both the working groupd #re Commission, some
general directives were agreed upon. The next wi@pld be for the Commission to
develop a specific outline of the system.

81. In the next phase of the review, the workingups would be expected to
finalize the pending issues, in particular, the Uscwould be on expatriate and
relocation related allowances. The remunerationcstire, in particular the number
of grades and steps, would be examined, alongs$idenatter of compression of the
salary scale. The working groups would also coaatBnto consider the viability of
the proposed structure to maintain the competitdgsnof the common system and to
create a performanemiented environment. Subsequent recommendaticoms fthe
working groups, as well as well as from the Adviso€ommittee on Post
Adjustment Questions regarding modifications of thgerational rules governing
the post adjustment system, designed to improveptteglictability, transparency,
and sustainability of salary adjustments over timeuld be reviewed at the
eightieth session of the Commission, in 2015.

82. At its eightieth session, the Commission wotlén appraise the revised
compensation package in a holistic manner, to enshat it fully corresponded to
the attributes agreed upon by the Commission ared General AssemblyThese
attributes would include its sustainability, ovéreabmpetitiveness and the acquired
rights of staff. The question of possible trangiab measures would also be
discussed. At its eighty-first session, in summé1® the Commission would
finalize its package proposal and present it to tBeneral Assembly for
consideration at its seventieth session.
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Health insurance

83. The Commission took up this item pursuant tm&al Assembly resolution
68/253 in which the Assembly expressed its deep concdrout the long-term
sustainability of the after-service health insurarscheme within the United Nations
system and in that regard invited the Commissionmetdiew, in the context of its
annual report, the apportionment of health insueapeemiums between the United
Nations organizations and participants in both BdiStates and non-United States
plans. In its resolutio®8/244 the Assembly also requested the Secretary-General
undertake a survey of current health-care plansbioth active and retired staff
within the United Nations system in order to expmloall options to increase
efficiency and contain costs and further requedtéd to examine the option of
broadening the mandate of the United Nations J8iatff Pension Fund to include
the cost-effective, efficient and sustainable adstimation of after-service health
insurance benefits. A report on that issue is etgekfrom the Secretary-General and
the United Nations Joint Staff Pension Board atsbeentieth session of the General
Assembly.

84. In 1957, upon the recommendation of the SalBgview Committee, the

General Assembly, in its resolution 1095 A (XI) thorized the Secretary-General to
establish that the Organizatisnhealth insurance scheme be financed on the bésis
an overall sharing of the costs by the participgtataff and the Organization on an
approximately equal basis in such a manner thaargel measure of financial
assistance would be granted to staff in the lowadary levels than to staff in the
higher salary levels. Thus, since 1957, the 50/&orof apportionment of health

insurance premiums has been applied by the UnitatloNs. In 1966, the Assembly
approved the extension of health insurance covetagany staff member (and/or
their recognized family) leaving the service of tbmited Nations at the age of
retirement or for disability who had contributedadJnited Nations health insurance
plan for a specific period at the time of separatio

85. In 1982, the General Assembly, in its resoluti87/126 requested the
Commission to examine the need for raising the oratif contributions by

organizations of the United Nations common system Health insurance of staff
members and the question of applying appropriateoaetivity. In a review

undertaken by the Commission in 1983, the Commissioncluded that the matter
of apportionment of health insurance premiums wasommon system issue and
that it should therefore be considered from thenpaif view of all staff of the

common system at all duty stations. It noted tleg 50/50 formula had kept the
average staff contribution at reasonable levels that, in the case of New York, the
staff contribution portion appeared to be too higlhe Assembly, in its resolution
38/235 decided that a maximum ratio of 2 to 1 betweer thare of the

organization and that of the staff member, respetyi would be used. Since that
time the 2 to 1 ratio has been applied in New York.

86. To undertake the current review, the Commissiwas provided with

information on the health insurance coverage predido United Nations staff at
different duty stations, with information on prams in common system
organizations, other international organizationsl anember States, including the
comparator. With regard to Member States, the Cossinh received information on
the current apportionment of health insurance puemsi in some of the countries
where the largest number of common system staffergiCanada, France, India,
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Italy, Switzerland, United Kingdom of Great Britaiand Northern Ireland and
United States of America). The Commission also nex@ sample calculations for
cost distribution at different salary levels andngeal information on the after-
service health insurance scheme.

Discussion in the Commission

87. The Human Resources Network welcomed the aisalysdertaken for this

item and recommended that the current cost appurtemt of health insurance
premiums be maintained. The three staff federatippted out that in many

international organizations and, above all, in tase of the comparator, the United
States federal civil service, the employer bore ighér cost share of health
insurance premiums and that, therefore, the appomient should ideally be

changed upward, to 75 per cent. However, understgndhe current financial

constraints of most common system organizations, féderations would not be
opposed to leaving the current apportionment irc@l&ICSA expressed its concern
that not all organizations of the United Nationsnooon system had set aside
adequate funding to cover their after-service lealsurance liabilities.

88. The Commission members noted that, accordinthéoinformation received,

the World Bank and the International Monetary Fumdhile having health-care

plans similar to those offered to United Nationaftpaid a higher employer share
than the United Nations, namely, 75 per cent ofghemium. They also noted that a
number of other international organizations hadaggér employer share than the
United Nations, with many using the same ratio fas one applied by the United
Nations in New York. Only one of the reviewed imational organizations had a
lower contribution than the United Nations. Comnnss members pointed out the
general provisions of the Federal Employees HeBklmefits Program, applied by
the United States federal civil service, throughiabththe Government contributed
between 72 and 75 per cent, depending on the péacted. They also noted that,
with one exception, the Member States surveyed paitigher apportionment of
health insurance premiums than the United Nati@mgHeir civil servants.

89. Given the situation in the comparator civil\dee, in the other Member States
where most United Nations staff retired and in manoyher international
organizations, members of the Commission obserkatif the Commission were to
revise the apportionment, the emplogeportion would need to increase. While
being mindful that this did not fall under the piew of the Commission, some of
its members drew attention to the concerns expressethe General Assembly
resolution that in some organizations of the UniNations system, the liabilities of
the after-service health insurance portion wereymttproperly funded.

90. One member drew the attention of the Commissiothe fact that, in general,
in many Member States, in particular in those syeee by its secretariat, health
insurance was subsidized and that, therefore, tis¢ af health insurance was partly
included in taxes. He was concerned about the demable difference in
contribution by income level of United Nations $tahd that this contributed further
to the salary compression issue. He fully suppqrté@dwever, the overall
recommendation of the Commission.
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Decision of the Commission

91. The Commission decided to recommend to the @énkssembly that the
current apportionment of health insurance premilrasveen the Organization and
both active and retired staff in United States aond-United States health insurance
plans be maintained at their existing ratios.

Mandatory age of separation for existing staff

92. In its report for 2013 (A/68/30), the Commissicecommended to the General
Assembly that the mandatory age of separation @iorent staff members be raised to
age 65, with effect from 1 January 2016. The Asdgmiby its resolution68/253
decided to defer its decision on the recommendatithout prejudice to its proposed
time frame and requested the Commission to undertéikther analysis, in
consultation with all relevant stakeholders, on ihgpact of the adoption of the
recommendation on workforce and succession planfiagneworks and all relevant
human resources management policies, including opgdnce management and
appraisal, rejuvenation, gender balance and edeitgbographical representation,
across the United Nations common system and tortethereon at its sixty-ninth
session.

93. In the same resolution, the Assembly also tedgbaragraph 61 of the report of
the Commission, in which it was indicated that majs the mandatory age of
separation for existing staff to 65 years wouldutesn a marginal reduction in the
actuarial deficit of the United Nations Joint Stdfension Fund in the range of
0.13 per cent of pensionable remuneration.

94. At the seventy-ninth session of the Commissitmsecretariat provided it with
an analysis of the potential impact of increasihg thandatory age of separation to
65 years of age for current staff members. The dwmt discussed the costs to
organizations and the impact on various human nessuoutcomes, as requested by
the General Assembly in its resoluti6B/253 The secretarias analysis posited that
an increase in the mandatory age of separationdcdelay some organizational
programmes, but that there would be an overall fieh@ the common system and
that the impact on human resources outcomes woailchimimal.

95. The report to the Commission drew attentiodifi® expectancy trends in the
common system, and to trends in many Member Statieimcreasing the retirement
age in line with longer life expectancy in orderpgreserve their respective pension
funds. Increasing the mandatory age of separatiwncfirrent United Nations staff
would lead to a reduction in the actuarial defigitthe United Nations Joint Staff
Pension Fund, which had been estimated by the dbmgwactuary of the Fund to be
in the range of 0.13 per cent of pensionable rematien, or $13.5 million per year.
In addition, the document cited the report of thexi®tary-General, in which it was
reported that an increase in the mandatory semarage to 65 years for current
staff would translate to an estimated reduction$80.9 million in after-service
health insurance liabilities (see A/68/353, par@).2

Discussion in the Commission

96. The Co-Chair of the Human Resources Networkedtdahat the subject was
important to executive heads as well as human messudirectors, as the actions
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proposed by the Commission secretariat would haweiramediate impact on
managing human resources within the organizatitinsas theview of the Network
that while the secretariat report presented a starting point for discussions
substantial further analytical work would be needeadrder to give Member States,
Commission members and the organizations a fulideawe-based view of the
implications of the recommendations. He said th&t proposals from the secretariat
on modalities for the implementation of the reconmol@&ion could have serious
implications and the organizations were very conedr about their viability. The
Network was therefore requesting a thorough disousef the issues. The concerns
mentioned were:

(a) The potential lack of clarity about the rolessponsibilities and authority
of various stakeholders, including staff membergecaitive heads and human
resources departments;

(b) A significant increase in the risk of litigati in the organizations of the
common system;

(c) Anincrease in administrative efforts and epst

(d) A perception of unequal treatment, given theodalities for
implementation suggested in the document.

97. According to the Network, the proposals had teien into account that
implementing the recommendation would require sppeachanges in the staff rules
and regulations of each common system organizat@mange would need to be
supported by individual executive heads and woudsibly need to be considered
and agreed upon by the responsible governing bddiésving deliberations on the
operational and financial impact of such a chanige. felt that additional efforts
should be focused on fully understanding the impafcthe change on the areas
mentioned in General Assembly resoluti68/253 and in assessing operational and
legal risks to the organizations implied in the pweed modalities for implementation.
The organizations were ready to collaborate withd ggrovide support to the
Commission secretariat in these efforts.

