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CHAPTER 1 

PROCEDURAL AND ORGANIZATIONAL MATTERS  

SECTION 1.10 

THE CONSTITUTIONAL BACKGROUND  

1945 1. The Charter of the United Nations which was signed in San Francisco on 26 

June 1945 and entered into force on 24 October 1945, contains several articles 

which are relevant to the International Civil Service Commission (ICSC).  

2. Article 8 in Chapter III states: "The United Nations shall place no restrictions 

on the eligibility of men and women to participate in any capacity and under 

conditions of equality in its principal and subsidiary organs."  

3. Article 57 in Chapter IX states:  

1. "The various specialized agencies, established by inter-governmental 

agreement and having wide international responsibilities, as defined in 

their basic instruments, in economic, social, cultural, educational, health 

and related fields, shall be brought into relationship with the United 

Nations in accordance with the provisions of Article 63."  

2. "Such agencies thus brought into relationship with the United Nations 

are hereinafter referred to as specialized agencies."  

4. Article 63 in Chapter X states:  

1. "The Economic and Social Council may enter into agreements with any 

of the agencies referred to in Article 57, defining the terms on which the 

agency concerned shall be brought into relationship with the United 

Nations. Such agreements shall be subject to approval by the General 

Assembly."  

2. "It may co-ordinate the activities of the specialized agencies through 

consultation with and recommendations to such agencies and through 

recommendations to the General Assembly and to the Members of the 

United Nations."  

5. Article 101 in Chapter XV states:  

1. "The staff shall be appointed by the Secretary-General under regulations 

established by the General Assembly."  

2. "Appropriate staffs shall be permanently assigned to the Economic and 

Social Council, the Trusteeship Council, and, as required, to other 

organs of the United Nations. These staffs shall form a part of the 

Secretariat."  

3. "The paramount consideration in the employment of the staff and in the 

determination of the conditions of service shall be the necessity of 

securing the highest standards of efficiency, competence and integrity. 

Due regard shall be paid to the importance of recruiting the staff on as 

wide a geographical basis as possible."  

6. Though the Preparatory Commission of the United Nations had recommended 

in 1945 the establishment of an international civil service commission and this 



recommendation had been approved by the GA at its first session it had not 

been put into effect at that time. Instead, the International Civil Service 

Advisory Board (ICSAB) had been set up in 1948 and had played an important 

part in developing principles and standards in personnel matters until 1975 

when it was replaced by ICSC.  

7. By resolution 3042 (XXVII) of 19 December 1972, the GA. decided to 

establish in principle, as of 1 January 1974, an international civil service 

commission consisting of not more than 13 independent experts having the 

requisite qualifications and experience who would be appointed in their 

individual capacities by, and responsible as a body to the GA.  

8. On 18 December 1974, the GA, acting on a proposal submitted by the 

representative of Algeria, adopted an oral amendment to increase the number of 

experts to 15 by replacing the word "thirteen" with the word "fifteen" in Article 

2 of the draft Statute. Following the adoption of that amendment, the Assembly 

approved a consequential amendment to the second sentence of paragraph 1 of 

Article 5 of the draft Statute, replacing the word "four", which occurred twice 

with the word "five".  By resolution 3357 (XXIX) of 18 December 1974, the 

GA then decided to:  

1. "Approve the present Statute of the International Civil Service 

Commission."  

2. "Endorse the administrative and budgetary arrangements proposed for 

1975 by the Secretary-General, subject to the recommendations of the 

Advisory Committee on Administrative and Budgetary Questions."  

3. "Request the International Civil Service Commission to review, as a 

matter of priority, the United Nations salary system in accordance with 

the decision in paragraph 5 of General Assembly resolution 3042 

(XXVII), and to submit a progress report to the Assembly at its thirtieth 

session."  

4. "Invite the organizations' members of the United Nations common 

system to participate in and contribute to the work of the International 

Civil Service Commission and request the Secretary-General, as 

Chairman of the Administrative Committee on Co-ordination, to report 

on relevant developments to the General Assembly at its thirtieth 

session."  

9. The basic texts of ICSC are published in the "Statute and Rules of Procedure" 

of the International Civil Service Commission (ICSC/1, New York, 1975 and 

ICSC/1/Rev. 1, New York, 1987). The texts of the relevant articles on personnel 

arrangements of the relationship agreements between the UN and the other 

participating organizations are provided in the Annex to the Statute and Rules 

of Procedure. The full texts of the relationship agreements between the UN and 

the participating organizations are published in the United Nations Treaty 

Series, whose reference numbers are provided in Table 1 on page 26 of 

ICSC/1/Rev.1.  

10. The ICSC statute has been formally accepted by the following specialized and 

related agencies: ILO, FAO, UNESCO, ICAO, WHO, IMO, UPU, ITU, WMO, 

WIPO, UNIDO and IAEA. IFAD agreed to co-operate with ICSC, while 



ICITO/GATT and GATT1 apply the UN staff regulations and rules and 

participate de facto in the work of ICSC. Under the UN umbrella, UNICEF, 

UNDP, UNRWA and UNHCR participate individually in the work of the 

Commission. All aforementioned organizations are generally referred to as the 

common system organizations. A number of other international organizations 

follow the conditions of service of the common system but do not formally 

participate in it.  

1 / As of 1 January 1995, GATT became the World Trade Organization (WTO)  



SECTION 1.20 

STATUTE AND RULES OF PROCEDURE 

1974 By resolution 3357 (XXIX) of 18 December 1974, the GA approved the statute of the 

International Civil Service Commission (ICSC).  

1975 1st session (May): ICSC considered some questions of interpretation and reviewed the 

statute article by article. It adopted its rules of procedure [ICSC/R.8].  

1980 11th session (February/March): ICSC felt, that in the light of the experience it had 

had over the last five years, it should look into the statute and rules of procedure. It 

decided to appoint a working group to review the statute and rules of procedure.  

12th session (July/August): ICSC welcomed the report of the working group 

(ICSC/R.212) and decided to direct its Executive Secretary to undertake a detailed study 

of the articles and rules of procedure, if necessary with the help of a consultant. The 

study was to take into account the historical background of the statute, particularly 

article 4 which deals with the appointment of the Chairman, Vice-Chairman and 

members of ICSC and article 20 dealing with selection of the staff [A/35/30, paras. 311 

and 312].  

1981 13th session (February/March): ICSC continued its review of the statute and rules of 

procedure on the basis of a study prepared by a consultant [ICSC/R.263] which 

contained a review of the historical background of the establishment of ICSC and the 

adoption of its statute; an analysis and commentary on individual articles of the statute 

and those rules of procedure which were directly linked to provisions of the statute; and 

a number of preliminary conclusions [A/36/30, para. 273]. ICSC decided to take note 

of the consultant's report, to invite CCAQ and FICSA to present their views on the 

matter at the 15th session and to instruct its secretariat to prepare a study of rules 36 and 

37 of the rules of procedure on the basis of an opinion to be obtained from the UN 

Office of Legal Affairs [A/36/30, para. 238].  

14th session (July): ICSC reviewed the above-referenced study. The legal opinion 

rendered was that the decisions and rulings taken to-date by ICSC constituted legally 

correct and reasonable interpretations of the provisions of rules 36 and 37; that whether 

FICSA or any other association could, at any given time, be considered the proper 

spokesman for the common system staff as a whole, was a matter which required 

factual rather than legal determinations, which might have to be re-examined from time 

to time; and that executive heads and staff representatives had a right to be heard 

concerning the amendment of any of the rules of procedure of ICSC and a particular 

right to be consulted in respect of any changes in rules 36 and 37. ICSC noted with 

satisfaction the opinion of the Office of Legal Affairs [A/36/30, para. 239].  

1983 At its 38th session the GA considered the following draft decision to amend article 6 of 

the ICSC statute submitted by Morocco (Document A/C.5/38/L.23): "The GA decides to 

amend article 6, paragraph 2 of the statute of ICSC to read:  



2. "No member of ICSC may participate in the deliberations of any organ of the 

organizations on any matter within the competence of ICSC unless ICSC has requested 

him or her to do so as its representative; nor shall a member of ICSC serve an as official 

or consultant of any such organization during his or her term of office."  

By decision 38/451, the GA requested the SG to consult with the organizations 

members of the common system and ICSC bringing to their attention, inter alia, the 

discussions in the Fifth Committee on the proposal in document A/C.5/38/L.23, 

annexed to the decision, and to report on the results of those consultations to the 

Assembly at its 39th session.  

The GA, by resolution 38/232, also reaffirmed the principles embodied in the statute of 

ICSC as approved in GA resolution 3357 (XXIX), in particular article 6 thereof, and 

requested Governments, secretariats and staff associations to cooperate in this regard.  

1984 19th session (March): ICSC considered the above-mentioned proposal. It decided to 

inform the SG of the UN in his capacity as Chairman of ACC that, concerning the 

substance of the amendment, it did not consider it appropriate to pronounce itself on an 

issue dealing directly with its members [A/39/30, para. 232]. With regard to the 

procedure envisaged for amendments to its statute, ICSC noted that, in accordance with 

article 30 of the statute, the GA might amend the statute, subject to the same acceptance 

procedure as was followed originally for acceptance of the statute by the organizations. 

ICSC recognized that a deadlock in the common system would clearly arise if the GA 

adopted an amendment which was subsequently not accepted by all of the current 

contracting parties. It considered the procedure involving prior consultation with other 

organizations of the common system to be the appropriate one [A/39/30, para. 233]. 

The GA did not take any further action on this matter.  

1987 25th session (March): ICSC considered a document (ICSC/25/R.16) prepared by its 

secretariat on the review of rules 17, 30, 32, 33, 36 and 37 of its rules of procedure. This 

review was called for following UN Administrative Tribunal Judgement No. 370 

(AT/DEC/370) concerning the suspension of class 12 PAI in New York as at 1 

December 1984 and the question of a general or ad hoc time-limit, which had arisen in 

connection with the implementation of the remuneration correction factor by the UN in 

1986. These issues involved the annotations to rules 32 and 33 respectively. In this 

connection, the ICSC secretariat reviewed all rules with annotations and submitted 

amendments to these rules and annotations to ICSC for its consideration [A/42/30, para. 

351].  

ICSC decided: (a) to maintain rule 17 and its annotation as they stood; (b) to retain the 

principle of eight affirmative votes under rule 30, paragraph 2, and to delete the 

annotation to rule 30; (c) to delete the annotation to rule 32; (d) to apply an appropriate 

time-limit in each future case and to include reference to that in rule 33, while deleting 

the annotation to that rule; (e) to amend rules 5, 6, 8, 22, 36 and 37 to reflect the 

participation of CCISUA and to amend the annotations to rules 36 and 37 by removing 

the references to review or revision in the light of experience. The revised rules of 



procedure would be issued together with its statute under the symbol ICSC/1/Rev.1 

[A/42/30, para 354].  

1999 50th session (July): The UN Legal Counsel informed ICSC that ACC had endorsed an 

amendment to the ICSC statute proposed by the legal advisers of the United Nations 

system and requested that the Commission place that amendment before the GA for its 

consideration. In ACCôs view, the proposed amendment to the ICSC statute would 

enable the organizations and the Commission to request an advisory opinion from an ad 

hoc advisory panel on the legality of a decision or recommendation made by ICSC 

under the authority of its statute before that decision or recommendation was made, or 

at least before it was implemented by the organizations. The Commission noted at the 

outset that neither ICSC nor its secretariat had been consulted by ACC or its legal 

advisers on the proposed amendment to the ICSC statute. Most ICSC members opposed 

the establishment of advisory panels. There was no need for such a review mechanism 

since there were so few ICSC decisions and recommendations that had been 

successfully challenged before the Administrative Tribunals of the UN system. The 

establishment of advisory panels would result in adding a step in an already long and 

complex judicial process, and would further delay implementation of ICSC decisions 

and recommendations, thereby disrupting the system. ICSC concluded that the 

usefulness of the advisory panels was doubtful since their advisory opinions would not 

be binding on the Tribunals, the organizations and the staff representatives. ICSC 

decided to submit its observations on the proposal of ACC to the GA. ICSC also 

requested its Chairman to forward those observations to the UN Legal Counsel, and 

requested that if ACC decided to submit the proposed amendment to the GA, ICSCôs 

comments be attached to the submission.  

In resolution 54/238, the GA noted the comments of ICSC as outlined in its annual 

report and reaffirmed its statute.  



SECTION 1.30 

FUNCTIONING AND WORKING METHODS OF THE COMMISSION  

1975 1st session (May): ICSC decided on two sessions for 1975, 1976 and 1977 instead of 

one each year - one short one (e.g. two weeks) and the other longer (three or four 

weeks). It expressed the desirability of one session being held at UN HQ and the other 

at the HQ of a participating organization [ICSC/R.8, para. 44-47].  

1976 4th session (June/July): ICSC decided that in accordance with article 8 (i) of its 

statute, the views of representatives of organizations and staff should be taken into 

account in the preparation of technical studies made by or for ICSC [ICSC/R.59, para. 

11].  