98. The representatives of two organizations infdmthe Commission that

workforce planning in their organizations had bemmnducted in accordance with
operational strategic plans that covered periodsyobd 2016. Should the

recommendations of the Commission be implementid, griority areas of work

within the organizations would be delayed. The espntatives pointed out that a
significant proportion of current staff members Wwbbe retiring over the next 5 to 10
years, and that the majority of those retirees weren from countries that were
overrepresented in their respective organizatidhchad been the intention of the
organizations to use that opportunity to address ifsues of gender parity and
geographical representation. Furthermore, rejuvenahnitiatives, such as the Junior
Professional Officers programme, which also playadpart in correcting both

geographic and gender balance, would be delayeuhllizi both organizations had

recently restructured and reduced staffing leveladhieve savings mandated by their
member States. The extension of the mandatory dgseparation would have a

negative impact on that exercise, resulting in lygostdeployment and separation of
staff.

99. The representatives of the three staff fedenstiwelcomed the report of the
secretariat and the additional analysis it providedtheir view, the mandatory age
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of separation should be increased and should eeffoan discretionary decisions by
the organizations, since otherwise it would notdmsmducive to a transparent and
equitable approach. Raising the mandatory age waldd bring the United Nations
in line with practices in national civil serviceadawould provide support to all staff
members, particularly those in the Professionakgaty, who often entered the
United Nations later in their careers.

100. The representative of UNISERV felt that exftieigdthe mandatory age of
separation to current staff members would simptifg system, as there would then
be one policy for all staff members. With respectthe secretariagd proposals
regarding flexibility with regard to the implemetitzn of the mandatory age of
separation, he said that UNISERV did not see thiemale or justification either for
staff members to change their contractual statufooia staggered implementation
policy. The federation could only agree to the riegment that requests for
continuation be considered on an individual badisthe process were to be
administered by an impartial body such as a boadl reot based on decisions taken
by individual managers.

101. The representative of CCISUA expressed theviigat current staff members
should be able to work until age 65 in the same Wt new entrants could. He
reported that the Secretary-General had informedstiaff unions at a meeting that
he was fully supportive of the Commissisrrecommendation that, effective 2016,
current staff should be able to choose to retireageé 65. He remarked that the
Secretary-General had also commented that the rexordation reflected trends in
both developed and developing countries. Refertimghe claim by organizations
that their strategic plans would be hindered, tlepresentative observed that
discussions had been ongoing since 2009 and thatotbanizations should have
been prepared. He reminded participants that it imasonsideration of workforce
and succession planning that a waiting period ob tand a half years had been
recommended for effecting the implementation ofimerease in the mandatory age
of separation for current staff members. The repmnéstive added that the
recommended date should be respected, as no timddwever be considered as
perfect for its implementation. He commented thatre was no evidence that the
organizations of the common system had developedcession or strategic
workforce plans, as evidenced by the most recembnteof the Joint Inspection Unit,
in which it was indicated that succession and wor&é planning was lacking in
most organizations. Regarding the impact of reteamon rejuvenation, gender
parity and geographical representation, the represive of CCISUA pointed to the
data which the ICSC secretariat had provided indlga that changes to the
mandatory age would have little impact in thoseaareas gender issues and the lack
of geographic diversity were attributable to fastother than retirement.

102. Concerning performance, the CCISUA represéerdatgaid that his committee
had not seen any evidence, for instance, by wapesformance ratings, that staff
members who were approaching 62 years were legstaljjerform their duties than
those who were younger. He added that the Joimidaton Unit had reported that
the hiring of retired staff was quite prevalent. Hderred to the practice of some
organizations of hiring “non-staff” to carry outelwork formerly performed by staff
members who were retiring. It was his belief thHag practice could affect both the
quality of work produced by the United Nations atite viability of the United

Nations Joint Staff Pension Fund since, he said,the first time in the Fund
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history, the number of beneficiaries had increaselije the number of participants
had decreased.

103. Recalling previous discussions on the subjdu, representative of FICSA
reminded participants that the matter had firstrbeléscussed in 2009 when the
organizations themselves, through the Human RessulNetwork, had proposed to
the Commission that the age of separation for @ff smembers be set at age 62 as
at 1 January 2012 and that the Network would revib® possibility of raising the
mandatory age of separation to 65 for all staffe@mice United Nations Joint Staff
Pension Fund had completed its actuarial study0ih02

104. The representative of FICSA felt that the Cassion document under
consideration, together with its presentation, hadressed all the issues requested
by the General Assembly and the concerns previotgbed by the organizations of
the common system. He said that the organizati@tstieen allowed the time to put
their strategic plans in place in preparation floe increase in the mandatory age of
separation after they had voiced their concernsl, @minded the participants that
this was the reason that the Commission had ago@edn implementation date of
1 January 2016. He observed that the organizati@mts not said whether they had
undertaken such preparatory work. He recalled tRAOD had always had a
mandatory age of separation of age 62 for all stadinbers, with no adverse effect.
He noted the positive impact on the United Natidieént Staff Pension Fund and
said that FICSA supported the proposal to increheeseparation age to 65 years.

105. The representatives of both CCISUA and FIC®/&ed to a staff survey that
their federations had carried out jointly, whicldicated that approximately 50 per
cent of current staff members would choose to eett their current normal or
mandatory age of separation. In view of the surwesults, they did not think that
allowing current staff members to retire at 65 wbuleate undue problems for the
organizations.

106. Regarding the proposals for flexibility thatdh been presented by the
Commission secretariat, all three staff federatiagseed that in order to assist the
organizations of the common system with workforclnping, serving staff
members should be required to indicate their desireontinue working 12 months
before their mandated retirement dates.

107. The Commission recalled that it had had aremsive discussion on increasing
the mandatory age of separation and the impactuwmnam resources outcomes at its
seventy-seventh session. It considered that itomecendations to the General
Assembly had been solid and it was its view thatréasing the mandatory
separation age for all staff would be unavoidabighie future.Some Commission
members expressed the view that the organizatidreuld have flexibility in
employing staff up to the proposed higher mandatagg of separation by taking
into account their performance and restructuringedse (abolition of posts,
downgrading of posts). To give the possibility dfoice solely to the staff member
without flexibility for the organization would ndite a balanced solution.

108. The Commission considered the analysis ofétsretariat in the four areas set
out below.
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Costs

109. The Commission noted the positive impact dfing the mandatory age of

separation on the United Nations Joint Staff Pem&iaond and the after-service health
insurance scheme. It considered the submissions farganizations that were

required to reduce staff costs and had based #igirt- and medium-term plans on
pending retirements. The Commission was aware efctinstraints under which the

organizations operated, and emphasized its regpitibsito support the organizations

in the delivery of their mandates. It felt, howeveirat the issue had to be viewed in a
wider context. The Commission recalled that, atsgsenty-seventh session, in 2013,
it had agreed that it would give due consideratmthe readiness of the organizations,
given their budgetary and strategic plans. In tiegtard, in order to allow them the

time to implement changes, it had recommended #ectdfe date of 1 January 2016.

The Commission considered that, overall, maintginjood staff was less expensive
than even the most successful recruitment programme

110. The Commission further considered that thedase in life expectancy was
linked to cost. It noted that the life expectandyUmited Nations retirees had been
increasing, and that over the past 30 years it ihadeased by approximately four
years, resulting in an additional 27.3 years ot liéxpectancy for staff in the

common system retiring at age 60. Such a contindimgease in the number of
years spent in retirement would mean an increasiogt to the system, indicating
that increasing the mandatory age of separationldvie inevitable in the future.

The question remained as to whether this shouldidy@e sooner rather than later.
One Commission member expressed the view that #&sidacshould not be taken

solely on the basis of cost but rather on set ppies that enabled the organizations
to carry out their mandates.

Wor kforce/succession planning frameworks and rejuvenation of the workforce

111. It was noted that less than half of commonepsorganizations had workforce
or succession planning frameworks. It was recaltedt a number of human

resources tools currently existed in the organoai that would enable the

rejuvenation of their workforces. The use of theefi-term contract, under which

approximately 75 per cent of common system staf§ Wwaied, was cited as one such
tool by the Commission when the issue had beenipusly discussed. In addition, a
large proportion of staff left the organizationschayear or each budget period for
reasons other than retirement, including the teation of contracts, transfers

and/or personal reasons. It seemed unlikely thratesgic plans would not have been
prepared for these contingencies.

112. The Commission pointed to the re-employment refired personnel as
consultants owing to the depletion of experiencd arpertise in some organizations.
It recognized the dilemma faced by some organinatithat employed highly skilled
specialists and had a high proportion of staff doe retirement. At least one
specialized agency had reported in its annual tefhat its workforce planning and
organizational development had been hampered bgaecisy of both financial and
human resources in a very competitive environmeé&hée organizations had responded
to such challenges either by additional trainingtled remaining staff or by rehiring
retirees as consultants or on other short-termrecig. The Commission considered
that there should be a transparent and equitallegsis through which staff members
would be allowed to remain working in the organiaas of the common system.
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Performance management and appraisal

113. The Commission maintained its position that thandatory age of separation
was not the correct tool for dealing with issuesuoflerperformance and that it was
impractical to have to wait for a staff memtseretirement as a way to address poor
performance. The Commission had given guidance lte brganizations on
performance management and appraisal tools ovearakyears and had approved its
latest performance management framework in 201% Tlhmmission felt that the
effective performance management practices showddemployed to deal with
underperforming staff.

114. It was acknowledged that good health was re=xgsto continue working and
being productive in the workplace. In that regatide Commission discussed the
matter of early burnout, stress and trauma in dlfi duty stations, as observed by
field-based organizations. The Commission obsemyed research indicates that in
most cases individuals were able to be productieekers even beyond the age of
65 with the same standard of performance. Earlyaetent should continue to be an
option for specific situations.

Gender balance and geographical distribution

115. The Commission agreed that gender balancehé drganizations of the

common system would not be substantially affectgdircreasing the retirement

age. It observed that despite the many policied tha organizations reported to
have put in place to improve gender parity, inchgltargeted recruitment, progress
had been very slow.

116. The profile of common system staff did noticade that a change in the
mandatory age of separation would bring about dggiicant changes in the ability
of the organizations to attain equity in geographiepresentation. It was felt that
demographic change was a long-term issue that woatdoe settled in two or three
years.

Implementation date

117. Most organizations, in particular the speciadi agencies, requested a later
implementation date or a more paced implementatsnthey would have to present
the matterto their respective governing bodies, who had thelf authority to
approve changes to their staff regulatiokghile the representatives of the staff
federations strongly opposed this, most membeth®fCommission were willing to
accommodate this request from the organizationsitifwould facilitate the
acceptance of the proposed change to the mandaeyof separation for current
staff members. The Commission also considered fti@ mandatory age of
separation for staff members who were due to retirage 60 could be increased to
62, with immediate effect, while changes to the deory age for other staff
members could take effect at a later date. Some @ission members could see no
rationale for varying the date.