1978 7th session (Feb./March): ICSC noted that the time available from three-week sessions 

was insufficient to complete its work programme and decided to arrange its work 

programme for 1978 on the basis of the following priorities: (a) matters to be reported 

during the year to the GA; (b) other urgent and important items to be maintained in its 

work programme; (c) other long-term functions under articles 13, 14 and 15 of its 

statute [ICSC/R.115, paras. 23 and 24].  

1979 10th session (August): ICSC, noting that three weeks was not sufficient for its heavy 

agenda, inquired about the possibility of a four-week duration for its 11th session 

[ICSC/R.192, para. 64].  

In resolution 34/165, the GA suggested that ICSC consider ways of reducing the length 

of its annual report while still making clear in its report or its annexes any 

recommendations to the GA and the precise effect, impact and costs of any proposals.  

1980 11th session (Feb./March): (a) regarding the preparation of its annual report to the GA, 

ICSC confirmed its practice that the final drafting of those parts not formally adopted 

during the session should be entrusted to the Executive Secretary, complying with any 

directives from ICSC and under the authority of the Chairman. After the draft report 

was adopted, only formal editorial changes could be made; (b) a Working Group was 

appointed to review ICSC's statute and rules of procedure. (c) ICSC decided on a four-

week summer session [ICSC/R.212, paras. 175 and 176].  

12th session (July/August): ICSC decided on different formats for its sessional and 

annual reports. The latter should be concise and informative, provide supporting 

information, data and financial implications on its recommendations and have a 

summary of recommendations at the front of the report. Sufficient time should be 

allowed for consideration and adoption of the annual report [ICSC/R.240, para. 69].  

In resolution 35/214, the GA requested ICSC to continue to provide to the Assembly the 

total financial implications of all recommendations covered by its annual report.  

1981 13th session (July/August): After reviewing a study of the articles of the statute and 

rules of procedure prepared by a consultant, ICSC took note of the report, invited 



FICSA to present its views by the 15th session, and decided to review rules 36 and 37 

on the basis of a legal opinion at its 14th session [ICSC/R.267, para. 191].  

14th session (July): (a) after reviewing rules 36 and 37, ICSC noted with satisfaction 

that its decisions and rulings to date were correct interpretations of those rules and 

decided to review further its statute and rules of procedure at its 15th session [A/36/30, 

para. 241]. (b) having considered the possibility of having only one session a year, 

ICSC decided to continue with two three-week sessions a year rather than the practice 

of one three-week (March) and another four-week (July) session, one being held in a 

HQ duty station other than New York, provided the necessary financial resources were 

available [ICSC/R.302, para. 122].  

1982 15th session (March): Following a review of its statute and rules of procedure and 

working methods during the past seven years, ICSC decided (a) that there was no need 

to amend its statute or rules; (b) to continue to review its methods of work at future 

sessions as required. It reiterated the necessity for co-operation, understanding and co-

ordination among the various organizations to further and fulfil the objectives of the 

common system, not only individually with executive heads but also collectively 

through ACC [ICSC/15/R.26, paras. 209-215].  

1983 17th session (March): After reviewing rules 1, 36, 37 and 38 of the rules of procedure, 

ICSC considered criteria for staff representation in ICSC's sessions and deferred 

decision to its 18th session [ICSC/17/R.28, paras. 234 and 235].  

18th session (July): ICSC established criteria for global staff bodies participating in its 

sessions: 25 per cent representativity and embracing more than one organization and 

more than one duty station [ICSC/18/R.33, para. 155].  

1984 19th session (March): ICSC decided on its views to be sent to the SG on the 4 

proposed amendment of article 6, paragraph 2 of its statute [ICSC/19/R.22, paras. 225 

and 226].  

1985 21st session (March): ICSC decided against granting observer status to the Inter-

American Development Bank (IDB) but requested the secretariat to cooperate in 

exchanging information and documentation with IDB [ICSC/21/R.24, para. 267].  

1986 24th session (July): ICSC decided to review in March 1987 the duration of its future 

sessions, especially in regard to the possibility of shortening its spring session for 

economic reasons [ICSC/24/R.22, para. 102].  

1987 25th session (March): ICSC took the following decisions in respect of its working 

methods: (a) its work would continue to be distributed between open and executive 

sessions. The open sessions would continue to be designed to provide for the 

presentation of facts and views by representatives of executive heads of organizations 

and staff in accordance with article 28 of the statute and the relevant rules of procedure, 

as well as for an interchange of views among all participants. While no fixed 

proportions would be allocated for the time to be spent in open and executive sessions, 

the work would be organized in such a way as to ensure full consultations and, on 



matters related to pensions, full cooperation with UNJSPB would be maintained; (b) at 

the spring session, ICSC could take decisions and dispose of some items in its annual 

work programme and adopt draft sections of its annual report; (c) the spring and 

summer sessions should each continue to be of three weeks' duration, it being 

understood that the length of the sessions would be interpreted flexibly to enable ICSC 

to complete its work; (d) the necessary measures would continue to be taken for the 

timely preparation, translation and distribution of documents for each session; (e) all 

participants would exercise the necessary self-restraint regarding the frequency and 

length of their interventions [ICSC/25/R.18, para. 171].  

In considering the above decisions the GA, in resolution 42/221, stressed the need for 

ICSC to continue to improve its reporting so that in future its recommendations and 

decisions were presented with comprehensive background information and statistical 

evidence, with a view to facilitating comprehension by the general reader. The GA also 

requested ICSC to undertake a study of its functioning with a view to enhancing its 

work and to report thereon to the GA at its 43rd session 

1988 27th session (March): In consideration of the GA's request: (a) ICSC decided to 

improve the format and shorten the length of its annual report in 1988 as a means of 

enhancing its technical work. ICSC agreed to continue to study other related issues and 

requested its secretariat to prepare a document for consideration at the 29th session; (b) 

with respect to the sessional report, ICSC decided to maintain for the time being its 

present format, but to improve the presentation through brevity and simplicity of 

language [ICSC/27/R.24, paras. 226 and 227].  

28th session (July): ICSC adopted the following format for its annual report:  

Part one  

I. Organizational matters.  

II. For each agenda item on which ICSC normally reports in detail, the following shall 

be reported:  

(a)  

Brief outline of the issue and existing practice, reasons for the proposed change, 

a short analysis and possible options or solutions;  

(b)  

ICSC's recommendations or decisions, including financial implications.  

Part two  

For each of the agenda items:  

I. Views of the organizations.  



II. Views of the staff representatives.  

III. Discussion of ICSC.  

IV. Examples, as appropriate, of the effects of the change proposed/approved. Annexes 

to the report [A/43/30, para. 10].  

ICSC agreed to arrange its work programme so as to take up during the first week 

priority items on which decisions or recommendations to the GA were required. It 

further decided: (a) to arrange informal pre-session briefings for ICSC members, as 

appropriate; (b) to conduct the fullest possible discussions in the open sessions and 

conclude the consideration of priority items in executive session as soon as possible, 

preferably in the first week; (c) to request its secretariat to produce draft decisions as 

soon as possible upon the conclusion of each item; (d) to make these draft decisions 

available to ICSC members, CCAQ and the staff representatives simultaneously at the 

earliest possible time, on the understanding that in exceptional cases they might be 

distributed first to ICSC members for clearance; (e) to request CCAQ and the staff 

representatives to present their comments on the draft decisions in writing; (f) to 

consider whether, on an exceptional basis, certain items should be discussed further in 

open session in the light of comments made by CCAQ and the staff representatives 

[A/43/30), para. 14].  

CCISUA and FICSA suspended their participation in ICSC, alleging that ICSC had 

submitted to political pressure. They called for genuine negotiations between staff 

representatives and the employers on conditions of service.  

By resolution 43/226, the GA reaffirmed the importance of the role of ICSC as an 

independent technical body answerable to the GA; recalled also its request in resolution 

42/221 that ICSC should undertake a study of its functioning; expressed concern over 

the position taken by the staff representatives to suspend their participation in the work 

of ICSC; noted that ICSC had not found it possible to undertake a more in-depth review 

of its functioning; noted further the need to undertake, as soon as possible, a full review 

of the functioning of ICSC, including the definition of the role of ICSC in relation to the 

determination of the conditions of service of the staff, and ICSC's relation to the GA. 

The GA further (a) requested ICSC to expand the review of its functioning in 

consultation with organizations and staff representatives and to present proposals 

thereon to the GA at its 45th session; (b) invited ICSC at the earliest opportunity to 

review its rules of procedure to allow for the fullest possible consultation with, and, to 

the greatest extent possible, the presence of organizations and staff representatives in its 

deliberations; (c) also requested the UN/SG, in the context of article 4 of the ICSC 

statute, to propose to the GA an appropriate deadline for the submission of candidatures 

for appointment to ICSC so as to allow for full and timely consultations with the three 

parties concerned; (d) further requested the UN/SG in his report to the GA to reflect the 

views resulting from the consultations referred to in paragraph 3 above; (e) urged the 



two staff representative bodies to resume participation in the work of ICSC at the 

earliest possible opportunity.  

In regard to the comprehensive review of the conditions of service of the P and higher 

categories, the GA invited ICSC to make arrangements to allow for the fullest 

participation of organizations and staff representatives in all aspects and at all stages of 

the comprehensive review.  

1989 2nd special session (January): Following the GA's request in resolution 43/226, ICSC 

again reviewed its working methods. In the light of CCISUA's and FICSA's continued 

suspension in ICSC sessions, the GA's expressed concern at the absence of the staff 

representatives and the views expressed by ACC, ICSC considered that further 

improvements in its working methods were necessary. It decided that: (a) examination 

of facts and the consideration of relevant information and alternatives would take place 

in open sessions; (b) executive sessions should normally be limited to taking decisions 

relating to the discussions referred to in (a) above; (c) time spent in executive sessions 

would be minimized; (d) in the event that new material facts, alternatives or elements 

came to light in executive session, ICSC would provide an opportunity for further 

discussion in open session; (e) ICSC would keep the matter under consideration, 

monitor progress made in this area and review its rules of procedure as appropriate 

[ICSC/S-2/R.5, para. 17].  

Regarding the GA's request pertaining to the comprehensive review, ICSC decided to 

establish a Preparatory Working Group, on which the organizations, staff and ICSC 

secretariat would be represented and a Working Group on the Comprehensive Review 

consisting of representatives of the organizations, of the staff and several ICSC 

members. [ICSC/S-2/R.5, paras. 23-27].  

29th session (March): CCISUA resumed its participation at the 29th session. FICSA 

continued its suspension in the 29th and 30th sessions of ICSC while taking part in the 

working group for the Comprehensive Review (for further details see section 2.1.90 on 

the comprehensive review). ICSC decided, in the light of the unique requirements of the 

comprehensive review and the provisions of resolution 43/226, that staff representatives 

designated under subpara. 1 (a) of rule 37 of the ICSC rules of procedure could attend 

ICSC meetings at which substantive determinations were made in respect of decisions 

on the comprehensive review. That decision was without prejudice to existing 

provisions of the rules of procedure [A/44/30 vol. I, para. 24].  

30th session (August): ICSC considered the format of its fifteenth annual report on the 

basis of a note prepared by its secretariat. It decided to submit the report to the GA in 

two volumes. Volume I would cover all items considered at its second special, 29th and 

30th sessions and those on which ICSC traditionally reported to the GA. The 

comprehensive review of conditions of service of the P and higher categories would be 

reported in detail in volume II. The various aspects of the conditions of service of 

higher categories of staff as they related to the comprehensive review would be divided 

into separate chapters in volume II. In that volume, where possible and appropriate, 



subject-matters would be divided along the following lines: (a) existing situation or 

background; (b) proposed change(s), if any, and reason(s) therefore; (c) effect(s) of 

proposed change(s); (d) recommendation(s); and (e) financial implications [A/44/30, 

vol. I, paras. 16 and 17].  

In resolution 44/198, the GA recalled its request that ICSC undertake a study of its 

functioning, with a view to enhancing its work. The GA noted that action so far had 

been limited to the format of ICSC's annual report and to practical arrangements for the 

conduct of its work during its sessions. The GA requested the UN/SG, together with his 

colleagues in ACC and after consultations with the representatives of staff, to review 

the functioning of ICSC and to present a report on the matter, together with ICSC's 

views thereon, to the GA's 46th session. In the meantime, it requested ICSC  

(a) to maintain, in connection with matters related to comprehensive reviews of 

conditions of service of staff, the arrangements established in response to its request in 

resolution 43/226, as reported above; (b) to continue to seek improvements in the 

presentation of its report.  

1990 31st session (March): In response to the above request of the GA, ICSC took decisions 

in three major areas: working methods; the format of its reports and the role it would 

take in the review of its functioning. With regard to its working methods, ICSC decided 

that (a) as a general rule, on all issues affecting the conditions of service of UN 

common systems staff, representatives designated by ACC, FICSA and CCISUA might 

attend all ICSC meetings, including those at which decisions were taken. This would 

not prejudice ICSC's right to hold executive sessions; (b) on major issues, as determined 

on its own initiative or on the proposal of the representatives of organizations or of 

staff, ICSC might establish tripartite working groups composed of members of ICSC or 

of its secretariat and representatives of the organizations and staff. UNJSPB or its 

secretariat would be invited to participate as appropriate. Draft decisions of ICSC would 

be made available simultaneously and in a timely manner to its members, CCAQ and 

the staff representatives. Regarding the format of its reports, ICSC decided to provide a 

glossary of technical terms as part of its annual report; (c) with respect to its role in the 

review of its functioning, ICSC was of the view that it should be involved at all stages 

of the review. This view was conveyed to ACC, at its May 1990 session, by the ICSC 

Chairman [A/45/30, paras. 11 and 13-17].  

FICSA participated in discussions relating to the Comprehensive Review but did 

resume full participation until the 32nd session.  

32nd session (July/August): ICSC was informed that ACC had requested CCAQ to 

consult with staff representatives and ICSC in the preparation of a discussion paper on 

the review of the functioning of ICSC, and to submit a report thereon for consideration 

by ACC at its first regular session in 1991 [A/45/30, para. 18].  

1991 34th session (August): ICSC had before it the report prepared by ACC on its 

functioning [A/46/275]. It noted that the ACC document indicated that, overall, ICSC 



had functioned relatively well and that its statute was a healthy instrument. The 

document singled out some areas where criticism still remained and which, from the 

organizations' standpoint, fell into three broad groups: increasing politicisation, lack of 

appreciation for the differences among organizations, and an overburdened work 

programme and regulatory approach to issues. While ICSC did not fully concur with the 

analysis and the recommendations proposed by ACC, it did agree that improvements in 

the personnel policy-making process had been and should continue to be made. ICSC 

noted, however that since it did not function alone, the other interested parties had a role 

to play in assisting ICSC to carry out its mandate [A/46/30, vol. II, paras. 1, 3 and 5].  

With respect to increasing politicisation, ICSC affirmed that it had always acted 

independently and objectively and had based its recommendations and decisions on 

sound technical considerations. It firmly rejected all allegations of politicisation, 

pointing out that there was no evidence whatsoever of ICSC as a body, or of individual 

members, giving way to pressure from any country, group of countries or specific 

interests. ICSC noted that it was often those decisions on which its interlocutors 

disagreed that were termed political [A/46/30, vol. II, para. 7].  

ICSC considered that the organizations could have done more to bring their specific 

problems directly to its attention. It encouraged this process to enable it to arrive at 

mutually satisfactory solutions. By simultaneously taking into account the diversity of 

the organizations and their differing needs, by respecting the decisions of the GA and 

by bearing in mind the constraints of the Member States, ICSC had endeavoured to 

carry out its responsibility to facilitate the institutions of the system in the efficient 

delivery of their programmes. In making its recommendations and taking its decisions, 

ICSC had also endeavoured to take into account the differences among the 

organizations. In this respect ICSC intended to examine system-wide approaches to 

introducing a limited degree of flexibility within the common system that took account 

of the legitimate concerns and unique needs and problems of the different organizations. 

ICSC stressed that a common system could function effectively only if there was 

cooperation and goodwill on all sides [A/46/30, vol. II, para. 8]. ICSC agreed with the 

ACC document in identifying one of its most pressing problems as workload 

management. Recommendation 9 of the ACC report addressed, inter alia, the problem 

of the ICSC workload by suggesting the creation of a committee to set agendas. In 

ICSC's view, such added machinery would not guarantee a lighter agenda. ICSC 

perceived a certain incompatibility between the breadth of the issues it was required to 

cover and the time allotted to cover them. In examining ways to resolve this conflict, 

ICSC concluded that in future either its agenda must be reduced or its means increased 

[A/46/30, vol. II, para. 10].  

ICSC particularly welcomed the opportunity to address rule 33 of its rules of procedure 

which concerned the financial implications of its recommendations and decisions. It 

was convinced of its duty to concern itself with financial implications that exceeded the 

scope of the routine budgetary process. It believed moreover that assessment of the 



short and long-term cost effectiveness of its recommendations and decisions was an 

integral and essential part of its ability to function [A/46/30, vol. II, para. 17].  

ICSC also considered a document prepared by FICSA and was in agreement with ACC 

that it would not be appropriate to pursue the FICSA proposals for the negotiation of 

conditions of service. ICSC was of the view that the notion of direct negotiations was, 

by definition, incompatible with the concept of an independent, impartial, technical 

body such as ICSC that made recommendations and took decisions affecting the 

common system of organizations. It noted that as far back as 1988 the GA had opposed 

the FICSA proposal for direct negotiations. The staff rules and regulations of all the 

organizations provided for staff/management relations and the FICSA proposal was not 

only contrary to the ICSC statute but was also not in accordance with those staff rules 

and regulations [A/46/30, vol. II, para. 48].  

In conclusion, ICSC attached great importance to maintaining the cohesiveness and 

unity of the common system. It recognized its own responsibility to contribute to the 

strengthening of the common system by demonstrating an understanding of the 

organizations' constraints in carrying out its recommendations and decisions and by 

exhibiting flexibility, where possible, towards the differing needs of the organizations. 

ICSC also underscored the role of its interlocutors in improving its functioning and the 

notion of joint accountability since, in the final analysis, it could only function as 

effectively as was made possible by the interested parties [A/46/30, vol. II, para. 18].  

By resolution 46/191, the GA reaffirmed the central role of ICSC in the elaboration of 

conditions of service for the UN common system and the role of ICSC as the 

independent technical body responsible to the GA for the regulation and coordination of 

those conditions of service. In the exercise of its functions, ICSC should be guided by 

the principles set out in the agreements between the UN and the other organizations and 

in the ICSC statute which aimed at a unified international civil service. The GA also 

took note of the report on the functioning of ICSC and expressed appreciation for the 

improvements that had taken place. It invited ICSC to continue to enhance its contacts 

with the governing bodies, executive heads and staff of the organizations in order to 

strengthen the cohesiveness and unity of the common system, and requested governing 

bodies to invite ICSC to be represented when matters of conditions of service were 

considered. Finally, the GA called upon Member States to see to it that the goals and 

objectives of the UN common system embodied in ICSC decisions and 

recommendations, as agreed by the GA, were fully reflected in decisions of the 

governing bodies of the organizations of the UN common system.  

1992  36th session (July/August): In the course of the session CCISUA and FICSA 

informed ICSC that they had decided not to continue participation in deliberations at 

that session, following the decisions taken by ICSC on the review of the GS salary 

survey methodology (see section 2.2.10). The representatives of the staff bodies did not 

attend ICSC meetings with the following exceptions: FICSA for specific issues relating 

to P salaries, and CCISUA for the education grant and the procedure for the 



determination of the cost-of-living differential between New York and Washington, 

D.C. [A/47/30, para. 9].  

By resolution 47/216 the GA regretted the suspension of the participation of the staff 

bodies in ICSC and urged the resumption of the dialogue between ICSC and the staff 

bodies, which was of fundamental importance for the achievement of the goals of the 

common system.  

1993 38th session (July/August): ICSC reported to the GA that FICSA and CCISUA had 

continued suspension of their participation in the work of the 37th session, they 

participated fully in all working groups established by ICSC as well as in the 17th (May 

1993) session of ACPAQ. Since late 1992, and in particular since the 37th session, the 

Chairman had carried out informal consultations with the representatives of the staff 

bodies. As a result of those informal contacts, CCISUA decided to resume its 

participation in the meetings of ICSC and participated fully in the 38th session. FICSA 

informed the ICSC Chairman in a letter dated 11 July 1993, that until such time as 

ICSC: (a) accepted the recommendations of UNJSPB at its 45th (special) session held 

in June 1993; (b) agreed to review the revised GS salary survey methodologies for both 

HQ and non-HQ duty stations; (c) acceded to the FICSA request for the data and 

calculations used in the Paris salary survey. Pending a review of the methodology, it 

would be necessary to withhold implementation of the results of the Paris salary survey. 

ICSC could not, as a matter of principle, accept any preconditions to FICSA 

participation in the work of ICSC. It was willing to provide FICSA with data and the 

details of the relevant calculations pertaining to the Paris survey, but could not agree to 

its suggestion that the implementation of the survey results be delayed. ICSC 

nevertheless requested its Chairman to continue informal contacts with FICSA with a 

view to keeping all channels of communication open, and expressed the hope that 

FICSA would find it possible to participate fully in ICSC deliberations in the near 

future [A/48/30, paras. 9-12].  

ICSC also reported to the GA that the UNESCO Staff Association (STA, affiliated to 

FICSA) and the International Staff Association (IPAU, affiliated to CCISUA) had not 

participated in the pre-survey consultations or the data collection exercise for the Paris 

GS salary survey. However, IPAU participated in the ICSC deliberations on the survey 

at the 38th session [A/48/30, para. 13].  

By resolution 48/224 the GA regretted the continued suspension of participation by 

FICSA in ICSC and again urged ICSC and FICSA to work towards the restarting of the 

dialogue between them.  

1994 39th session (February/March): FICSA resumed its participation in ICSC, stating that 

during the past year, with goodwill, flexibility and cooperation on both sides, FICSA 

had been able to voice its reservations on the effectiveness of its participation in ICSC's 

work in the knowledge that they were not falling on deaf ears [A/49/30, para. 11].  



Following the 40th session, FICSA announced its intention to recommend that the 

Federation suspend participation in ICSC.  

By resolution 49/223 the GA noted with concern FICSA's intention to recommend 

suspending participation in ICSC. It also noted the concerns expressed by CCISUA in 

respect of the working methods of ICSC. It requested the staff bodies, the organizations 

and ICSC to review with all urgency how the consultative process of ICSC could best 

be furthered and to report to the GA.  

1995 41st session (May): ICSC had before it a document (ICSC/41/R.3) prepared by the 

secretariat, in response to the above request, summarizing past action and 

recommending improvements of a process-oriented nature in three areas: (a) structuring 

and management of the dialogue in ICSC; (b) ICSC reports; and (c) agenda 

management.  

At an informal meeting attended by members of ICSC on a personal basis, CCAQ, 

FICSA and CCISUA presented their views and proposals on the consultative process 

[ICSC/41/R.19, paras. 35-55]. ICSC noted that these fell broadly into two categories: 

changes in the structure of ICSC or measures designed to improve effectiveness, 

regardless of structure. ICSC noted that the GA had established ICSC as an independent 

technical body, representing no interest group. The proposals advanced for structural 

change would all, in one way or another, change that conceptual underpinning and 

would alter the very nature of ICSC. In ICSC's view, it was for the GA to decide 

whether structural changes would meet the stated objective of improving the 

consultative process. ICSC's interpretation of the GA request was that it had been made 

with the present structure and framework in mind. ICSC would therefore restrict itself 

at present to dealing with measures that could effect improvements within the existing 

framework and revert to the issue of the consultative process at its 42nd session 

[ICSC/41/R.19, para. 62].  

ICSC noted that most of the proposals being discussed had been covered in previous 

reviews of its functioning. It recalled that it had virtually eliminated its closed executive 

sessions and confirmed that deliberations and decision-making would take place in open 

sessions, although it retained the option to resort to closed sessions when they were 

warranted. Draft decisions would be made available to all parties simultaneously. The 

practice of establishing tripartite working groups on major issues would continue as 

needed, contingent upon available resources. In instances where ICSC could not accept 

a recommendation from a working group, it would provide technical justification for its 

decision [ICSC/41/R.19, paras. 65-68].  

Agenda management was seen as a key factor in enhancing the consultative process. 

Agendas should be focused, limited to major issues and priorities assigned. How to 

achieve and maintain that balance among conflicting demands was a problem. 

Documents of a routine nature need not be introduced and discussed; but they would be 

placed on the agenda for noting. The biennial approach to ICSC reporting to the GA 

(related to the biennialization of the work programme of the 5th Committee -- see 



section 1.40) had not helped to rationalize the agenda and work programme 

management, but the search for solution must continue. Downsizing the number of 

items dealt with in formal plenary sessions, the use of informal contact/focus groups 

meeting simultaneously and reporting to the plenary and the assignment of members to 

follow topics between sessions were considered. A definition of "core" common system 

concerns should be formulated by the secretariat, organizations and staff representatives 

and reviewed by ICSC at its next session. Further options for delegation of authority 

might be explored [ICSC/41/R.19, paras. 69-74].  

Documents and reports should be prepared and submitted in a timely fashion by the 

secretariat and other bodies. The secretariat should consult with organizations and staff 

in preparing most documents, in the interests of clarity and transparency. 

Apprehensions on the part of staff bodies that their papers and interventions were not 

given sufficient weight should be dissipated through more active participation in the 

discussion by all ICSC members. Even though it was not a summary record, ICSC's 

report should be an accurate reflection of the proceedings [ICSC/41/R.19, paras. 7679].  

All parties involved in the work of ICSC should be granted access to all documentation 

and calculations, but documents should remain the responsibility of the secretariat. In 

order to maintain technical excellence, ICSC urged the organizations to redouble their 

efforts to provide it with high-calibre candidates. It welcomed the intention announced 

by CCAQ to treat staff of the jointly-funded secretariats as internal candidates for 

vacancies in the common system as a means of enhancing mobility. Exchanges of staff 

for short and longer periods, both on a task-oriented and a more general basis, as 

suggested by CCAQ, would be mutually beneficial and should be initiated forthwith. 