Conclusions

118. The Commission concluded that organizatioeatructuring and the reduction
of posts were continuous operations within all arigations of the common system.
Changing the mandatory age of separation wouldhaue a deleterious effect on
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the organizations or their strategic plans. It peéhto the United Postal Union,
which had already increased the mandatory age drsgion to 65 years of age and
noted that FAO, from the outset, hadd a mandatory age of separation for all staff
at age 62, with no observable adverse effects. mambers of the Commission felt
that it was important to have a system in placechtoperated in a transparent way
and was fair to staff. It was their view that inaseng the mandatory age of
separation would become inevitable. Striving to drae modern organizations, the
common system organizations needed to adapt.

Decision by the Commission

119. The Commission decided to inform the Generaseéinbly that it had
conducted the required analysis on workforce andcession planning and all
relevant human resources policies, including penfance management and
appraisal, rejuvenation, gender balance and edqeitgkeographical representation
across the United Nations common systélrhe findings of the Commission and
positions of the stakeholders are found in the geaphs above.
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Conditions of service of the Professional and
higher categories

Report on gender balance in the United Nations common system

120. The concept of gender equality has been astedadl within the core guiding
principles of the United Nations, and reflects ancoitment to the equality of men
and women in all aspects of human endeavour. Mpeeifically, the Charter of the
United Nations (Arts. 8 and 101) stipulates thadréhshall be no restrictions on the
eligibility of men and women to participate in angpacity and under conditions of
equality in its principal and subsidiary organs.eTlniversal Declaration of Human
Rights also states that there can be no distinctioiscrimination on the basis of
gender (Arts. 2 and 23). At the Fourth World Coefeze on Women, held in Beijing
in 1995, world leaders adopted a Platform for Ag®idhat included the goal of
achieving overall gender equality in the staff lo¢ tUnited Nations system by 20060.
1995, the General Assembly called for 50/50 gerdistribution at senior levels and
in 1996, it stipulated that this distribution was be reached at all levels in the
Professional and higher categories by the year 20€affirming the gender parity
goal in 1998 and 2005.

121. The status of women in the United Nations camnsystem represents an
important item that Commission has addressed paradlg under its mandate from
the General Assembly in its resolutio88/126 38/232 and 40/244 in line with
article 14 of the statute of the Commission. Than@assion had reviewed this item
in 1985, 1993, 1998, 2004, 2006, 2008 and 2010.

122. In its resolutior64/23], the General Assembly welcomed the decision of the
Commission to encourage the organizations of thmmon system to promote and
implement innovative approaches, such as outreadfatives, to attract, develop
and retain the most talented men and women, whilemating its disappointment
with the insufficient progress made with regardthe representation of women in
the organizations of the United Nations common eyst

123. At its last review of the item, in 2010, ther@mission expressed its concern
that the goal of 50/50 gender balance, especialtheaD-1 level and above, remained
unmet without any noticeable progress. At that titiee Commission had also noted
with disappointment that the organizations had moplemented all its previous

recommendations. It urged the organizations to mefoexisting gender balance
policies and measures, including the Commissiom&vipus recommendations, and
conduct regular monitoring on the level of implentagion. Further, the Commission
had requested organizations to hold managers ata&blen through their annual

performance appraisal for achieving establisheddgenargets. The Commission had
also requested its secretariat to coordinate witteloentities in the United Nations
system on monitoring and reporting on the gendéara® and explore the feasibility
of establishing a common data depository for futdega collection; and henceforth
monitor future progress in achieving gender balamtethe organizations of the

3 Report of the Fourth World Conference on Women, Beijing, 4-15 September 1995 (United
Nations publication, Sales No. E.96.1V.13), chapelsolution 1, annex II.
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United Nations common system every four years, a@guest its secretariat to
provide a report on this issue in 2014 (see A/65f&0a. 155).

124. The report presented by the secretariat atsthenty-eighth session of the
Commission provided information on the secretasiatbllaborative efforts with
UN-Women on gender balance, a summarized updath®status of women in the
United Nations system as at 31 December 2011 anavarview of staffing profiles
by region of origin as at 31 December 2012. Thepscof the review extended to
international staff holding an appointment of orealy or more in the Professional
and higher categories. In addition, the report préed a summary of the status of
implementation of the Commission’s recommendatiand an analysis on available
gender-sensitive policies and measures for recrntmpromotion (selection to a
higher grade level), retention policies, work-lifpolicies, gender awareness
(including policies on harassment) and monitorimgl éccountability that had been
put in place as at 1 July 2013 to support a workimmment conducive to achieving
gender balance in the organizations.

125. The overall representation of women in thef&sional and higher categories
in the United Nations system increased marginatbymf 39.9 per cent in 2009 to
40.7 per cent in 2011, an increase of 0.8 per denfat 31 December 2011, at the D-1
level and above, women represented 29.5 per cemipaced with 28.4 per cent in
2009, with an overall increase of 1.1 per cent aedrduring the two-year period.
The qualitative analysis showed that there wereealy sufficient numbers of
policies and measures in place towards achievimglgebalance.

Discussion in the Commission

126. The representative of UN-Women highlighted {bent cooperation efforts
between the Commission secretariat and UN-Womenstieamlining the data
collection process and sharing the findings of gs@$. Further, she informed that
the mandate and functions of the former Office loé tSpecial Adviser on Gender
Issues and Advancement of Women included monitoand reporting on system-
wide compliance and efforts to develop and applerinmal United Nations gender
equality policies, including for achieving gendelénce, eliminating discrimination
and harassment, and promoting work-life balanceufgh, among other means, the
implementation of flexible work arrangemen#ss from 1 January 2011, all original
mandates and functions of the four components nloat form part of the relatively
new entity, were merged and absorbed into UN-Woméfith reference to the
General Assembly-mandated goal of gender balanak raporting on it to the
Assembly, UN-Women had engaged the United Natioystesn entities through
various mechanisms, including the report of the r8ecy-General on the
improvement in the status of women in the Unitedtiblas system. The
representative assured the Commission of contineelaboration with the
Commission secretariat on this issue in the future.

127. The Human Resources Network confirmed the mmgions’ commitment to
achieve gender balance across all grade levelslewhoting that this was a
multifaceted challenge that needed to be considareadl areas of human resources
of management. Since the target of achieving gemaeity was clearly set by the
Member States, the Network considered that thisesseeded to be a prime area of
consideration in the ongoing review of the comp¢ioga package. Further, the
Network informed the Commission that a number efdibased organizations were
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piloting a new inter-agency programme to developmdée leaders for field

positions. Within the framework of this pilot praanme, high performing female
staff members from organizations such as the Uniedions Secretariat, UNDP,
UNFPA, UNHCR and UNICEF would be provided with tbhpportunity for a year of

secondment in another participating organizatiomiider to complement their set of
experience in both humanitarian and development kwoFhese inter-agency
exchanges would be supported by coaching, mentaimshadowing opportunities.
Some other organizations had already declared fhé&rest in participating in this
pilot, and, therefore, this programme was expededcontribute to an increased
availability of qualified internal female candidatéor leadership vacancies in field
duty stationsThe Network also informed the Commission aboutrdeent gender and
diversity survey conducted by the United Nationgr8aariat, the outcome of which
would be useful to formulate further support measuto enhance diversity in
general and the representation of female staftlajrade levels.

128. During the debate, the representative of UNHQ@IBted that the issue of gender
balance was closely tied to the organization’s naad It was essential to have
women in very difficult duty stations because thegamization would lose its

credibility if UNICEF offices were only staffed bsnen. Further, he informed that
UNICEF was promoting an increase in maternity le@vevisions to six months.

The representative of WFP informed the Commissibatt40 per cent of the

organization’s workforce was female, and 16 pertadithe women were serving in

hardship duty stations. Hence, he stressed the iitapoe of integrating a gender
perspective in all aspects of human resources managt, including in the

compensation policies of the common system.

129. FICSA assured its collaborative efforts in i@eging equality without
compromising quality. The representative of FICSfeed with the concerns of the
organizations, especially of WFP, that the recreittnor assignment of women to
difficult field stations remained a challeng&€he Federation considered that the
Commission should continue to monitor the situatéord to provide feedback to the
General AssemblyFICSA saw no need for duplication of work with regado data
collection, which should be coordinated with UN-Wem The representative of
CCISUA welcomed the range of actions suggestedhénréport to realign the gender
balance in the United Nations system. While notihgt recruitment policies were
just one part of the solution, CCISUA believed ththbse recruitment policies
should be linked to awareness-raising programmaes rmaonitoring to ensure that
qualified female candidates were given opportusitfer recruitment at all grade
levels into the United Nations system. The représttve of UNISERV emphasized
that one of the critical issues was the need foergithened accountability through
more rigorous use of the current accountabilitynfeavork to achieve gender parity
and diversity. Though the organizations had in plabe necessary tools and
frameworks for monitoring accountability in reachigender targets and diversity,
the federation considered that these tools requs#éngthening and increased
utilization. This could be done, inter alia, by enlarging thepse of accountability of
achieving the gender target; having stronger se#fhgation by departments;
increased monitoring by oversight bodies; and inveb work-life balance policies
to encourage diversity in the recruitment and régtenof women.

130. The Commission took note that the analysithefworkforce demographics of
the United Nations system presented in the repas$ Wwased on the most recent
statistics available on the number and percentdgeommen in all organizations of
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the United Nations system, as provided in the repbthe Secretary-General on the
improvement in the status of women in the Unitedtiblas system (A/67/347),

which was prepared by UN-Women. In reviewing thdadand information, the

Commission noted that there had been some improwe&ria achieving the goal of
gender balance, but expressed its concern at gignificant improvements made at
the D-1 level and above.. The Commission emphasithed it was essential to
secure the participation of women in the decisiomkmg process, especially at
managerial levels in order to expect concrete adearent in the status of women.
Some Commission members, however, noted that tlogrpss made within the
United Nations system had been comparable or ewateibthan in most national
civil services and that the efforts made by theamigations in this regard should be
recognized.