Competing priorities had prevented the ICSC from carrying out a management review 

of its secretariat's organization. The ICSC secretariat, in consultation with the CCAQ 

secretariat, would draw up terms of reference and would seek a management team from 

a Member State to undertake the review [ICSC/41/R.19, paras. 82-83].  

Efforts to improve the consultative process required constant renewal, for which good 

will, mutual respect and trust were prerequisites. ICSC sought ways to demonstrate 

more clearly its responsiveness to the concerns of individual agencies and would report 

more fully on that endeavour at its next session. Full reciprocity should be established at 

all levels, and all parties should review their working methods [ICSC/41/R.19, paras. 

84-85].  

42nd session (July/August): ICSC was informed that in June 1995, CCAQ had held a 

special meeting of senior CCAQ administrators which dealt, inter alia, with the 

consultative process. The Chairman had received an invitation to participate in a one-

hour exchange of views with the meeting participants, but it had been concluded that 

that would not allow for a meaningful discussion of the issues. He therefore had not 

attended the meeting, indicating that ICSC would have preferred to have been more 

fully and openly associated with the review of issues that directly affected ICSC 

[A/50/30, para. 16].  



ICSC's consideration of this issue at its 42nd session reviewed many of the aspects and 

issues considered at the 41st session. With regard to agenda management, a consultative 

committee met during the 42nd session and made recommendations to ICSC on the 

agenda for 1996 [A/50/30, para. 39 and annex III]. ICSC recognized that improved 

working methods could also be achieved by more flexibility in the length and timing of 

ICSC sessions. It therefore endorsed the secretariat's proposal to hold one long and one 

short session during 1996, noting that the proposal envisaged a reduction in 

documentation requirements that would result in savings for Member States [A/50/30, 

para. 41].  

In the light of its consideration of the item at both the 41st and the 42nd sessions, ICSC 

decided to implement the measures to improve its effectiveness outlined in its annual 

report [A/45/30, paras. 37-50]. These included a new formula for the timing and length 

of its sessions and for the production of its report. ICSC decided that in 1996 it would 

hold a 4-week session in the spring and a 1- to 2-week session in the summer, 

depending on need as defined by the agenda. If that formula was found to be effective, 

it would be adopted in future for even-numbered years (personnel years as defined by 

the GA's 5th Committee). The report at the spring session would consist of draft 

decisions with their rationales, where applicable; at the summer session ICSC would 

have before it the full report for adoption. In odd-numbered (non-personnel) years, 

ICSC would in principle hold a single session of approximately one month's duration. 

The new arrangements would be introduced on a trial basis and remain under constant 

review [A/50/30, paras. 54-56].  

During the course of the 42nd session, CCISUA informed ICSC that it had decided not 

to continue its participation in ICSC deliberations at that session. Subsequent to this 

announcement, CCISUA was present only during discussions on post adjustment 

[A/50/30, para. 9].  

At the conclusion of the 42nd session, the Chairman of CCAQ read out a statement of 

concern regarding the adoption of the annual and sessional reports, which he requested 

be included in the report [ICSC/42/R.19, para. 63].  

By resolution 50/208, the GA: (a) reaffirmed the validity of the ICSC statute and in 

particular article 6 thereof whereby its members shall perform their functions in full 

independence and with impartiality; (b) welcomed the decision by ICSC to implement a 

number of measures to improve its effectiveness and to introduce, on a trial basis, 

revised arrangements for the timing and length of its sessions, and in that context, 

requested ICSC to enhance further the transparency of its work, taking into account the 

relevant articles of the statute and its rules of procedure; (c) called upon Member States 

and the UN/SG, in the context of Articles 3 and 4 of the ICSC statute, to ensure through 

the selection process of candidates for appointment that ICSC had the requisite 

technical skills and broad managerial experience among its membership; (d) noted that 

the representatives of CCISUA and FICSA had both suspended participation in the 

work of ICSC, and called upon these bodies to resume participation in the work of 

ICSC in a spirit of cooperation and non-confrontation; (e) requested ICSC to ensure that 



its reports contain clear and readily understandable explanations of its technical 

recommendations.  

1996 In resolution 51/216, the GA: (a) noted with appreciation the recent developments 

regarding the resumption of the dialogue between ICSC and the staff associations, as 

expressed in relevant statements in the Fifth Committee; (b) reiterated its request that 

CCISUA and FICSA resume participation in the work of ICSC in a spirit of cooperation 

and non-confrontation. In that same resolution the GA, recognizing that an audit of the 

work of ICSC had not been undertaken since its establishment, called upon the Board of 

Auditors, without prejudging its programme of work, to conduct a management review 

of all aspects of the work done by the ICSC secretariat in time for the submission of a 

report thereon to the GA during its 52nd session.  

1997 45th session (April/May): Upon CCISUA's request for the establishment of a tripartite 

working group to review the functioning of the Commission, ICSC agreed to the 

establishment of the Working Group on the Consultative Process and Working 

Arrangements. On the date of the first scheduled meeting (7 July 1997), CCISUA 

informed ICSC that it requested postponement of the meeting; while FICSA had made 

the same request a couple of days earlier. A meeting with complete representation was 

subsequently scheduled for January 1998 [A/52/30, paras. 28-40].  

In its resolution 52/216, the GA recalled its earlier request to CCISUA and FICSA to 

resume their participation in the work of ICSC in a spirit of cooperation and non-

confrontation, and took note with appreciation of the progress made through the 

establishment, by ICSC, of the Working Group on the Consultative Process and 

Working Arrangements.  

1998 The above Working Group, which was composed of members of ICSC, representatives 

of CCAQ and representatives of CCISUA and FICSA, met three times during the first 

half of 1998. The Group was assisted in its deliberations by an outside facilitator.  

The Working Group made recommendations relating to five major areas: (a) agenda 

management, including the identification of issues; (b) data gathering, with a view to 

enriching the information available; (c) consideration of items and decision-making by 

ICSC; encompassing also the design and content of ICSC reports; (d) appointment of 

ICSC members; and (e) roles of the Executive Secretary and the secretariat, including 

selection and appointment. Recommendations regarding the first three areas related to 

changes in ICSC rules of procedure.  

ICSC considered that the Working Group=s report should be reviewed bearing in mind 

two interlinked aspects of its overall mandate, ICSC=s independence and its 

responsibility for the regulation and coordination of the conditions of service for the 

common system.  

With regard to agenda management, ICSC decided that "under the direction of the 

Chairman, the Executive Secretary shall, in accordance with the statute and in 

consultation with the members of the Commission, representatives of the executive 



heads and staff representatives, draw up an annual proposed programme of work and 

the provisional agenda for each session, identifying the key issues, in order of priority, 

in a manner that ensures the greatest efficiency in the management of the agenda" 

[A/53/30, para. 15].  

With regard to information gathering, ICSC decided that "the secretariat shall consult 

with the members of the Commission and the representatives of the organizations and 

staff on all aspects of the information-gathering process, including the scope of the data 

and the methodologies to be used for their collection. On the basis of the available data, 

the secretariat, following full consultations with all parties mentioned above, shall 

prepare the documentation for the first session of each year. This is to be made 

available to the participants, in all languages, at least 10 working days before their 

consideration. Documents that have not met any of the above requirements will only be 

examined after taking into consideration any views of CCAQ and the representatives of 

the staff" [A/53/30, para. 16].  

Regarding working methods, ICSC decided that "unless otherwise decided, for all key 

issues, the Commission shall establish joint working groups composed of members of 

the Commission, representatives of administrations and of staff bodies, at the first 

regular session each year. Documents prepared by the secretariat following the 

procedure outlined in rule 8 above shall form the background from which the 

Commission and the representatives of the organizations and staff, and/or the working 

groups established by the Commission, shall address the issues on the agenda. The 

report of the working group and the documents submitted to it shall form the basis of 

the deliberations of the Commission in the decision-making process" [A/53/30, para. 

17].  

Regarding consideration by/decision-making of the Commission, ICSC decided that 

"the Executive Secretary shall prepare a draft report on the work of each session of the 

Commission, setting out, inter alia, any substantive determinations adopted by the 

Commission, as well as the principal reasons therefore, and the essence of the debates 

which shall include the views of all parties" [A/53/30, para. 18].  

ICSC also decided that "the Commission shall submit to the General Assembly an 

annual report which shall include the background to the matter being recommended, a 

summary of the views expressed by all participants, the decisions and recommendations 

of the Commission and the reasons therefore, whether or not the decisions and 

recommendations were reached by consensus, and the positions adopted by the staff 

representatives and CCAQ, where they differ from the conclusions of the Commission. 

The report shall also be transmitted to the other governing organs through the executive 

heads, as well as to the Administrative Committee on Coordination, the Federation of 

International Civil Servants= Associations, the Coordinating Committee for 

International Staff Unions and Associations of the United Nations System, the staff 

representatives and the United Nations Joint Staff Pension Board" [A/53/30, para. 19].  



ICSC observed that its statute did not provide ICSC with jurisdiction over appointments 

of its members; that lay within the competence of the UN/SG and the GA.  

ICSC concurred with the Working Group=s emphasis on an independent secretariat 

which possessed high technical competence. ICSC decided that "the secretariat may be 

asked to present technical data and various options and their implications and any other 

information/documents which the Commission may require to enable the Commission 

to take a decision on the basis of all material, including the views of the staff 

associations and CCAQ" [A/53/30, para. 21].  

With respect to the Working Group=s proposal on linguistic balance in the secretariat, 

ICSC concurred that it was essential for international staff to be proficient in the 

working/official languages of their organizations and for ICSC secretariat staff to 

communicate with members of ICSC and with the representatives of the organizations 

and the staff. It was observed that all working languages were represented among the 

staff of the secretariat, many of whom spoke two or more working languages. However, 

while the linguistic ability of staff was important, so too were technical and managerial 

competencies. The Working Group=s proposal that vacancy notices for senior positions 

include ?standard linguistic requirements? was already de facto implemented; it was not 

limited to vacancies for senior staff, but applied to all professional vacancy notices 

[A/53/30, para. 62].  

In its resolution 53/209, the GA recalled that by its resolution 50/208 it had reaffirmed 

the statute of ICSC and in particular article 6 thereof, whereby its members should 

perform their functions in full independence and impartiality. The GA emphasized that 

the responsibility for the decisions taken by ICSC rested solely with the members of 

ICSC. It welcomed the progress made by ICSC in promoting a spirit of constructive 

cooperation and flexibility towards improving working relations with the staff bodies, 

and took note of the changes approved by ICSC. The GA requested ICSC to monitor 

the progress of the implementation of the revised rules of procedure and to report 

thereon at the GAôs 57th session.  

In resolution 53/209, the General Assembly recalled its resolutions 50/208, 51/216 and 

52/216 concerning, inter alia, the consultative process and working arrangements of the 

Commission. Recalling also that by its resolution 50/208 the GA reaffirmed the statute 

of the Commission, in particular article 6 thereof, whereby its members shall perform 

their functions in full independence and with impartiality, (a) it emphasized that the 

responsibility for the decisions taken by the Commission rests solely with the members 

of the Commission; (b) welcomed the progress made by the Commission in promoting a 

spirit of constructive cooperation and flexibility towards improving working relations 

with the staff bodies; (c) took note of the changes approved by the Commission to its 

rules of procedures and other procedural changes; (d) noted that the changes approved 

by the Commission to its rules of procedure could enable all parties to ensure that their 

views are reflected during all phases of the consideration of all issues; (e) requested the 



Commission to monitor the progress of the implementation of the revised rules of 

procedure and to report thereon to the General Assembly at its fifty-seventh session.  

The General Assembly further recalled its request to the Board of Auditors to conduct a 

management review of all aspects of the work done by the secretariat of the 

Commission in time for the submission of a report thereon to the General Assembly at 

its fifty-second session. It also took note of the report of the Board of Auditors on the 

management review of the secretariat of the Commission and the response of the 

Commission [A/53/30, para 37]. It further requested the Board of Auditors to conduct 

audits of the secretariat of the Commission on a periodic basis, in accordance with 

financial regulation 12.5 of the Financial Regulations and Rules of the United Nations 

and the statute of the Commission.  

1999 In resolution 54/238, the General Assembly, in Part V, Review of the International 

Civil Service Commission, recalled paragraph 22 of its resolution 52/12B to examine a 

recommendation of the Secretary-General on initiating a review of ICSC. It considered 

a note [A/54/483] on the review by the Secretary-General and emphasized that the 

review process should be impartial and transparent and that the Commission should 

participate fully in the process. It decided to revert to the consideration of the modalities 

of the review, including the Secretary-Generalôs proposal, at the main part of its fifty-

fifth session, subject to the submission of the information requested in paragraph 22 of 

resolution 52/12B. It requested the Secretary-General to include the following elements 

in the information to be submitted to the General Assembly: (a) concrete and specific 

reasons, if any, for such a review; (b) identification of specific problems, if any, to be 

addressed; (c) objectives to be achieved by the review; (d) possible impact on the 

common system of such a review; (e) information on progress achieved as a result of 

previous reviews of the working methods and functioning of the Commission.  