131. With regard to the regional representatiomvomen in the organizations of the
United Nations common system, the Commission olestrthat the trend was
consistent with previous years. Women from WestEurope and North America
constituted more than a half of the population odfBssional women (55.1 per cent)
while the proportion of Professional women from i&&, Asia, Eastern Europe,
Latin America and Caribbean and other combined espnted only 44.9 per cent
overall. It was found that the trend was similar foen, as Professional men from
Western Europe and North America constituted neddyf of the population of
Professional men (46.1 per cent). The Commissiors wa the view that these
figures advocated the need for greater integratafndiversity elements into
recruitment, in particular related to geographitalance.While noting that this
regional disparity of women was closely related the criteria used to set the
desirable ranges by the governing bodies of theamimations, the Commission
considered that yet more could be done to narrowrdthe gap between women
from “developed” and “developing” countries in theorkforce. The Commission
noted the share of women varied by region (40.0qeert for Asia; 30.7 per cent for
Africa; 44.7 per cent for Latin America and the (Ddwean; 45.4 per cent for the
Western Europe and Others Group; and 39.3 per tmmtEastern Europe), and
requested more detailed analysis of the situatiprgitade level and the region of
origin of staff members in future reports. Some Q@oission members pointed out
that perhaps measures needed to the taken by gamiaations concerned whereby
equally qualified female candidates from developioguntries could be given
preference over female candidates from developedntties or overrepresented
regions, and that the underrepresented regionalipgraneeded to search for and
nominate more female candidates.

132. In terms of policies and measures to achiexedgr balance, the Commission
noted that these were already in place; what wakihg was the effective
implementation of those. The Commission also notieat most common system
organizations appeared to be comparable to oth&lvaglemployers. In this regard,
the Commission recognized the need for robust anedible accountability
mechanisms that would give strength to the policy gender balance. The
Commission stressed the need for a coordinated fsavinonized approach in
devising long- and short-term measures to attrack reetain competent women and
men. It stated that organizations of the Unitedidi®®@ common system should lead
astrue employers of choice by supporting an orgamizet! culture where gender
parity and diversity created an inclusive work eowiment, and where both women
and men were equally empowered and valued.
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133. In general, the Commission was of the viewt thawas not necessary to
implement drastic measures towards achieving gebhdé&nce in the organizations
of the common system. Rather, incentives or measwere needed to encourage the
mobility of women, especially to field duty statimnincluding difficult and non-
family duty stations. Any such measures shouldawhpromise the professionalism
and competence of staff and should be implementedconformity with the
provisions of Articles 8 and 101 of the Chartertb& United Nations, in order to
eliminate the existing barriers that impede attiragit recruiting and retaining
gualified women to the organizations of the comnsgatem.

134. The Commission stressed the need for equithénoverall approach to gender
balance in the common system. Therefore, the pscequired a set of policies
aimed at ensuring equality in opportunity during thntire staff career cycle, from
ensuring gender balance in the pool of candidategobs and in the composition of
interview panels, in recruitment policies, retemtioneasures, work-life policies,

career development and advancement, staff wellghaireasures and separation
policies. As the imbalance at the higher levels wamificant, some Commission
members highlighted the importance of the interpedmotion of female staff to

higher levels by instituting appropriate careerhgatvithin the system, in addition to
vigorous recruitment policies and outreach actestilt was also noted that special
training programmes for recruitment officers, séiet boards and review bodies
would be useful for preparing them to overcome ieasr in achieving gender

balance, together with the principle of wider geagrical representation. The
Commission was also of the view that the diversigpects of the workforce in

terms of gender balance and geographical distrdousihould be fully integrated into

its ongoing review of the common system compensagiackage as well as into its
framework for human resources management.

135. The Commission recognized the important raid afforts of the new entity,
UN-Women, on holding the organizations of the Uditéations system accountable
for its own commitments on gender equality, inchglregular monitoring of system-
wide progress. It emphasized the importance of dioating with UN-Women in
order to increase the effectiveness with regardidta collection and information-
sharing.At the same time, it was also important not to degte efforts in order to
minimize the time and cost involved in conductinge trequired comprehensive
surveys and detailed analyses. Therefore, the Casgion was in agreement that its
secretariat should liaise with UN-Women regardiragadcollection and information-
sharing on gender balance in the United Nationsesys

136. The Commission was of the view that the twoeratp items under
consideration at the session, namely, diversitgl(iding geographical distribution)
and gender balance, contributed, complemented amsbine cases, conflicted with
each other. Therefore, it was agreed that bothstehould in the future be reviewed
by the Commission in one report so that the issaswell as associated challenges,
barriers, and action plans could be presentedhnlistic manner.

Decision by the Commission
137. The Commission decided:

(a) To take note of the progress made with redarthe status of women in
the Professional and higher categories in orgarimat of the United Nations
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common system, while expressing its concern thatgbal of 50/50 gender balance
remained unmet, especially at the D-1 level andvabo

(b) To urge organizations to fully implement ekigt gender balance policies
and measures, including the Commission’s previcasommendations outlined in
documentA/63/30 andA/64/30and Corr.2;

(c) To underscore the importance of integratingndgr balance and
geographical distribution into its ongoing review thhe United Nations common
system compensation package;

(d) To request its secretariat to coordinate witiN-Women in the
preparation of its reports on this item; and tagalithe monitoring cycle with the
reporting cycle of UN-Women in order to obtain thmeost recent data and
information on gender balance in the organizatiohthe United Nations system;

(e) To monitor future progress in achieving gendealance in the
organizations, together with geographical distribnt as a part of a comprehensive
report on diversity in the United Nations commorstem;

(f) To request its secretariat to provide a repdsased on the latest
information, and thereafter monitor future progréssachieving gender balance in
the organizations of the United Nations common eysevery four years.

Diversity in the United Nations common system: study of
recruitment policies

138. In its resolutior64/231 the General Assembly requested the Commission to
review measures taken by organizations particigatin the common system
concerning the implementation of paragraph 3 oficdet 101 of the Charter of the
United Nations. At its seventy-third session, then@nission reviewed geographical
distribution in the organizations of the commontsys and decided to inform the
General Assembly of the status of such distributéord the actions being taken by
organizations and their governing bodies to achigeegraphical balance. It further
considered that the General Assembly’'s request cccudst be carried out by
focusing on recruitment policies and the eliminatimf barriers to recruiting from as
wide a geographical area as possible. It therefdeeided to study recruitment
policies with a view to recommending to organizasaneasures that would be more
favourable to diversity and to eventually discusgedsity in the organizations more
broadly at a later datelhe General Assembly endorsed this decision asiity-
sixth session (see resolutié6/235A, sect. B.4, para. 2).

139. At its seventy-eighth session the Commissiaonsaered measures that
organizations of the common system had taken teessgfully attract and recruit staff
to enable them to secure as diverse a workforcpoasible, while at the same time
ensuring that the best qualified person was appdinto each positionThe
Commission was informed of recruitment procedurestreach programmes and
organizational structures that had been put inelaccreate awareness of vacancies
and to stimulate the interest of a broad crossiseatf qualified persons especially
from underrepresented and unrepresented MembezsStafurther reviewed diversity
policies within organizations (see annex Il to firesent report), as well as barriers to
diversity in organizations. Barriers to achievingatse workplaces were reported as:
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(a) The lack of family-friendly facilities in somfgeld duty stations;

(b) The limited availability of candidates for semhighly specialized
positions;

(c) Too few qualified female applicants for posiis in some occupational
fields.

Discussion in the Commission

140. The Human Resources Network considered that study on recruitment
practices in the context of diversity was a goodeyal overview of the various
practices in the organizations. It noted the basri® further diversity, as mentioned
in the secretariat’s report, and emphasized thaamizations had established
different systems for achieving diversity dependorgthe requirements for them to
successfully recruit the talents that would suieithunique needsThe Network
assured the Commission that organizations were dttecnto the concept of respect
for diversity and the maintenance of diverse worké&s. They intended to continue
efforts to launch various outreach initiatives tm&den candidate pool$heir final
goal was the development of an inclusive workfordeitiatives towards the
achievement of this goal were not limited to retment policies but included work-
life balance policies, training, succession plagniand other best practices.
Representatives of some organizations shared resoflt internal surveys and
statistics with the Commission and highlighted soroé the barriers they
encountered with regard to maximizing diversitythreir respective organizations.
One organization requested ICSC to bear in mindcgopositions that various
United Nations bodies were advocating across theldvavhen the Commission
developed work-life policies for United Nations fftemembers.

141. The representative of FICSA informed that #ederation had followed the
work undertaken by the Commission and the orgarimatin the areas of gender
and diversity with great interest. The Federatiomasw satisfied with the

advancements made towards reaching parity witheapgrdizing the fairness and
integrity of the selection process that would eeathle best qualified candidate to be
selected for a position.

142. The representative of CCISUA stated that dismans on the diversity of
organizations’ workforces should take into consatem those who worked for the
United Nations on “non-staff” contract§he representative expressed that although
many unanswered questions remained, the reportrhigdd awareness of diversity
issues and highlighted the range of issues thatired attention, including the
importance of training and the role of managemend ataff in ensuring diversity.
The representative further observed that merely$ony on recruitment policies and
practices would not be sufficient to resolve prabseof diversity in organizations.
An entire package of actions would be needed, cadip¥ith closer analysis of the
composition of the organizations’ staff profilesioRiding career opportunities and
recognition might also bring about changes to themdgraphic profiles of
organizationsCCISUA was therefore suggesting that fuller anaysé carried out
before actions were taken to address the inadegsadentified.

143. The representative of UNISERV noted that thport had addressed both the
problems encountered and suggested solutions adddathat the will to improve
diversity had always existed in the organizationsit khat “buy-in” and
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accountability at the senior management level waigcal to its achievemenilhe
representative suggested greater use of the cumecduntability frameworks and
other tools for the achievement of gender and otthieersity targets that were
already in place in organization€CISUA recommended that those tools and
frameworks be strengthened by enlarging the cioélaccountability with respect to
performance against the gender target; improving-reenitoring by departments,
increased monitoring by oversight committees angrowing and implementing
policies for work and life balance to encourageedsity in the recruitment and
retention of women.

144. The Commission emphasized that the goal okmdity within the United
Nations common system was to develop an inclusieekforce, in which different
voices were heard and respectéd.that regard, it stressed that diversity in the
organizations should be viewed as allowing equgbasfunities for everyone and
preventing any kind of discrimination while at tlsame time being careful that
privileged or preferential conditions were not Igioreated for specific group#.
recalled General Assembly resolutiof1/244 which states, inter alia, that
recruitment, appointment and promotion of staff Isls@ without distinction as to
race, sex or religion, in accordance with the pipies of the ChartefThe priority
was to have competent staff, as stipulated in AetitO1, section 3, of the Charter
and confirmed in various resolutions of the Genekasembly. The Commission
commended the organizations for their work in thisa and noted that at least one
organization had reported that it had achieved tiésget for geographical
representation.

145. The differences in recruitment practices arethods used by organizations to
attract and retain diverse staff were noted. It wasnsidered that organizations
would benefit from the sharing of ideas and prazdicThe Commission observed
that gender goals had not been achieved and thagrgphical distribution was
unsatisfactory in most organizationslthough those issues, it conceded, could not
be remedied overnight, the Commission would corgirto monitor them. The
Commission further acknowledged that, in some insés, conflicts could emerge
when implementing policies to simultaneously impeovboth geographical
representation and gender parity, which in the esnbf the United Nations were
identified as the two most important elements ofedsity. It nevertheless urged
organizations to endeavour to establish supportaved respectful working
environments, especially in hardship locations amdievelop training courses on
diversity awareness for all staff members.

146. When it had discussed diversity in 2011, tloen@hission had stated that it had
a role in initiating policy frameworks for divergitin the common system (under
arts. 14 and 16 of its statute). It considered thatould discuss a definition for
diversity in the context of the United Nations. As seventy-eighth session, the
Commission contemplated the elements for such anidieh. The view was
expressed that the nexus between geographic diyeasd multiculturalism should
be recognized. Different ways of thinking aboutuiss or different world views,
rather than merely balanced geographical representashould be central to the
functioning of the organizations of the United Mats. This concept needed to be
defined. It was felt that various concepts and geB within the system were not
“culture neutral” and tended to reflect the value$ a dominant culture.
Organizations should ensure that mechanisms exittedllow all the different
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cultures to participate equally in their work. lias/ reported that one organization
had launched a pilot to test the cultural neutyadt its assessment processes.

147. The Commission considered the current diseoors the differences between
generations in the workplace and the possibilifiess tension or conflict. It was
argued that age distribution was not currently asue within the system, as less
than 10 per cent of the current staff was younfant35 years of agét. was pointed
out that there were observable differences in thkaviour of different generations
in the workplace, including in areas of leadershigles and how they interacted.
Moreover, it was recalled that in the current comgeion review, there had been
significant reflections on the specific talentsexch generation and how each was
motivated. The Commission eventually decided tdude generational diversity as
an area of focus. Language competencies and mrmgtikllism was the final aspect
of diversity that the Commission decided to include the common system’s
definition.

148. In conclusion, the Commission decided to pladeersity, including
geographical distribution, on its work programme periodic review. The report on
gender parity would in the future also form partthé report on diversityAlthough
determinations on geographical distribution fellden the purview of the General
Assembly and the governing bodies of the organirestj observations by ICSC
would be brought to the attention of the Generadeéxmably.

Decisions of the Commission

149. The Commission decided:

(a) To review diversity periodically, including ggraphical representation
and gender balance;

(b) To include the following elements in the défiion and scope of diversity
as it relates to the United Nations common system:

(i)  Cultural diversity (multiculturalism);
(i) Generational diversity;

(i) Gender parity;

(iv) Multilingualism;

(c) To request its secretariat, in consultatiothwirganizations, to develop a
compendium of good practices concerning inclusiwsnend diversity.

Base/floor salary scale and review of staff assessment rates used in
conjunction with gross salaries

Base/floor salary scale

150. The concept of the base/floor salary scale imamduced, with effect from
1 July 1990, by the General Assembly in section dfHts resolution44/198 The
scale was set by reference to the General Scheshliry scale of the comparator
civil service, currently the United States fedecalil service, excluding any locality
pay. Periodic adjustments are made on the basasammparison of net base salaries
of United Nations officials at the midpoint of thecale (P-4, step VI, at the
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dependency rate) with the corresponding salarietheir counterparts in the United
States federal civil service (step VI in grades GSand GS-14, with a weight of 33
per cent and 67 per cent, respectively). The adjasts are implemented by means
of the standard method of consolidating post adjesit points into the base/floor
salary, that is, by increasing base salary whilenecensurately reducing post
adjustment.

151. The Commission was informed that a 1 per cémrease had been

implemented in the comparator’'s base General Sdeesieale effective 1 January
2014. Minor changes were also introduced in thetéthiStates tax schedules at the
federal level for 2014. For the State of Marylarnlle State of Virginia and the

Federal District of Columbia, no changes were rdedrin the tax legislation for

2014.

152. On the basis of the considerations set outvabthe annual system-wide
financial implications resulting from an increase ihe base/floor salary were
estimated in United States dollars, as follows:

(a) For duty stations with low post adjustment wheré sedaries would
otherwise fall below the level of the new base/floo 0

(b) Inrespect of the scale of separation payments 509 000

Review of staff assessment rates used in conjunction with gross salaries

153. In its resolution66/235 A, the General Assembly haeéndorsed the

Commission’s recommendation to review the staff easment rates used in
conjunction with gross salaries every three yetosyevision as appropriate. As the
last such review had taken place in 2011, the $ade¢ had held discussions with
the United Nations Secretariat to ascertain whettltmre was a need for any
adjustment to the staff assessment rates usedniurotion with gross salaries.

Discussion in the Commission

154. The Human Resources Network took note thatftheze in the comparator
civil service had been lifted with the granting afl per cent increase effective
1 January 2014. It further took note of the relatedncial implications relating to

separation payments which were linked to base/fladary. The representatives of
the staff federations, noting that increase in tleenparator civil service salaries,
supported an increase in the base floor salaryescal

155. The Commission noted that, in accordance whk normal adjustment
procedure, in order to reflect the salary incremsthe General Schedule as well as
the impact of the tax changes referred to above,lthse/floor scale would need to
be adjusted upward by 1.01 per cent as at 1 Jan2&ds. This would be
implemented through the standard no-loss-no-gairocgdure, that is, by
commensurately decreasing post adjustment. Whileeigdly cost neutral in terms
of net remuneration, the base scale adjustmenteohaore would have implications in
respect of separation payments, as indicated above.

156. With regard to the review of the staff assemsthrates, the Commission noted
that according to the United Nations Secretaribe present balance of the tax
equalization fund did not require any adjustmentta staff assessment rates at the
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present time. Accordingly, in line with its earlieecommendation, as endorsed by
the General Assembly in its resolutidd5/235 A, the next review of the staff
assessment rates would normally be conducted in7 20dless a change in the
situation of the tax equalization fund necessitagadier action. In this connection,
it was also necessary to bear in mind any implaxai arising from the ongoing
review of the compensation package that might hawgplications for staff
assessment and the tax equalization fund.

Decisions of the Commission
157. The Commission decided to recommend to theeGdmssembly:

(a) For approval with effect from 1 January 201be revised base/floor
salary scale for the Professional and higher caiegpas shown in annex Il to the
present report, reflecting a 1.01 per cent adjustmdo be implemented by
increasing the base salary and commensurately regymost adjustment multiplier
points, resulting in no change in net take-home; pay

(b) That no revisions were necessary at the ptesene to the staff
assessment rates used in conjunction with gross balsiries.

D. Evolution of the United Nations/United States net remuner ation
mar gin and mar gin management around the desirable midpoint

1. Evolution of the United Nations/United States net remuneration margin

158. Under a standing mandate from the General Absg the Commission
reviews the relationship between the net remunenatif United Nations officials in
the Professional and higher categories in New YanHl that of United States federal
civil service officials in comparable positions\Washington, D.C. For that purpose,
the Commission annually tracks changes occurringhiem remuneration levels of
both civil services.

159. With the lifting of the statutory freeze in ithd States federal pay
adjustments, which had been in effect from 1 Jap@&11 until 31 December 2013,
a 1.0 per cent general increase was granted adandary 2014 for all statutory pay
systems in the comparator civil service.

160. Also, relevant to the comparison were thedwihg:

(a) Revisions in the federal tax brackets and daad and personal
deductions, which resulted in slight reductions awmerall income taxes in the
Washington, D.C., metropolitan area;

(b) A post adjustment multiplier of 68.4 in New rkofor the period from
January to December 2014 and the current net Hase/$alary scale that became
effective on 1 January 2014;

(c) The matrix of grade equivalencies betweenliméed States federal civil
service and the United Nations common system apgdolyy the Commission in
2010 at its seventy-first session;

(d) A revised cost-of-living differential betweediew York and Washington,
D.C., estimated at 112.7.
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161. On the basis of the above, the Commissioninmfasmed that the estimated net
remuneration margin for 2014 amounted to 117.4hwite corresponding five-year
average (2010 to 2014) amounting to 116.4. The idets the comparison are
shown in annex IV to the present report.

Margin management around the desirable midpoint

162. In section II.B, paragraph 5, of its resolati®8/253 the General Assembly
recalled that the five-year average of the net neemation margin should be
maintained around the desirable midpoint of 115 aequested the Commission to
submit to the Assembly, no later than at the maamt pf its sixty-ninth session,
recommendations on the range of actions and tinedwles that would bring the
margin back to its desirable midpoint. The Comnuossconsidered possible options
in response to the Assembly’s request as follows:

(a) Implementing a reduction in net remuneration;
(b) Freezing net remuneration;

(c) Increasing net remuneration at a slower rat@ntthe comparator civil
service.

Discussion in the Commission

163. The representative of the Human Resources dt&twoted the trend in the
calendar year margin towards the desirable midpaihtthe margin range. It
considered that any actions should take into actotlre needs of margin
management and ensuring purchasing power parithinvihe common system, and
supported a continued freeze in net remuneratioNeémw York to bring the margin
back to the desirable midpoint.

164. The representative of FICSA did not suppocutiin net remuneration. While
understanding the concerns of the General Assenfi@dysupported the option of a
gradual increase so that the margin would go backht desirable midpoint over
time. The representatives of CCISUA and UNISERV sidared that the existing
margin management procedures had largely worked. \Wéle Assembly had on
multiple occasions reiterated the margin range #ral desirable midpoint. Given
that the midpoint was not mandatory, no freeze wisdn net remuneration were
warranted as long as the margin level was withia #stablished margin range.
UNISERV added in this regard that the lack of synmpén margin management
procedures was an area that could be consideredniorovement in the course of
the comprehensive review of the common system cow@tton package.

165. The Commission noted that the margin managémpgmcedures had

functioned satisfactorily over a period of more rthiavo decades. In this regard it
noted that the margin had been below the desinalidpoint for close to 15 years until
2012 when the prolonged freeze in the comparatai service’s pay had led to the
increase of the margin close to its limit of theaddished rangeThis development

was unprecedented and was based on domestic pblitimsiderations.