2000 In resolution 55/223, the General Assembly in Part IV, Strengthening the International 

Civil service, decided to defer consideration of the reports of the Secretary-General with 

a view to taking a decision on strengthening the international civil service at the first 

part of its resumed fifty-fifth session.  

2006 In its resolution 61/239 of December 2006, the General Assembly, in Part III, 

Strengthening of the international civil service, emphasized that the capacity of the 

Commission as a source of technical expertise and policy advice should be further 

strengthened. The Assembly stressed that the work of the Commission should be given 

the importance and attention it deserved by the governing bodies of the organizations of 

the common system. The General Assembly decided to institute a limit of two full terms 

for the positions of Chair and Vice-Chair of the Commission, for those appointed after 1 

January 2008. The Assembly encouraged member states to achieve a greater gender 

balance in the selection of members for the Commission and urged member states when 

proposing candidates for membership in the Commission to take into account the 

qualifications and experience outlined in article 3 of its statute. The General Assembly 

stressed the importance of ensuring that candidates had managerial, leadership or 

executive experience, which should include knowledge of at least one of the following 

fields: (a) human resources management principles and practices; (b) organizational 



design and change management concepts and practices; (c) leadership and strategic 

planning concepts and practices; and/or (d) international and global issues: political, 

social and economic. The Assembly encouraged the Commission to continue to 

consider its working methods in consultation, where appropriate, with representatives of 

the staff and the organizations of the common system. 

2007  65th session (July):   Immediately prior to its sixty-fifth session, members of the 

Commission and members of its secretariat held a retreat to consider ways to further 

strengthen the Commission and to maximize its ability to support the General Assembly 

in guiding the common system. It sought to be more proactive through improved 

relationships with its partners and a focus on strategic planning. It also examined how it 

could improve its functioning by streamlining its working methods, using existing 

resources more effectively and making its reports to the General Assembly more 

concise and easier to understand. It further committed to responding to requests of the 

General Assembly in a more timely manner. 

 There was strong unanimous commitment to change and a number of important goals 

were identified, notably to: 

(a) Refocus the role of the Commission as both a regulatory and a coordinating body, 

within its statute, recognizing that the common system required both coherence and 

flexibility;  

(b) Develop and/or strengthen its roles in: 

(i) Strategic planning of the work of the Commission; 

(ii) Policy development and guidance; 

 (iii) Coordination among stakeholders; 

  (iv) Monitoring/compliance; 

  (v) Regulation; 

(c) Streamline and simplify current activities to achieve these objectives within current 

resources; 

(d) Develop an action plan aimed at building a more efficient, effective and strategic 

Commission by: 

  (i) Building a more solid personnel database for analysis and decision-making through 

use of the Enterprise Resource Planning systems and improving the exchange of 

information and data between the Commission and the organizations of the common 

system; 



(ii) Maintaining an inventory of best practices both within and outside the common 

system. 

 The Commission gave priority to issues of high value to the organizations and to the 

future of the common system. It also committed itself to improving coordination with 

all its stakeholders to achieve more coherent and effective human resources 

management across the common system. The Commission developed an action plan 

designed to streamline and simplify current activities and to achieve these goals. It was 

agreed that optimal use of the Commissionôs time would be made by: 

1. Maintaining the existing commitment of 10 weeks over two years of 

Commissionersô time in support of higher value-added activities; 

2. Holding shorter formal meetings (e.g., two weeks); 

3. Having more informal meetings, task groups, retreats, etc. 

 The Commission, in close cooperation with its partners, would put in place, over the 

following 24 months, the reforms it had decided upon and would conduct annual 

evaluations of the progress made. [A/62/30 paras. 67-72] 

In resolution 62/227 the General Assembly in Part II Strengthening of the international 

civil service, reaffirmed that the staff of the United Nations was an invaluable asset of 

the Organization, and commended its contribution to furthering the purposes and 

principles of the United Nations; It welcomed the steps taken by the Commission to 

strengthen its role and improve its functioning and encouraged the Commission to 

continue this process. 



SECTION 1.40 

PROGRAMME OF WORK  

1975 1st session (May): ICSC agreed that it should begin at its second session the review of 

the salary system but also examine any particular aspects singled out by the 

organizations and the staff as requiring urgent attention, i.e. possible amendments to the 

methodology of the PA system and education costs for expatriate staff [A/10030, para. 

9].  

2nd session (August): ICSC indicated in its first annual report to the GA its intentions 

regarding its programme of work for 1977 and for the progressive assumption of its full 

statutory responsibilities i.e.: (a) salary scales for the GS category (article 12); (b) job 

classification standards (article 13); (c) recruitment (article 14) and career development, 

staff training and evaluation of staff (article 14); (d) development of common staff 

regulations (article 15). ICSC would begin to address these issues in 1977 with 

preparatory work to be carried out in 1976 [A/10030, paras. 85-90].  

ICSC's plans were noted by the GA in resolution 3418 A(XXX) which also referred 

three other matters to ICSC: (a) a study of the questions of career development and 

promotions in relation to proposals in the UN budget for the reclassification of posts 

(mainly as a means of providing promotion opportunities to the incumbents); (b) the 

principles and criteria underlying the determination of allowances and benefits payable 

to GS staff; (c) the need for the provision of day-care facilities for children of the staff 

of UN staff.  

1976 4th session (June/July): In its report to the GA on the review of the salary system, 

ICSC had reserved a number of points for further study which entailed major studies: 

(a) the review of pension benefits as a part of the package of remuneration (to be made 

in collaboration with the UNJSPB); (b) the review of conditions of service in the field. 

ICSC therefore decided to establish at its 5th session (February/March 1977) the 

guidelines and modalities for carrying out these two studies, the conclusions of which 

would, if possible, be examined at the 6th session (July/August 1977) so that they could 

be presented to the GA at its 32nd session. The remaining points arising from the 

review of the salary system would be considered at the 6th session on the basis of 

studies to be prepared by the ICSC secretariat in consultation with the organizations and 

staff representatives, or subsequently under articles 13 and 14 of its statute [A/31/30, 

paras. 24 and 25]. Those points were: (a) "local (or national) professional" posts and 

other special categories not covered in the review (e.g. UN field service); (b) possible 

changes in the number and periodicity of within-grade increments; (c) development of a 

methodology for computing "total compensation"; (d) the practice of certain Member 

States of paying supplements to UN remuneration to certain of their nationals; (e) the 

proposals of FICSA regarding the repatriation grant; (f) language incentives; and, in 

relation to articles 13 and 14 of the statute: (g) policy regarding promotions from the GS 

to the P category (article 14 (d)); (h) inclusion in one category of posts which should 

properly be classified in the other (article 13); (i) extension of the P-6 grade; (j) 



treatment in the classification and salary systems of certain specialist occupational 

groups (for example, medical doctors).  

ICSC was informed of resolutions adopted by the World Health Assembly at its 29th 

session and by the Governing Body of the ILO at its 20th session, expressing the view 

that ICSC should assume its functions under article 12, para. 1, (GS salary surveys) as 

soon as possible, particularly with respect to Geneva. ICSC decided, in accordance with 

para. 4 of article 12, to assume its functions under article 12 in respect of HQ duty 

stations from the close of its 4th session. It placed on the agenda of its 5th session 

(February/March 1977) consideration of the methodology to be applied in establishing 

salaries of the GS category; decided on plans for the studies to be made between the 4th 

and 5th sessions in preparation for this item; and authorized the Chairman to consult 

with members to identify the issues to be taken up by ICSC and, if possible, suggest 

alternative solutions [so as to be able to advance the date at which ICSC would be in a 

position to concern itself with the situation in particular duty stations] [A/31/30, paras. 

28 and 29].  

ICSC's attention was drawn to a particular question concerning the recruitment of GS 

staff at the headquarters of FAO, submitted to it by the FAO Union of GS staff under 

rule 6, para. 2 (g) of the rules of procedure (see ICSC/1). It decided to revert to that 

question in the context of its review of the conditions of service of the GS category 

[A/31/30, para. 32].  

By resolution 31/141 A, the GA approved the intention of ICSC to assume forthwith its 

functions under article 12 of its statute regarding GS salaries and requested it to submit 

its conclusions and recommendations by the 32nd session of the GA. This request was 

amplified in resolution 31/193, which requested ICSC to establish urgently the method 

by which the principles for determining conditions of service in the GS category at 

Geneva should be applied; to organize a survey of local employment conditions in 

Geneva; to make recommendations as to the appropriate salary scales; and to inform the 

GA at its 32nd session of the outcome.  

By resolution 31/141 B, the GA requested ICSC: (a) to report on the feasibility of 

establishing a modified system of PAs, taking into account the views expressed in its 

2nd annual report [A/31/30, para. 229]; (b) to carry out the comparison of "total 

compensation" between the comparator civil service and the UN salary system at all 

grade levels and to report its findings to the GA no later than at its 33rd session; (c) to 

re-examine at the 31st session: (i) the conditions for the provision of terminal payments 

(for example, repatriation grant, termination indemnities), in particular on retirement, 

and the possibility of establishing a ceiling for the maximum aggregate of entitlements 

to these payments; (ii) the possible introduction of an "end-of-service" grant with 

particular attention being given to the conditions in which such payment might be 

justified; (iii) the need for an allowance for post secondary education of children of 

expatriate staff and, in particular, the need for an allowance to cover education in 

countries other than the home country of the staff member; (d) to consider and propose 

to the GA at its 32nd session measures by which the maximum amount of the lump sum 



payable to the dependent spouse or dependent child of a staff member who died in 

service would be aligned on the scale for termination indemnities approved in the 

present resolution.  

1977 5th session (February/March): ICSC incorporated the above additional studies 

requested by the GA into its work programme for 1977-1978 (ICSC/R.61/Add.1). It 

agreed to give priority to the study of the feasibility of establishing a modified system 

of PA; ACPAQ was requested to study the technical aspects at its July 1977 session and 

to report thereon to ICSC at its 6th session [ICSC/R.77, para. 14].  

By resolution 32/200, ICSC was requested to inform the GA at its 33rd session of the 

results of the review of the relationship between the levels of remuneration of the 

comparator national civil service and of the UN common system, which should include 

in particular the feasibility of establishing a modified system of PAs, and to report on 

such steps as it might have taken to bring about appropriate corrective action either 

under the authority and with the means already at its disposal or by submitting a 

recommendation to the GA (see section 2.1.70). By the same resolution, the GA 

requested ICSC to advance to 1980 the next GS salary survey in Geneva.  

1978 7th session (February/March): In reviewing its work programme for 1978-1979, 

ICSC gave priority to those questions on which the GA had requested it to report in 

1978, while maintaining on its agenda several other questions relating to the review of 

the salary system which it had itself previously noted as urgent and important. It 

reaffirmed its conviction that under the pressure of more immediate remuneration 

problems it should not neglect its long-term functions under articles 13, 14 and 15 of its 

statute. A number of questions which had previously been scheduled for study in 1978 

were of necessity deferred until later years [A/33/30, para. 9].  

8th session (July): In considering its programme of surveys under article 12, ICSC 

noted the request made by the GA to advance from 1981 to 1980 the date of its next 

survey in Geneva. ICSC found it most desirable to have settled at least the outlines of a 

general methodology before making a second survey in Geneva and to be able to take 

into account its experience of surveys in all the other headquarters duty stations. It 

approved an accelerated schedule with surveys in London in the second half of 1978; 

Montreal and New York in the first half of 1979 and Rome in the second half of 1979. 

Preparations for the second Geneva survey would begin in the second half of 1979 and 

recommendations to the organizations would be made in September 1980. A first 

outline of a general methodology would be considered at the 9th session 

(February/March 1979) to the completed at the 10th and 11th sessions [A/33/30, paras. 

298-300].  

By resolution 33/119, the GA hoped that ICSC would be able to assume progressively 

its functions under articles 13 and 14 of its statute and make progress in 1979 in its 

consideration of those aspects of personnel policy other than remuneration mentioned in 

its annual report (A/33/30, paras. 309 to 329), in particular, career development and 

those other aspects which had occupied the GA's attention at its 33rd session. The GA: 



(a) approved ICSC's intention to keep under review the effects of currency instability 

upon the common system of salaries and allowances, to continue its efforts to eliminate 

possible anomalies in PAs at certain duty stations and to seek to improve the system; (b) 

also approved ICSC's intention to make, as a matter of priority, a comprehensive 

examination of the functioning, methods of establishment and adjustment and 

appropriate level of pensionable remuneration (see section 5.10 ); (c) requested ICSC to 

continue its study of grade equivalencies between the UN common system and the 

comparator national civil service, in order to determine the proper equivalent grades in 

the comparator system for the UN grades of D-2 and ASG, and to report its findings to 

the GA at its 34th session; (d) further requested ICSC to study the feasibility of 

identifying posts of equivalent functions and responsibilities for the post of USG and to 

report to the GA at its 34th session; (e) requested ICSC to give further study to the 

question of an end-of-service grant payable to staff members with fixed-term 

appointments in the context of its examination of the relationship between career staff 

and fixed-term staff in the common system, ensuring that such a grant did not become a 

form of pre-pension plan, and make recommendations to the GA not later than its 35th 

session.  