166. The Commission observed that the net remuimeramnargin had decreased
from the 2013 level and noted that the movementthef margin towards the
desirable midpoint had developed in accordance Witlexpectations. The increases
in the comparator civil service’s pay and the freeim the United Nations net
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remuneration in New York had moved the calendarrymergin closer to the
desirable midpoint. While the calendar year margias still above the desirable
midpoint, the Commission took note of the direction which it was trending,
especially given the likelihood of a further incseain the comparator’'s net
remuneration in 2015.

167. The Commission considered the level of thegimain the context of the request
of the Assembly in its resolutio68/253 section 1I.B, paragraph 5 (see para. 162
above). While noting that certain member States hapglemented reductions to
salaries in their civil services, members of then@ussion also noted that some,
including the comparator civil service, had optedfteeze salaries for a period of
time. Depending on the extent of any action to cedoet remuneration on the United
Nations side, an immediate or gradual reductiothefnet remuneration margin to the
desirable midpoint could be achieved. There wasyewer, general agreement that a
reduction in remuneration was not in the best ie$és of the organizations and
might affect staff motivation and morale.

168. On the other hand, members of the Commissiotech that any increase in
United Nations net remuneration, even if smallearttthe increases granted in the
comparator civil service, would prolong the movemehthe calendar year margin
towards the desirable midpoint. Therefore, they diot consider this approach
desirable.

169. The Commission supported a continued freeze Uimited Nations net
remuneration until the calendar year margin wasugha to its desirable midpoint.
The Commission noted that, assuming a continueezén net remuneration on the
United Nations side, on the assumption of continireteases of 1 per cent in each
of the next few years on the comparator side, thkeroddar year margin would be
expected to reach a level around the desirable aiidpapproximately within the
next two years.

170. The Commission noted that the five-year avierg@f the margin appeared to
introduce instability in the margin management mueres which could have
implications for net remuneration, as illustratedthe example in annex IV. Under
the averaging procedure, years in which the calernyg@ar margin was above the
desirable midpoint would have to be compensatedbfoiother years in which the
margin would need to be below the desirable midpdin the same extent. The
average margin could also move in the opposite ctive of the calendar year
margin as illustrated, for example, by the pressiiiation, where the five-year
average had increased from 115.7 in 2013 to 116.20114, while the calendar year
margin had decreased over the same period from61tt0117.4 Alternatively, the
aforementioned instability in net remuneration abbk avoided if the calendar year
margin was brought to a level of 115 and maintaiaethat level for a period of five
years, thus producing an average margin of 115. ¢d@n such a procedure would
seem to render the average margin redundant. Tmen@ssion considered that such
issues of the management of the margin should lzanéed in the context of the
ongoing review of the remuneration package.

Decisions of the Commission

171. The Commission decided to report to the Gdnasaembly that the margin
between the net remuneration of officials in th@féssional and higher categories
of the United Nations in New York and officials itomparable positions in the
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United States federal civil service in Washingt@nhC., for the calendar year 2014
amounted to 117.4 and its five-year (2010-2014)rage amounted to 116.4, which
was above the desirable midpoint of 115.

172. Having reviewed the range of actions and tesmleedules that would permit the
margin to be brought back to its desirable midpoiheé Commission decided that:

(a) The normal procedure for management of the gmarwithin the
established range would be suspended until funtlogice;

(b) The freeze in net remuneration in New York Wbbe continued until
such time that the margin had been brought badistdesirable midpoint.

Post adjustment matters

Report of the Advisory Committee on Post Adjustment Questions on its
thirty-sixth session

173. Pursuant to article 11 of its statute, the @ossion continued to keep under
review the operation of the post adjustment systard in that context considered
the report of Advisory Committee on Post Adjustméntestions on the work of its
thirty-sixth session. Convened as part of the ongaieview of the United Nations

common system compensation package, the Advisoryn@ittee undertook a

number of pertinent studies, at the request of@Gbexmission.

174. The secretariat presented the main findingsnfthese studies, as outlined in
the report, which contained some recommendationsted to the possible
simplification of the post adjustment index struetua harmonized specification of
the out-of-area weight for all duty stations, theagdibility of using price data
collected under the European Comparison Progranonegtirposes of establishing
post adjustment for all covered group | duty stasiothe use of statistical regression
modelling to assist the Commission in making theseasially administrative
decision of classifying duty stations for the puspe of post adjustment, as well as a
review of the rental subsidy scheme.

Summary of recommendations

175. After an extensive analysis of the structuféh® post adjustment index, the
Advisory Committee affirmed that the index ensusegroper and methodologically
sound estimation of the cost-of-living differentlaétween duty stations and the base
of the post adjustment system, based on the expewedpatterns of the United
Nations common system staff population, therebfilfirig the role for which it had
been established. While it was possible to simplihe post adjustment index
structure by excluding one or more of its composenhis would also lead to the
undesirable side effect of increasing the dispasitbetween low and high cost-of-
living duty stations, higher overall costs in termd staff salaries, and to
complexities in the administration of salaries ailbwances relative to the current
compensation system. Consequently, the Advisory @dtee found the current
structure of the post adjustment index to be fit parpose and saw no compelling
reason, technical or otherwise, to changeHbawever, it recommended that the
Commission consider modifications to the operatlondes governing the post
adjustment system as a means of improving the I#ialind predictability of salary
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adjustments, as well as ensuring the sustainabdityhe United Nations common
system remuneration system over time.

176. The Advisory Committee recommended the useh wiffect from the next

round of surveys, a harmonized specification of tlweight of the out-of-area
component for all duty stations; with financial itigations in terms of increases in
net remuneration estimated at about $13 millp@n annum for group | duty stations.
Furthermore, the&Committee had, at an earlier session, also recorderra new

methodology forcalculating the rent index for all group | duty tt@s, based on

weights derived from ICSC staff housing surveysthwfinancial implications, in

terms of system-wide reductions in net remuneratestimated at about $56 million
per annum for group | duty stations.

177. The Advisory Committee recommended the useEofopean Comparison

Programme (ECP) average price data in the calaradf post adjustment indices
for all covered group | duty stations, while retiaign the current method of sourcing
price data for group | locations not currently coag by ECP. On the basis of
information collected from a rental subsidy surwmnducted by the secretariat, the
Advisory Committee concluded that most of the pielic of the Commission

regarding the practical implementation of the rérgabsidy scheme were being
followed by United Nations common system organiaasi, but recommended that
the Commission consider providing further regulatior more precise guidance in
relation to some specific aspects of the schemeceiunder the current design of
the rental subsidy scheme, there was no longeadetoff between rental subsidy
and post adjustment, a desirable feature of thersehat its inception, and essential
for any efforts at harmonization of the applicatiohthe scheme between group |
and group Il duty stations, the Advisory Committeecommended that further

research be conducted with the objective of idgirtd the conditions under which

an effective trade-off between rental subsidy apdtpdjustment could be restored
for all duty stations.

Discussion in the Commission

178. The representative of the Human Resources dr&tacknowledged that an in-
depth revision of the current structure of the paskjustment index was not
technically necessary, and might lead to largepdigies and fluctuations in salaries
across the United Nations common system, thus d@esang cost predictability. She
therefore expressed support for the modificatioropérational rules governing the
post adjustment system, as a means of simplifyimg) @nhancing the predictability
of the remuneration system. The representativethefstaff federations concurred
with the views expressed by the Network, addingt taay change to the post
adjustment index structure ran the risk of comgliog the remuneration system and
creating disparities in compensation across difietgpes of duty stations.

179. A member of the Commission pointed out thaignificant amount of time
and expertise had been devoted to the developmietiteocurrent post adjustment
index structure over the years, with the result tih@ existing structure was fit for
purpose, transparent, predictable, and cost-effectde stressed that there was no
justification for removing any post adjustment imdeomponent, as each of these
components had a clear and logical rationale fafusion in the index, adding that
removing any of the components from the index woutmmplicate, rather than
simplify, the remuneration systerm this connection, the secretariat reiterated the
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negative effects of excluding any of the candidetenponents, citing this as the
reason why previous attempts at excluding some arapts from the post
adjustment index structure had been reverdédwever, some members of the
Commission called into question the rationale foe inclusion of the out-of-area
component, even as they acknowledged its stabgiafiect on the post adjustment
index. They, however, expressed confidence in thehniical competence and
independence of the Advisory Committee and, on thasis, endorsed its
recommendation regarding the structure of the po$istment index, as well as all
other recommendations as outlined in the reporeyTalso expressed the hope that
the proposed research on the rental subsidy schardefurther streamlining of the
post adjustment system would help to eliminate plossibility of duplication and
double counting in the remuneration structure.

180. Members of the Commission agreed that the gge@ modifications to the
operational rules governing the post adjustmenttesyswould lead to a more
predictable, transparent, and sustainable remuiograystem and suggested that the
secretariat conduct the necessary empirical analgkithe proposals for the review
of the Advisory Committee at its next sessiohhey also endorsed all other
recommendations of the Committee, as outlined ir tteport. Finally, the
Commission requested the secretariat to initiatpprations for the next round of
place-to-place surveys, and submit proposals is teigard for the review of the
Advisory Committee at its next session.

Decision of the Commission
181. The Commission:

(a) Approved the recommendations of the Advisorynnittee,as outlined
in paragraphs 175-177 above;

(b) Requested the secretariat to initiate prepanatfor the next round of
surveys and to submit proposals in this regard ttoe review of the Advisory
Committee at its next session.

Proposals on synchronizing the post adjustment classification review cycles at
headquarters duty stations and other group | stations

182. In response to the request from the Generaédbly, which, in its resolution
68/253 had requested the Commission to review and submitthe General

Assembly at its sixty-ninth session, proposals gnchironizing the post adjustment
classification review cycles at headquarters dutwtiens, the Commission
considered two proposals submitted by its secratanithis regard.

183. A post adjustment classification review ergdHe updating of all components
of the post adjustment index to account for exclearsge fluctuations and inflation,
sometimes, but not always, leading to a real ingeei@ net take-home palnder
the existing operational rules governing the pajustment system, the reviews for
headquarters and other group | duty stations arelgoted once a year, at different
points in time, with the review date varying accogl to the specific economic
circumstances of each duty station. A review maybeducted before the statutory
review date if an increase in the cost of living ®fper cent or more is measured
earlier, under the so-called 5 per cent rule.
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184. The secretariat informed the Commission thia¢ texisting schedule of

independent reviews had created a perception afuitable treatment of group |

duty stations. For instance, an increase in netureamation in New York triggered a

corresponding increase in the pensionable remuineratcale, meaning that staff

pension contributions increased system-wide, r@syltn a reduction in net take-

home pay in other group | duty stations (albeitdbgmall amount). Synchronizing

the review cycles would address this shortcomind, &t the same time, enhance the
predictability of salary adjustments and simplifhet budgetary forecasts and
processes of United Nations common system orgaioizat

185. Two proposals on the synchronization of thetpadjustment classification
review cycles at headquarters and other group y dtations were presented by the
secretariat, as follows:

(a) Option 1: review all headquarters and othesugr | duty stations only
once a year, on a predetermined date;

(b) Option 2: review all headquarters and otheyugr | duty stations at least
once a year, on the anniversary date of the pgsisadent classification review for
New York.