1979 9th session (February/March): ICSC noted the above requests of the GA and drew up 

a list of the main questions to be included in its work programme for 1979-1980 

[annexes III and IV of ICSC/R.168] [ICSC/R.168, para. 26]. It gave priority to 

questions on which the GA had requested it to report in 1979. At the same time, it 

maintained on its agenda several other question relating to the review of the salary 

system while a number of other questions which had previously been scheduled for 

study in 1979 were of necessity deferred until later years [A/34/30, para. 7].  

By resolution 34/165, the GA: (a) expressed its satisfaction with the actions taken by 

ICSC under articles 13 and 14 of its statute and urged ICSC to continue its work under 

its long-term functions; (b) requested ICSC to begin urgently a fundamental and 

comprehensive review of the purposes and operation of the PA system (see section 

2.1.40); (c) requested ICSC to examine the possibility of installing a contributory 

system of death grant benefits.  

By resolution 34/221 (Pension questions), the GA: (a) requested ICSC and UNJSPB to 

conclude in 1980 their comprehensive examination of the functioning, methods of 

establishment and adjustment and appropriate level of pensionable remuneration (see 

section 5.10) and to that end; (b) invited ICSC and UNJSPB to take full account of the 

views expressed on this and related matters in the Fifth Committee during the 34th 

session of the GA.  

1980 11th session (February/March): ICSC gave priority the GA's requests regarding the 

completion of work on pensionable remuneration and the comprehensive review of the 

PA system. It was also committed to carrying out a second review of best prevailing 

conditions in Geneva in addition to completing work on such reviews in New York and 

Rome in 1980. The IAEA had requested ICSC to undertake a review in Vienna but the 

question could only be taken up at the 13th session at the earliest. With respect to the 



proposal for establishment of an end-of-service grant, which the GA had referred back 

to ICSC with the request that it report anew on the matter in 1980, ICSC decided to 

report to the GA that the question had to be postponed. ICSC included the item of the 

death grant on the agenda of the 12th session and decided to pursue its work on longer-

terms problems such as items relating to conditions of service in the field and to its 

responsibilities under articles 13 and 14 of the statute. It established its revised 

programme of work for 1980 and following years [see annex III of ICSC/R.212] 

[ICSC/R.212, paras. 15-19].  

In resolution 35/214 A, the GA: (a) noted with appreciation the continuing efforts of 

ICSC to review the application of the Noblemaire principle, and invited ICSC to 

complete its examination as soon as possible, especially with a view to achieving 

comparability of total compensation of UN remuneration of the P and higher categories 

with that of the selected comparator national civil service and to ascertaining whether 

the present comparator is still the highest paid civil service; (b) requested ICSC to 

intensify and speedily to conclude its fundamental and comprehensive review of the 

purposes and operations of the PA system as requested in GA resolution 34/165 (1979) 

by fully taking into account the causes of possible anomalies, and to submit the results 

of the review to the GA at its 36th session; (c) welcomed ICSC's willingness to advise 

Member States, upon request, in developing a system for adjusting the salaries of their 

expatriate staff, provided that this assistance did not impinge upon the exercise of 

ICSC's functions under its statute and that no additional resources would be required for 

this assistance; (d) requested ICSC to continue to study the general principles and 

methodology for surveys to determine the conditions of service of the GS and other 

locally recruited categories, including the determination of gross salaries, taking into 

account the views expressed in the Fifth Committee at the 35th session of the GA; (e) 

requested ICSC to review the possibility of extending the education grant to all 

internationally recruited staff, wherever they may serve; (f) noted ICSC's intention to 

study further financial incentives for staff members serving in the most difficult duty 

stations; (g) requested ICSC to begin as soon as possible the review of the UN language 

incentive scheme; welcomed the examination of the relationship between the staff 

assessment system and the Tax Equalization Fund, as proposed by ICSC; (h) requested 

ICSC to keep under review the possibility of establishing a cost-effective contributory 

system of death grant benefits and to submit the results of the review to the GA at its 

37th session.  

In resolution 35/214 B, the GA invited ICSC to keep under review the matter of staff 

assessment for all categories of staff and to report to the GA as appropriate.  

By resolution 35/210 (Personnel questions), the GA: (a) requested ICSC and JIU to 

study further the subjects of the concepts of career, types of appointment, career 

development and related questions and to report separately thereon to the GA at its 36th 

session; (b) invited ICSC and JIU to cooperate in the drafting of these two reports.  

By decision 35/447, the GA took note of the recommendations of ACPAQ in para. 37 

of its report (A/35/720) and requested ICSC, in cooperation with UNJSPB, to give high 



priority to the elaboration of a special index for pensioners, including the impact of 

national taxation, and to report thereon to the GA at its 36th session.  

1981 13th session (February/March): ICSC recognized four broad themes in which its 

activities had evolved: (a) the coordinated and systematic application of the Noblemaire 

principle (relating to articles 10, 11 and 13), tying together the various subjects relating 

to the remuneration of the P and higher categories, together with the subtheme of the 

review of the PA system; (b) the determination of conditions of service of the GS and 

other locally recruited categories through the application of the principle of best 

prevailing local conditions according to a general methodology (relating to articles 10, 

11, 12 and 13); (c) the establishment and implementation of common job classification 

standards for all categories (relating to article 13); (d) the development of sound 

policies for the interrelated aspects of recruitment, training, career development, 

performance appraisal and promotion (relating to article 14), all of which were 

important components of the organizations' personnel management policies, in respect 

of human resources development. The revised programme of work for 1981-1983 

[ICSC/R.267, annex III] was adopted by ICSC with the understanding that it would be 

flexible and subject to review and possible modification at the 14th session. ICSC 

requested its secretariat to present an updated work programme at the 14th session, in 

line with the budgetary proposals also to be submitted then, and to include a paper 

detailing the nature of the ongoing activities of the secretariat [ICSC/R.267, para. 15].  

14th session (July): ICSC considered that the programme and resources of the Cost-of-

Living Section should be increased to enable it to improve the methodology of cost-of-

living measurements and decided to review further the need for improvements in its 

computer facilities. It did not place a high priority on the study of the expatriate 

component of total compensation, nor did it have the resources required for such a 

costly undertaking. It did not favour starting the study of another possible comparator 

country in the 1982-1983 biennium unless the GA were to give such a study high 

priority and authorize funds for the purpose. ICSC reconfirmed the importance of its 

long-term functions under articles 13 and 14 of its statute as essential to the 

development of a unified international civil service. It noted in this regard that the GA 

supported ICSC's work in this area and requested that particular attention be given to 

career concepts, types of appointment, career development and related questions. It 

decided to keep to its schedule of GS surveys and to maintain the momentum of its 

review of general methodology for surveys of best prevailing conditions of employment 

at headquarters and other duty stations. ICSC decided to programme its work among the 

various sessions in order to optimize the use of its limited resources and enable the 

secretariat to prepare the necessary documentation for its sessions well in advance and 

with the requisite consultations with organizations and staff. Furthermore, it decided to 

exercise the utmost caution in accepting other unforeseen activities which could not be 

met from the existing staff and other resources. ICSC adopted its revised work 

programme for 1982-1983 [ICSC/R.204, annex VII).  

By resolution 36/223, the GA requested ICSC to give high priority to the completion of 

the following studies and to report on them at its 37th session: (a) the broad principles 



for the determination of conditions of service with particular reference to concepts of 

career, types of appointment, career development and related questions, taking into 

account the views expressed by delegations in the Fifth Committee, all related studies 

and the relevant reports of JIU; (b) the improvement of the comparison of total 

compensation between the comparator civil service and the international civil service, 

taking into account all relevant elements, including the level of pensions, but excluding 

expatriate benefits applicable to staff members in the P and higher categories in the 

comparator civil service; (c) the fundamental and comprehensive review of the purposes 

and operation of the PA system with a view to avoiding distortions in the system and 

ensuring equity; (d) the elaboration of a special index for pensioners, in collaboration 

with the UNJSPB, in accordance with GA decision 35/447 (1980).  

The GA also requested ICSC to undertake or continue studies on the following 

questions: (a) general principles and methodology for surveys to determine the 

conditions of service of the GS and other categories of locally recruited staff members, 

including staff serving at field duty stations; (b) a review of dependency allowances for 

all categories of staff and a review of the scope and purpose of the education grant; (c) 

development of interagency cooperation in the field of training with a view to the more 

efficient and economic use of personnel resources in the common system; (d) a 

thorough evaluation, in close collaboration with the organizations, of the utility of 

current and proposed training activities in the UN system, with special reference to 

management and related training; (e) a general review of staff assessment for the 

equitable treatment of all categories of staff at all duty stations; (f) a comprehensive 

study of the question of supplementary payments to international civil servants and all 

related matters.  

1982 15th session (March): ICSC noted the four high-priority items of resolution 36/233, all 

of which were on the work programme for 1982. It agreed to take up conditions of 

service in the field at the 16th session. ICSC instructed its secretariat to produce an 

updated work programme for 1982-1983 (ICSC/15/R.26, annex III) which took into 

account the decisions it had taken and the various views expressed by the interested 

parties [ICSC/15/R.26, paras. 19, 21 and 25].  

By resolution 37/126, the GA (a) requested ICSC to review further the basis for the 

determination and level of remuneration of the P and higher categories, with a view to 

making recommendations thereon to the GA at its 39th session and thereafter 

periodically on the level of remuneration; (b) noted that ICSC had started a 

comprehensive review of conditions of service in the field; (c) requested ICSC to keep 

the question of the education grant under review, particularly in regard to the situation 

of officials subject to rotation between HQ and other duty stations and taking account of 

the views pressed by delegations during the debate; (d) requested ICSC to complete on 

an urgent basis its study of the need for a rental subsidy arrangement in HQ duty 

stations, particularly with regard to newcomers and staff transfers, and report on action 

taken to the GA at its 38th session; (e) requested ICSC to examine the need for raising 

the ratio of contributions by organizations of the UN common system for health 

insurance of staff members and the question of applying appropriate retroactivity; (f) 



noted ICSC's intention to undertake an evaluation of competitive examinations and 

other elements of recruitment policy; (g) requested ICSC to pursue its programme under 

articles 13 and 14 of its statute as scheduled.  

1983 17th session (March): ICSC took note of the GA's requests and made appropriate 

adjustments to its work programme. The changes were reflected in the revised work 

programme for 1983-1985 [ICSC/17/R.28, annex III] [ICSC/17/R.28, para. 30].  

1st special session (November): ICSC decided to hold a special session following the 

8th resumed session of ACPAQ. It examined the ACPAQ report, the results of the 

survey of best prevailing conditions of service in New York and the non-resident's 

allowance.  

The GA in resolution 38/232: (a) requested ICSC to complete the study of the 

equivalency between the higher grade levels of UN systems and the Senior Executive 

Service of the US Federal Civil Service and report thereon to the GA at its 39th session; 

(b) noted the progress made concerning the comparison of total compensation based on 

non-expatriate benefits applicable on both sides, and requested ICSC to inform the GA, 

on an annual basis, on the margin between the remuneration of UN employees and 

those of the US Federal Civil Service on this total compensation basis; (c) noted the 

introduction by ICSC, with effect from 1 April 1983, of a rental subsidy scheme for 

staff in the P and higher categories at headquarters and other duty stations not 

previously covered by a subsidy scheme and requested ICSC to monitor this rental 

subsidy scheme with a view to ensuring both its equity and its effectiveness; (d) 

requested ICSC to conduct a study of the education grant, the purpose of which was to 

facilitate a child's reassimilation in the staff members's home country, and to report on 

the results of the study to the GA at its 39th session; (e) requested ICSC to undertake a 

comprehensive review of after-service health care coverage with particular attention to 

locally recruited field staff; (f) further requested ICSC to pursue its mandate with regard 

to the development of common training, recruitment and promotion policies for the 

organizations and to report thereon to the GA as each phase of its studies was 

completed; (g) noted the progress made by ICSC in its review of conditions of service 

in the field and requested ICSC to keep the GA informed of further developments in its 

review; (h) requested ICSC to report to the GA at its 39th session on the question of 

longevity and merit steps in the various grade levels.  

By resolution 38/235, the GA: (a) requested ICSC, as a matter of priority, to study the 

possibility of providing a range of health insurance plans, including practices in the 

comparator service, both basic and comprehensive, with deductible clauses, as well as 

health maintenance organization plans, which could be made available, at lower costs, 

to contributors, and to report thereon to the GA at its 39th session; (b) to study the 

following related matters and to report thereon, preferably to the GA at its 39th session 

and no later than at its 40th session: (i) fixing a maximum rate of share to be borne by 

the organization and the contributor; (ii) making participation in a health insurance plan 

or plans of the organization mandatory, especially to those who were not covered by 

other plans.  



1984 19th session (March): In considering the above requests, ICSC decided to request 

CCAQ to review two questions: the maximum share of health insurance contributions 

to be borne by organizations and whether health insurance should be mandatory for all 

staff members. It also decided to study the problem of after-service health care, in 

particular, that of locally recruited staff, at its 21st session [ICSC/19/R.22, para. 22].  