186. Under both options, the review of the New Ygst adjustment, including
any related changes to pension contributions, wdwgdimplemented at the same
time for all group | duty stations. In the caseogftion 1, salaries would be adjusted
a maximum of once a year, as the 5 per cent riggering more than one review in
a year would no longer be applicable. Thus the odilference between the two
options was the abolition of the 5 per cent ruledlemoption 1 and its retention
under option 2. The secretariat assessed the ingfabe proposals on its operations
and concluded that there would be no significantidrtary or human resources
implications under either option.

Discussion in the Commission

187. Representatives of the Human Resources Netvaxpressed support for
option 2, according to which all headquarters atiteo group | duty stations would
be reviewed at least once a year, on the anniverdate of the post adjustment
classification review for New York, adding that iwould contribute to the

predictability and transparency of salary adjusttserRepresentatives of staff
federations also expressed support for that opti®epresentatives of both
organizations and staff federations stressed thgoitance of the continued use of
the 5 per cent rule for locations with higher tretpected rates of inflation.

188. In response to requests for clarification, skeeretariat explained that the main
difference between the two options was that undgtioa 1, the reviews for all
relevant duty stations would be conducted only oacgear, at regular 12-month
intervals, whereas under option 2, the reviews Wwdig conducted at least once every
12 months, with the possibility of a further reviesepending on the evolution of the
cost of living in New York, that is, upon the apmtion of the 5 per cent rule.
Members of the Commission agreed that the synchatimn of post adjustment
review cycles would enhance the transparency anddiprability of salary
adjustments but, at the same time, they stressed ned for addressing the
possibility of galloping inflation in some locatienFinally, it was decided that the
Commission respond to the General Assembly’s regogsubmitting proposals for

57/69



A/69/30

58/69

the synchronization of post adjustment classifimatireview cycles; and that
retention of the 5 per cent rule be considered fing the Advisory Committee on
Post Adjustment Questions, as part of its review tbé modification of the
operational rules governing the post adjustmentesys at its next session.

Decision of the Commission
189. The Commission decided:

(a) That the post adjustment classifications df kdadquarters and other
group | duty stations should be reviewed once a,y&@athe anniversary date of the
post adjustment classification review for New York;

(b) To refer the question of the continued use¢hef5 per cent rule for group |
duty stations for consideration by the Advisory Quittee on Post Adjustment
Questions, in the context of its review of the agiernal rules governing the post
adjustment system, at its next session.

14-59422



A/69/30

Chapter V

14-59422

Conditions of service of the General Service and other
locally recruited categories

General Service salary survey methodologies: salary adjustments
at duty stationswith fewer than 30 staff

190. In 2011, with the approval of the revised noetblogy for conducting surveys

of the best prevailing conditions of employment @ity stations other than

headquarters and similar duty stations (methodoldgy the Commission had

decided that alternative modalities other than carhpnsive surveys should be used
to review salary scales at duty stations with fewsan 30 General Service staff.
Consequently, it had requested the United Natiom$ts capacity as the responsible
agency for most duty stations, to study such maigsliand report back to the

Commission at a later date. At its seventy-eightsssson, the Commission

considered the proposals of the responsible agdacyhese locations which are

listed as category V under methodology Il and refdrto as non-survey duty

stations. These proposals, inter alia, relatedéofbllowing:

(a) Review of salaries in each of the non-survatydtations;

(b) Updating and/or establishing child, spousenglaage and funeral
allowances in the non-survey duty stations;

(c) Conducting reference checks against local labmarkets to ensure the
long-term competitiveness of the United Nationsasals in non-survey duty
stations;

(d) Reviewing the pensionable remuneration and -pensionable
component of the salary scale in the non-survey dtdations;

(e) Placement of duty stations into, and out ategory V.

191. Given the small numbers of locally recruiteafsin the category V duty
stations and the fact that it would not be coseefiive to conduct comprehensive
salary surveys at these locations, adopting a fofimdexation mechanism to revise
salaries would streamline the review process. A laaism most closely
corresponding to the United Nations past salary em@nts was therefore proposed,
using one of the following methods: labour marketicators, consumer price
indices, the movement of the salaries of comparatarployer(s), externally
acquired labour market data or a combination ofgheve.

192. To ensure that the United Nations salariesnta@ied their position within the
better employers in the local labour market, a mefiee check would be conducted
every five years, which would entail comparing ttanmon system salaries in the
most populous jobs with the market rates. This dobk done either by using
external vendor data or by conducting a simple syrof a reduced number of
competitive employers, representative of both théblig and private sectors.
Furthermore, in high inflation situations, a cap 20 per cent per year would be
applied to an index relating to inflation or pricemovement. Under such
circumstances, more frequent reference checks ag#ie labour market would be
conducted to ensure that the United Nations sadahi@ve maintained their link to
the labour market.
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193. The establishment and periodic revisions oé tthependency and other
allowances would be based either on the floor an®uwr on the basis of tax
advantages and social payments.

194. The responsibility for monitoring local labourarkets and initiating salary
reviews would be contingent on the accessibility ddta and could be either
assigned to the responsible agency or to the Isakary survey committee.

195. Finally, it was suggested that gross pensitnalalaries be recalculated by
applying the common scale of staff assessmentatithe of the reference checks.
In between reference checks, the gross pensiorssdéey would be adjusted on the
same day and by the same percentage as the nely al@e-to-one adjustment
procedure). The non-pensionable component, whereuirently exists, would
remain unchanged as a per cent of the total netnemation.

Discussion in the Commission

196. The Human Resources Network, FICSA, CCISUA amdSERV supported
the recommendations. The United Nations and theamiggtions acting as lead
agencies in category V duty stations reiteratedrtbemmitment to work closely
with ICSC to implement the proposed recommendations

197. The Commission noted that there were somemdiffces in the current practice
for adjusting dependency and other allowances bemwleeadquarters and similar
locations, on the one hand, and all other dutyietadt on the other. In the former
duty stations, the allowances remained unchangddidsn comprehensive salary
surveys, whereas for the latter duty stations thewences adjusted every time the
salary scale was reviewed. A justification for thigference was not immediately
obvious and needed to be addressed.

198. The Commission was further informed that itadance with the existing
rules, as reflected in the regulations of the Ushidations Joint Staff Pension Fund
(art. 54 and appendix A), the gross pensionablargabf General Service staff was
recalculated using the common scale of staff assests at the time of
comprehensive surveys. Between such surveys, itadifissted on the same day and
by the same percentage as the net pensionableysédae-to-one adjustment).
However, as comprehensive salary surveys were newwgbreplaced by reference
checks for the duty stations in category V, it vaggested that gross pensionable
salary continued to be recalculated every time sttodicks were undertaken. Given
the same periodicity of comprehensive salary susveynd reference checks,
consistency in the approach to adjusting pensiemabmuneration at all locations
would thus be ensured. Hence, for the purposes atutating pensionable
remuneration, the reference checks in category W dtations would be treated in
the same way as comprehensive surveys in all otbeations. According to an
indication received from the Pension Fund, the aitns of reference checks as
proposed would be covered by the present wordinthefregulations of the Fund.

199. The Commission considered it important, whéeasible, to include the
national civil service in a sample of comparatorghwwhich a reference check
would be conducted. Also, where possible and whiv® necessary data were
available, the movement of the national civil seevsalaries could also be selected
for indexation. In particular, the following courdgs presently under category V
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could be considered for this purpose: Australianl&nd, Ireland, Malta, Monaco,
New Zealand, Norway, Portugal, the Republic of Kor8ingapore and Sweden.

200. Finally, in view of the General Assembly’s vegt to the Commission in
resolution68/253 not to increase any of the allowances under its/ipw until the
comprehensive review decided by resolut®fi257was submitted to the Assembly
for its consideration, the Commission recalled igcision not to increase
dependency allowances for the General Service stéffthe common system
organizations in Madrid pending the presentationitefrecommendations on the
comprehensive review of the compensation packagbelieved that this decision
should be taken into account by the agencies redptn for conducting and
implementing the results of surveys of best prémgilconditions of employment at
other locations.

Decisions of the Commission
201. The Commission decided that:

(a) Adjusting salaries in duty stations with fewttian 30 General Service
staff should be done using one of the following hoets:

(i) Tracking a reliable economic indicator, suchthe consumer price index,
labour/wage index, or market salary movements olehifrom a reputable
external vendor; a cap of 20 per cent per year shbe applied to an index
related to inflation or price movement; or

(i) Tracking the salary movements of a particutanployer;

(iii) The selected modality should be tested aghihe United Nations salary
movements at the duty station;

(b) The responsibility for initiation of an annuedview should be with the
responsible agency when the selected index wadadlaionline or when the review
was based on tracking of salary movements of a @vatpr employer. Whenever
the index is not available online, the local salanyvey committee would monitor it
and report the movement every 12 months to theorsiple agency;

(c) Periodic reference checks would be conductedensure that salaries
remained at a level comparable to that of the bettaployers in the local labour
market by one of the following methods:

(i) Preferably, by a direct comparison of the ditNations salaries for
select jobs with the prevailing market rates fanisar jobs targeting the 75th
percentile;

(i) Alternatively, by conducting a simple surveof a reduced number of
competitive employers representative of both thbljguand private sectors;

(d) A reference check also needed to be conduethdn the last salary
survey took place five or more years ago, or whevesalary scales were previously
established. The normal periodicity of referenceeads would be five years.
However, more frequent checks could be requiredldoations with sustained
inflation of over 20 per cent per year or in dutgtéons with high turnover rate and
difficulties in recruiting staff;
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(e) The gross pensionable salary would be recatedl by applying the
common scale of staff assessment at the time eference check, which would be
conducted in lieu of a comprehensive salary survey;

(f) The non-pensionable component percentages dvdid maintained at
levels previously established through comprehensadary surveys.

(g) Subject to paragraph 203 below and, as a @grepproach, adjusting
dependency and other allowances would be done eatithe of reference checks,
based on the following:

(i) The language allowance would continue to beiged on the basis of
movements to the salary scale;

(i) Where the child allowance was establisheddma®n local practice, it
would be revised using relevant provisions of sbsecurity and/or income tax
legislation; otherwise, it would continue to be isad on the basis of
movements to the salary scale;

(iii) Spouse, secondary dependent and funeralwalres would be revised
on the basis of social security and/or income tgidlation.