In addition, ICSC decided to: (a) request ACPAQ to review outstanding aspects of the 

special index for pensioners and report thereon to ICSC in time for it to make 

recommendations to the GA at its 40th session; (b) review the mandatory age of 

separation again at a later stage yet to be determined; (c) review at an appropriate time 

the timing and financing of the next stages of its comparison of total compensation, 

which would include expatriate benefits; (d) note that the UN/SG would review the use 

of language incentives within his organization and report to the GA at its 39th session, 

and that, in the meantime, ICSC would continue its study of the item; (e) review the 

education grant in 1985 at its 21st or 22nd session; (f) review at its current session the 

proposed amendment of article 6 of its statute [ICSC/19/R.22, para. 23].  

With regard to pension matters, ICSC decided that it would have a preliminary review 

at the current session of those issues of concern to it identified for study in cooperation 

with UNJSPB in resolution 38/233, including the question of the possible deferral by 

the GA of adjustments in pensionable remuneration which might become due in 1984. 

The GA decision underscored the need for ICSC, in collaboration with the Pension 

Board, to complete studies relating to the automatic adjustment mechanism by its 20th 

session. ICSC was of the view that in order to undertake a comprehensive study which 

would address the concerns of the GA it would require detailed information regarding 

the basis used for the UN pension system as well as the events which had led to the 

institution of the weighted average of PAs (WAPA) system. It would also require data 

pertaining to the evolution of WAPA, the US consumer price index (CPI), the amounts 

of gross salaries and pensionable remuneration over a period of time, and data 

pertaining to the evolution of real values of UN pensions in local currencies at the seven 

HQ locations and some of the major field duty stations. ICSC therefore requested its 

secretariat to collect the information referred to above for submission at the 20th 

session. It also requested its secretariat to collect information, to the extent possible, on 

the pension schemes of the civil services at the seven HQ locations, in particular, data 

pertaining to income replacement values of pensions after a number of years of service 

[ICSC/19/R.22, paras. 24-26].  

As regards the comparison of UN pensionable remuneration amounts and pension 

benefits with those applicable in the US Federal Civil Service, ICSC reiterated its 

earlier view that such comparisons should most appropriately be undertaken as part of 

its total compensation comparisons, in the first instance, and not at the level of 

individual benefits. If there were significant differences in the levels of pension benefits 

calculated within the framework of total compensation comparisons, it would undertake 

further studies. ICSC also decided that as part of that comprehensive study it would 

undertake an examination of the effects of any action with regard to pensionable 

remuneration and pension entitlements on the total compensation ratio. It further 



decided that as part of its forthcoming review of pensionable remuneration and pension 

entitlements it would also address the issue of the frequency of review and report 

thereon to the GA [ICSC/19/R.22, paras. 27 and 28]. The revised work programme of 

ICSC was reproduced in annex III to ICSC/19/R.22.  

By resolution 39/27 the GA considered that a margin of 24 per cent was too high in 

relation to past levels of the margin and, consequently, requested ICSC to: (a) re-

examine, in the light of the views expressed in the Fifth Committee at the session, what 

would constitute a desirable margin between the net remuneration of the UN in New 

York and that of the comparator civil service and its effect on the operation of the PA 

system; (b) submit its recommendations to the GA at its 40th session on: (i) a specific 

range for the net remuneration margin, together with a concise summary of the 

methodology applied in calculating that margin, taking into account that, on average, 

the margin in the past has been within a reasonable range of 15 per cent; (ii) the 

technical measures which would be applied by ICSC to ensure that the PA system 

operates within the framework of the defined margin range; (c) take the necessary 

measures to suspend implementation of the increase in PA for New York envisaged for 

December 1984, pending receipt by the GA at its 40th session, and action thereon, of 

ICSC's recommendations regarding the margin and other measures referred to in 

subparagraphs (a) and (b) above; and take whatever related measures were required in 

respect of the PA levels at other duty stations to ensure equivalence of purchasing 

power as soon as possible at all duty stations in relation to the level of net remuneration 

in New York.  

The GA further decided that: (a) ICSC should continue to report the margins in respect 

of both total compensation and net remuneration comparisons; (b) in determining the 

total compensation margin, ICSC should consider all relevant factors in the two services 

including, inter alia, the differences in annual leave, taking into account the views 

expressed in the Fifth Committee; and decided to refer to ICSC the report of JIU, the 

related comments of ACC, and the views of Member States. It requested ICSC to report 

thereon to the GA at its 40th session.  

In resolution 39/69, the GA requested ICSC (a) to keep under review the 

implementation of the methodology for surveys of best prevailing conditions of service 

for locally recruited staff at non-headquarters duty stations and to re-examine, where 

necessary, the technical aspects of the methodology in the light of experience; (b) to 

review the practices of the organizations regarding long-service steps for staff in the P 

category, to examine ways in which uniformity may be established within the common 

system and to report thereon to the GA at its 40th session; (c) to report to the GA at its 

40th session on the use of competitive examinations for both selection and promotion.  

In resolution 39/246 on the report of the UNJSPB, the GA requested ICSC (a) to re-

examine the procedure for adjusting pensionable remuneration between comprehensive 

reviews and report thereon to the GA at its 40th session; (b) requested ICSC to review 

the methodology for determining and monitoring pensionable remuneration for the P 

and higher categories and to submit a report thereon to the GA at its 46th session, so 



that the GA could consider whether it would be appropriate to request ICSC to propose 

a new scale of pensionable remuneration to its 41st session.  

1985 21st session (March): ICSC took note of the various decisions made by the GA in 

resolutions 39/27, 39/69 and 39/246 and observed that several matters were to be 

discussed under specific agenda items scheduled for the present session or at the 22nd 

session (A/40/30, para. 7). ICSC referred to the organizations the GA request that 

existing schemes for the award of long-service steps to the P and higher category staff 

be reconciled and asked that they report back through CCAQ on that matter to the 22nd 

session of ICSC. In formulating a final programme of work for 1986-1987, 

[ICSC/21/R.4, annex VII], ICSC eliminated a proposed study on total compensation 

including expatriate benefits and postponed action to be taken in the development of 

common staff regulations and consideration of staff/management relations under 

articles 15 and 16 of the statute.  

In resolution 40/244, the GA requested ICSC: (a) to develop further the methodology 

for calculating the margin based on net remuneration and to study the possibility of 

calculating the margin based on a comparison of net remuneration for both services in 

New York and to report thereon to the GA at its 41st session; (b) to further elaborate 

procedures for the operation of the PA system within the approved range of the margin 

of net remuneration, which would enable ICSC to maintain the margin around the 

desirable mid-point of 115 over a period of time, and to report thereon to the GA at its 

41st session; (c) to continue its studies of the PA system as it related to UN officials 

posted outside the base city, the effects of exchange rate fluctuations and the possibility 

of eliminating PA at the base city, and to report thereon to the GA no later than at its 

42nd session: (d) to undertake a study of the mobility of P staff in the UN common 

system, including the frequency and average length of their assignments at different 

duty stations; (e) to re-examine the scope of the education grant in relation to the 

purpose for which it was originally approved; (f) to re-examine the question of the 

mandatory age of separation from service and to report thereon to the GA at its 41st 

session; (g) to report in detail to the GA at future sessions on the consideration and 

implementation of ICSC decisions and recommendations by organizations of the UN 

common system.  

In resolution 40/245 on the report of the UNJSPB, the GA requested ICSC in 

cooperation with the Board to: (a) carry out a comparative study of the levels of pension 

benefits and the ratios of pensions to salaries under the UN pension scheme and that of 

the comparator country; (b) complete its review of the methodology for the 

determination of pensionable remuneration for the P and higher categories, for 

monitoring the level of pensionable remuneration and adjusting it between 

comprehensive reviews, taking into account the margin range established for net 

remuneration, and to submit its recommendations to the GA at its 41st session.  

1986 23rd session (March): ICSC took note of the above requests and decided to address the 

relevant substantive issues as necessary under specific agenda items scheduled for the 

session [ICSC/23/R.19, para. 28]. ICSC was informed that CCAQ was collecting 



statistics on reassignments of staff, by organization, as at end 1986, which would entail 

deferral of its consideration of staff mobility from 1986 to 1987. It noted that CCAQ 

and FICSA would be submitting documents on the assignment allowance to ICSC at its 

24th session and accordingly agreed to include consideration of the matter under a 

relevant agenda item. With regard to FICSA requests to include items in its work 

programme human resources planning for GS staff and a recruitment study on project 

personnel, ICSC noted that FICSA would be submitting documents for its consideration 

in 1987. It would accordingly include relevant items in the agenda of its 25th or 26th 

session [ICSC/23/R.19, paras. 207 and 208]. The revised work programme of ICSC for 

1986-1987 was reproduced in annex V to ICSC/23/R.19.  

In resolution 41/207 the GA: (a) requested ICSC to review, taking into account the 

views expressed at the 41st session of the GA, the issues dealt with in paragraph 69 (b) 

and (c) of its report (A/41/30), and to submit to the GA at its 42nd session its 

recommendations on the methodology for calculating the net remuneration margin; (b) 

to examine the total entitlements (salaries and other conditions of service) of both 

services with a view to determining the feasibility and usefulness of a comparison and 

to report thereon to the GA at its 42nd session; (c) invited each organization of the 

common system to collect and analyse statistics regarding the relative time spent by 

women and men in each grade of the P and higher categories and to submit to ICSC 

proposals for removing obstacles to equality in promotion prospects for women and 

men and invited ICSC to coordinate these proposals with a view to making 

recommendations to the GA at its 43rd session and to other legislative organs of the 

common system; (d) requested ICSC to report to the GA at its 42nd session on further 

progress in performance appraisal and the recognition of merit of staff; (e) reiterated its 

request to ICSC to undertake a study of the mobility of P staff in the UN common 

system, including the frequency and average length of their assignments at different 

duty stations, and to report thereon to the GA at its 42nd session; (f) requested ICSC to 

continue reporting on the implementation of its decisions and recommendations by 

participating organizations.  

By resolution 41/213 on the review of the efficiency of the administrative and financial 

functioning of the UN (report of the Group of 18) the SG was requested to transmit to 

ICSC recommendations having a direct impact on the UN common system 

(recommendations 53 and 61), with the request that it report to the GA at its 42nd 

session, so as to enable the GA to make a final decision; the expertise of ICSC should 

be availed of in dealing with the other recommendations over which ICSC had a 

mandate to advise and make recommendations.  

1987 25th session (March): ICSC took note of the requests on which it was required to 

report to the GA at its 42nd and subsequent sessions. It took several decisions on the 

Group of 18 recommendations [ICSC/25/R.18, para. 33]. ICSC also considered its 

programme budget for 1988-1989 and approved the work programme contained in 

annexes I and II to ICSC/25/R.17.  



In resolution 42/221, the GA: (a) requested ICSC to continue its examination of the 

methodology for calculating the net remuneration margin and to report thereon to the 

GA at its 45th session; (b) requested ICSC to continue reporting annually to the GA on 

the net remuneration margin calculated in accordance with the methodology referred to 

in the resolution and to ensure that the margin was maintained at a level around the 

desirable mid-point of 115 over a period of time; (c) took note of the discussion referred 

to in paragraphs 97 to 104 of the ICSC report (A/42/30) and requested ICSC to develop 

a methodology regarding total entitlements and to present its recommendations thereon 

to the GA at its 44th session; (d) decided that a comprehensive review of the conditions 

of service of staff of the P and higher categories should be undertaken in order to 

provide a sound and stable methodological basis for their remuneration and requested 

ICSC to submit to the GA at its 43rd session a preliminary report on the comprehensive 

review containing an analysis of the subject together with an outline of one or more 

possible alternatives, and to complete its review for presentation to the GA at its 44th 

session; (e) requested ICSC to report to the GA annually, starting in 1988, on the 

number of cases in the common system and on the related costs concerning staff serving 

at locations where educational facilities were not available or were deemed inadequate; 

also requested ICSC to indicate in its next report the type of guidelines used for 

assessing the adequacy of educational facilities at field duty stations for the application 

of the above measure; (f) requested ICSC to report to the GA at its 43rd session: (i) 

measures taken by the organizations of the UN common system, since the end of the 

UN Decade for Women: Equality, Development and Peace, to improve the status of 

women in their secretariats; (ii) results achieved during the same period at each level of 

the P and GS categories; (g) requested ICSC to report to the 47th session on the 

implementation by organizations of measures taken in response to ICSC's 

recommendations on performance appraisal and recognition of merit; (h) requested 

ICSC to continue reporting on the implementation of decisions and recommendations 

by participating organizations and to report to the GA at its 45th session on progress 

made in the promotion and strengthening of the UN common system through the 

development of common staff regulations; (i) requested all Member States and 

organizations of the UN common system to reply promptly to requests for information 

by ICSC on supplementary payments or deductions; (j) requested ICSC to undertake a 

study of its functioning with a view to enhancing its work and to report thereon to the 

GA at its 43rd session.  