202. The Commission also decided that, wherevetifiad by the labour market
based on economic circumstances in highly developednomies, it would be
desirable to reference the national civil servicdhie adjustment of salaries in those
duty stations under category V.

203. The Commission further decided to draw therdton of the organizations to
its decision taken in the context of the Madridw&y;, in response to the General
Assembly resolutior68/253 not to increase allowances pending the submiseion
its recommendations on the comprehensive reviethéoGeneral Assembly with a
view to ensuring a consistent approach to the adjest of the allowances at all
locations.

Surveys of best prevailing conditions of employment in Madrid

204. On the basis of the methodology for surveydedt prevailing conditions of
employment of the General Service and other locedlgruited staff at headquarters
and similar duty stations (survey methodology hetCommission conducted a
survey in Madrid, with a reference date of OctoB8d3. The new salary scale for
the General Service category of the organizatidnthe common system in Madrid,
as recommended by the Commission to the executeed$ of the Madrid-based
organizations, is reproduced in annex V to the @néseport.

205. The recommended salary scale for the Madrakthaorganizations shown in
annex V is 2.9 per cent higher than the currentesdahe highest point of the proposed
scale, GS-7/XIl, is 61,144 euros or 82,963 Unitedt&s dollars at the October 2013
exchange rate of 0.737 euros per United Statesarddls at 1 October 2013, this net
remuneration (net base salary plus post adjustmeas) around the P-2/V level at the
single rate. The total annual financial implicatsoof implementing the recommended
salary scale were estimated at approximately $X@,0
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206. In view of the General Assembly’s request lte Commission in resolution
68/253 not to increase any of the allowances under itgview until the
comprehensive review decided by resolut®fi257was submitted to the Assembly
for its consideration, the Commission decided ttapendency allowances for the
General Service staff of the common system orgditra in Madrid would not be
adjusted pending the decision by the Assembly oa #nnual report of the
Commission for 2015 containing recommendations ten review. The Commission
also decided to draw the attention of the agencésponsible for conducting and
implementing the results of surveys of best prémgilconditions of employment at
other locations to the above decision with a viewehsuring a consistent approach
to the adjustment of the allowances at those |oosti
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Programme of work of the I nternational Civil Service
Commission for 2015-2016

1. Resolutions and decisions adopted by the Gené&sdembly and the
legislative/governing bodies of the other organi@a$ of the common system.

2. Conditions of service of the Professional anghleir categories:
(a) Basel/floor salary scale;
(b) Evolution of the United Nations/United Statest remuneration margin;

(c) Report of the thirty-seventh session and agefar the thirty-eighth
session of the Advisory Committee on Post Adjusthf@uestions;

(d) Report of the thirty-eighth session and agefadahe thirty-ninth session
of the Advisory Committee on Post Adjustment Quessi.

3. Conditions of service of the General Service attter locally recruited staff:

(a) Surveys of best prevailing conditions of emphent at:

(i) New York;

(i) Jamaica;

(i) London;

(iv) Geneva;

(b) Review of the Common Classification of Occupatl Groups.
4.  Conditions of service applicable to both catég®iof staff:

(a) Review of the common system compensation pgeka

(b) Guidelines for agreed termination of staff;

(c) Exitinterview report (Human Resources Network

(d) Contractual arrangements: review of the impmabation of the three
types of contracts.

5.  Monitoring of the implementation of the decissoand recommendations of
the International Civil Service Commission and tlgeneral Assembly by
organizations of the United Nations common system.

6. Report of the working group on the framework fbuman resources
management.
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Annex 11
Diverdsity policies within the or ganizations of the common system

United
Policy Nations FAO |AEA ICAO IFAD ITC ITU PAHO UNAIDS UNFPA UNHCR UNICEF UNIDO UNOPS UNRWA WFP WHO  WIPO

Gender parity X X X X X X X X X X X X X X X X X

Prevention of
harassment X X X X X

Prevention of
sexual harassment X X X X

Employment of
persons with
disabilities X X X X X X X X X

Prohibition of
discrimination X X

Prohibition of
abuse of authority X X X

Geographical
balance in staffing X X X X X X X X X X

Policy on
HIV/AIDS in the
workplace X X

Diversity and
inclusion X X

Accountability
framework for age X

Abbreviations: FAO, Food and Agriculture Organization of the téa Nations; IAEA, International Atomic Energy Agan ICAO, International Civil Aviation
Organization; IFAD, International Fund for Agricutial Development; ITC, International Trade Ceniii), International Telecommunication Union;
PAHO, Pan American Health Organization; UNAIDS,ntdUnited Nations Programme on HIV/AIDS; UNFPA, tad Nations Population Fund; UNHCR,
Office of the United Nations High Commissioner Refugees; UNICEF, United Nations Children’s FundyIDO, United Nations Industrial Development
Organization; UNOPS, United Nations Office for Rrdj Services; UNRWA, United Nations Relief and WeAgency for Palestine Refugees in the Near
East; WFP, World Food Programme; WHO, World He@ttganization; WIPO, World Intellectual Property @rgzation.

0€/69/V



69/99

7Zv6S YT

Annex |11

Salary scalefor the Professional and higher categories showing annual gross salaries
and net equivalents after application of staff assessment, effective 1 January 2015

(United States dollars)

Level | I Il v \% Vi i VI IX X Xl Xl X X1V XV
USG  Gross 191 856
Net D 147 799
Net £ 133 012
ASG  Gross 174 371
Net D 135 560
Net £ 122 754
D-2 Gross 143 073 146104 149138 152264 155427 158589
Net D 113 443 115656 117 871 120 085 122 299 124 512
Net £ 104 219 106 087 107 948 109 804 111 655 113 495
D-1 Gross 130745 133410 136066 138730 141395 144053 146719 149379 152129
Net D 104 444 106 389 108 328 110 273 112218 114 159 116 105 118 047 119 990
Net £ 96 540 98228 99915 101595 103 274 104 948 106 615 108 282 109 943
P-5 Gross 108 148 110412 112678 114941 117210 119471 121740 124003 126268 128533 130799 133062 135329
Net D 87948 89601 91255 92907 94563 96214 97870 99522 101176 102 829 104 483 106 135 107 790
Net £ 81704 83174 84638 86102 87564 89020 90477 91930 93381 94829 96276 97716 99158
P-4 Gross 89035 91056 93075 95094 97115 99133 101249 103434 105621 107804 109993 112175 114362 116549 118736
Net D 73338 74934 76529 78124 79721 81315 82912 84507 86103 87697 89295 90888 92484 94081 95677
Net £ 68294 69746 71200 72646 74095 75542 76989 78431 79873 81315 82752 84191 85629 87064 88498
P-3 Gross 73181 75051 76922 78787 80659 82528 84396 86268 88137 90006 91878 93746 95616 97485 99 353
Net D 60813 62290 63768 65242 66721 68197 69673 71152 72628 74105 75584 77059 78537 80013 81489
Net £ 56 766 58 123 59484 60840 62201 63558 64914 66275 67631 68990 70343 71699 73049 74405 75759
P-2 Gross 60025 61697 63370 65043 66715 68385 70059 71729 73401 75076 76746 78419
Net D 50420 51741 53062 54384 55705 57024 58347 59666 60987 62310 63629 640951
Net S 47292 48491 49686 50884 52080 53278 54494 55708 56927 58142 59354 60574
P-1 Gross 46956 48453 49941 51548 53152 54759 56367 57977 59580 61186
Net D 39913 41185 42450 43723 44990 46260 47530 48802 50068 51337
Net £ 37649 38820 39991 41160 42329 43499 44669 45824 46974 48124
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Annex |V

Comparison of the aver age net remuner ation of

United Nations officialsin the Professional and higher
categoriesin New York and United Statesfederal civil
service officials in Washington, D.C., by equivalent grade
(margin for calendar year 2014)

United Nations/ United Nations/
Net remuneration (United Sates dollars) United Satesratio  United States ratio Weights for
(United States, adjusted for cost-of- calculation of
Grade United Nations*? United Sates Washington, D.C.=100) living differential  overall ratio®
P-1 76 177 53 660 142.0 126.0 0.2
pP-2 94 979 67 439 140.8 124.9 7.2
P-3 116 262 86 748 134.0 118.9 27.9
P-4 138 604 106 060 130.7 116.0 33.6
P-5 162 683 124 529 130.6 115.9 22.2
D-1 186 424 143 969 129.5 114.9 6.7
D-2 200 359 153 733 130.3 115.6 2.2
Weighted average ratio before adjustment for Newkf&ashington, D.C., cost-of-
living differential 132.2
New York/Washington, D.C., cc-of-living ratio 112.7
Weighted average ratio, adjusted for cost-of-livifferential 117.4

& Average United Nations net salaries at dependéeng! by grade, reflecting 12 months at
multiplier 68.4 on the basis of the salary scaleffect from 1 January 2014.

® For the calculation of the average United Natieakaries, personnel statistics of the United
Nations System Chief Executives Board for Coordoratas at 31 December 2012 were
used.

¢ These weights correspond to the United Nationsrnomsystem staff in grades P-1 to D-2,
inclusive, serving at Headquarters and establigifédes as at 31 December 2012.
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[llustration of five-year average margin management at the
desirable midpoint
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Annex 'V

Recommended net salary scalefor staff in the General Service and other locally
recruited categoriesin Madrid

(Euros per annum)

Survey reference month: October 2013

| 1 Il [\ \ \ VI VI IX X Xl X2
G-1 22 819 23 437 24 055 24 673 25291 25909 26 527 27 145 27 763 28 381 28 999 29 617
G-2 25 788 26 482 27 176 27 870 28 564 29 258 29 952 30 646 31 340 32034 32728 33 422
G-3 29 140 29 926 30 712 31 498 32 284 33 070 33 856 34 642 35 428 36 214 37 000 37 786
G-4 32 930 33 820 34 710 35 600 36 490 37 380 38 270 39 160 40 050 40 940 41 830 42 720
G-5 37 122 38 124 39 126 40 128 41 130 42 132 43 134 44 136 45 138 46 140 47 142 48 144
G-6 41 823 42 951 44 079 45 207 46 335 47 463 48 591 49 719 50 847 51 975 53103 54 231
G-7 47 130 48 404 49 678 50 952 52 2% 53 500 54 774 56 048 57 322 58 596 59 870 61 144

& Longevity step.
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