1988 27th session (March): ICSC noted the items on which it would have to report to the 

43rd session of the GA: (a) a preliminary report on the comprehensive review of the 

conditions of service of staff in the P and higher categories; (b) measures taken to 

improve the status of women in the organizations; (c) a study of the functioning of 

ICSC with a view to enhancing its work; and (d) supplementary payments 

[ICSC/27/R.24].  

1989 29th session (March): ICSC decided to give priority to the comprehensive review (see 

section 2.1.90), thereby postponing items on the administration of justice and personnel 

arrangements for the ICSC secretariat.  



By resolution 44/198, the GA urged ICSC to: (a) complete its consideration of all 

issues related to the introduction of a revised remuneration structure, including its 

impact on margin considerations and on the housing needs of staff in hardship duty 

stations and to submit final and complete conclusions to the GA in 1992; (b) continue to 

report the net remuneration margin on an annual basis; (c) to monitor the annual net 

remuneration margin over the five-year period beginning in the calendar year 1990 with 

a view to ensuring that the average of successive annual margins is around the desirable 

mid-point of 115, and to report to the GA in 1994 and to submit an interim report for 

the period 1990-1991 in 1992; (d) reconsider the decision contained in paragraph 250 

(a) of volume II of its report relating to the granting of PA increases due to cost of 

living; (e) complete as soon as possible, and preferably by the end of 1991, a round of 

place-to-place surveys using the methodology outlined in chapter VI of volume II of its 

report, on the understanding that the surveys at the seven HQ duty stations and at other 

duty stations with more than 150 P staff members would be finalized by the end of 1990 

and that, at duty stations with small numbers of staff members, every effort would be 

made to utilize to the maximum the external data sources as outlined in paragraph 235 

of volume II of the report of ICSC; (f) devise appropriate measures to deal with those 

duty stations where, upon implementation of a place-to-place survey, there was a 

significant difference between the PA index and the actual multiplier; (g) report to the 

GA in 1992 on the operation of the mobility and hardship allowance and the assignment 

grant; (h) review 1989 performance evaluation systems in all organizations of the UN 

common system with a view to: (i) ensuring that such systems were objective and 

transparent; (ii) tying withingrade step increments and promotions to merit, as indicated 

in the performance evaluation reports, rather than primarily to longevity; (iii) collect the 

necessary information on the practices of the organizations of the UN common system 

regarding the granting of expatriate entitlements to staff members living in their home 

countries while stationed at duty stations located in another country in order to assess 

the feasibility of harmonizing practices among organizations, and to report to the GA in 

1990; (j) to reconsider the methodology for the determination of dependency 

allowances in the light of the tax practices of the comparator and to report in 1990; (k) 

provide an overview of the package of common system allowances, including the level, 

rationale and procedure for review of each allowance, inter alia, by reference to the 

package of allowances provided by the comparator, and to report in 1990; (l) allow for 

the fullest participation of organizations and staff representatives in all aspects and 

stages of the comprehensive review (as expressed in resolution 43/226); and (m) 

continue to seek improvements in the presentation of its report.  

1990 The GA by resolution 45/241 requested ICSC to: (a) continue to seek improvements in 

the format of its reports, with a view to enhancing its clarity and making it more 

comprehensible; (b) continue its examination of the remuneration structure, in particular 

concerning the treatment of housing, and to report its findings to the GA, as appropriate, 

taking into account the views expressed by Member States in the Fifth Committee; (c) 

continue to take, as a matter of urgency, measures to improve the measurement of the 

housing element in the remuneration package; (d) establish a pilot project designed to 

simulate the operation of the ICSC proposals in a limited number of duty stations in the 

field where valid housing comparisons were difficult or impossible, on the 



understanding that housing would remain within the PA system in the meantime, and to 

report to the GA in 1991; (e) examine experience gained with the functioning of the 

current rental subsidy scheme for HQ duty stations and to review proposals for a 

revised scheme, and submit its conclusions and recommendations to the GA in 1991; (f) 

make the utmost effort to complete its review of dependency allowances and its study 

on expatriate entitlements granted to staff living in their home countries and to report to 

the GA in 1991; (g) update the comparative overview of allowances on a regular basis; 

(h) reconsider, in a comprehensive manner, the remuneration of staff of organizations of 

the UN common system at the ASG and USG and equivalent levels, taking into 

account, inter alia, the remuneration levels of equivalent positions in the comparator 

civil service, representation and other allowances, housing arrangements and 

pensionable remuneration levels, and to report to the GA in 1991; (i) continue its review 

of performance evaluation systems with a view to ensuring that such systems were 

objective and transparent and could provide a sound basis for decisions on the proposed 

cash awards, as well as on within-grade increments and promotions, as indicated in 

section I.F, paragraph 3, of resolution 44/198; (j) continue to monitor the evolution of 

the margin and also the impact of the potential changes in the US Federal Civil Service 

pay levels, as a result of the implementation of the Federal Employees' Pay 

Comparability Act of 1990 (FEPCA), and to submit recommendations to the GA at its 

46th session, with a view to avoiding a prolonged freeze of PA within the five-year 

period from the calendar year 1990; (k) report to the GA in 1992 on the operation of the 

mobility and hardship allowance and, in particular, on the evolution of the allowance in 

reference to equivalent allowances granted by the comparator and in relation to the 

base/floor salary itself; (l) study the practice of supplementary payments and deductions 

and propose measures to resolve this problem; (m) examine, together with the 

organizations of the common system and with the staff representatives, specific and 

practical steps to translate the recommendations on improving the status of women to 

the GA in 1992; (n) resume its active consideration of articles 13 and 14 of its statute; 

(o) study the practice of inter-agency secondment and transfer, the feasibility of creating 

common staff rosters along occupational lines and the consistent system-wide 

application of the Master Standard for classification; and (p) study, in view of the JIU 

study on grade overlap between the P and higher categories and other categories of UN 

staff, to consider the relativities between the terms and conditions of service of staff in 

the P and higher categories and those in other categories, as well as the broader question 

of the recruitment and retention of staff.  

By resolution 45/268, the GA requested ICSC and the UNJSPB to: (a) examine the 

basis for the decisions taken by ITU (with respect to a pension purchasing power 

protection insurance plan, and the granting of SPAs to HQ staff at the P and higher 

levels) and the ILO (regarding the establishment of a voluntary thrift benefit fund) and 

their implications for the common system, within the context of their respective relevant 

work programmes, and to report to the GA in 1991; (b) place the highest priority on 

ensuring that the reports requested by the GA in its resolution 45/241 (1990) on the UN 

common system and in its resolution 45/242 on the UN pension system were available 

for full consideration by the GA in 1991.  



1991 33rd session (March): ICSC recalled that in resolution 45/241, the GA had requested 

ICSC to carry out a number of studies and to report thereon at the GA's 46th session. It 

had not been possible to undertake or complete all studies during the current year. ICSC 

noted that the changes it had approved in respect of measures to improve the 

measurement of housing in the remuneration package were being gradually introduced 

by the ICSC secretariat. Further improvements would be introduced after the system 

had been allowed to operate for a while and the effects of the changes, introduced as 

part of the comprehensive review, evaluated with respect to the GA request to establish 

a pilot project to simulate its proposals for the separation of housing in a limited number 

of field duty stations. It was determined that the pilot project would need to operate for 

about a year before ICSC would be able to report to the GA. The pilot scheme would 

run in parallel with the current system and would commence in the very near future; a 

report thereon would be considered by ICSC at its summer 1992 session [A/46/30, 

paras. 12 and 13].  

The GA had also requested ICSC to examine experience gained with the functioning of 

the current rental subsidy scheme at HQ duty stations. ICSC noted that the changes 

introduced by the GA in resolution 45/241 (see section 2.1.72) would have a significant 

impact on the total emoluments of staff benefiting from the HQ rental subsidy scheme. 

In order for ICSC to gauge this experience, the scheme would be allowed to operate for 

at least one year. The GA had been informed in 1990 that ICSC's preliminary findings 

regarding the practices of the organizations regarding the granting of expatriate 

entitlements to staff members living in their home countries while stationed at duty 

stations located in another country (see section 4.70) and a revised methodology for the 

determination of dependency allowances in the light of the tax practices of the 

comparator (see section 3.20) would be supplemented in its 1991 report to the GA. 

Given the other high priority issues which ICSC was required to consider during the 

current year, ICSC decided to postpone consideration and report on the two issues at a 

later date [A/46/30, vol. I, paras. 14 and 15].  

In resolution 46/191, the GA noted the revisions ICSC had had to make in its work 

programme in connection with reports requested by the GA, and requested ICSC to 

present these reports at the earliest opportunity. It also requested ICSC to include in its 

work programme a review of the differences between UN and US net remuneration at 

individual grade levels and to report thereon to the GA at the earliest opportunity (see 

also section 2.1.60).  

ICSC was further requested (a) to continue monitoring further implementation of 

FEPCA including the impact of its locality pay provisions in 1994 to enable the GA to 

address the issue of the average margin over a five-year period around the mid-point 

(see section 2.1.40); (b) to analyse the potential consequences of FEPCA on the pay 

levels of the comparator, providing full details of all the special pay systems in the 

comparator; (c) to report on both aspects to the GA in 1994; (d) to report in 1993 on a 

cost-benefit analysis of the operation of the mobility and hardship allowance (see 

section 3.80), including an assessment of the personnel management benefits and 

savings achieved in other administrative costs; (e) to give priority to its review of merit 



systems and performance appraisal in the common system; and (f) to review the 

differences between UN and US net remuneration at different grades.  

The GA in resolution 46/191 also noted a series of studies scheduled for review by 

ICSC and requested their completion by 1992. These were: (a) the methodology for the 

conduct of salary surveys of the GS and related categories at HQ duty stations 

(originally scheduled for review in 1991) (see section 2.2.20); (b) the relativities 

between the terms and conditions of service of staff in the P and higher categories and 

those in other categories, as well as the broader question of the recruitment and 

retention of staff (see section 9.10); and (c) the methodology for conducting surveys of 

best prevailing conditions of employment for the GS and related categories of staff at 

HQ locations (see section 2.2.10).  

By resolution 46/191 B, the GA requested ICSC to take up two items at its July 1992 

session: (a) the impact on the UN common system of resolution 1024 of the ITU 

Administrative Council with respect to the payment of the SPA, the interpretation of 

staff rules and the convening of the tripartite consultative group outside the rules of 

procedure of ICSC; and to recommend in its report to the GA at its 47th session 

appropriate measures to be taken by the GA; (b) measures to be undertaken by all 

organizations of the UN common system to enforce and enhance respect for, and 

adherence to, the common system of salaries, allowances and conditions of service. 

ICSC was to report to the GA in 1992 on these as well as on improving of the 

responsiveness of the common system to the concerns and needs of the different 

organizations.  

1992 By resolution 47/216 the GA requested ICSC to: (a) complete phase I of its study to 

identify the highest-paid civil service (see section 2.1.20), and in this context to study 

all aspects of the application of the Noblemaire principle (see section 2.1.10) with a 

view to ensuring the competitiveness of the United Nations common system and report 

to the GA in 1994; (b) to consider the feasibility and effects of including special 

occupational rates (see section 2.1.140) in the calculation of the margin and to report to 

the GA in 1994; (c) in close cooperation with the organizations, to develop appropriate 

guidelines for the administration of the revised housing arrangements (see section 

2.1.130) for eligible officials (ASGs and USGs) outlined in its 17th annual report, 

taking into account the views expressed by Member States; (d) to report in 1996 on the 

operation of the education grant (see section 4.10) on the basis of the revised 

methodology, taking into account the views of Member States on this matter; (e) to 

include the following elements in its forthcoming review on the mobility and hardship 

scheme (see section 3.80) and to report in 1996: (i) the adjustment procedure which 

linked the mobility and hardship matrix to revisions of the base/floor salary; (ii) the 

percentage levels attributed to the matrix also in comparison with those applicable in 

the comparator civil service and in particular those pertaining to the H and A categories; 

(iii) an analysis of the extent to which each of the component parts that made up the 

matrix met the needs of the organizations; (iv) a precise quantification of the cost 

savings; and (f) to continue to report on a regular basis both on the extent of 

implementation (see section 12.10) of previous recommendations in this area and on 



new initiatives proposed or introduced by the organizations to enhance the status of 

women in the common system (see section 9.20).  

The GA also urged ICSC, as a complement to studies being undertaken in the 

remuneration area, to give equal attention in its work programme to measures designed 

to promote sound personnel management in the international public service, including 

recruitment forecasting, human resources planning, performance management and staff 

development and training.  

1993 By resolution 48/224 the GA requested ICSC to study further the matter of expatriate 

entitlements to staff members living in their home country while stationed at duty 

stations located in another country (see section 3.10), with a view to harmonizing the 

practices of organizations with those of the UN and to make recommendations thereon 

to the GA in 1996. It also requested ICSC to report on the introduction of the language 

incentive scheme (see section 3.60) by the organizations, to review the scheme after 

taking into account the views expressed in the GA and to report thereon to the GA in 

1998.  

The GA urged ICSC to devote further attention to personnel management issues, having 

noted with appreciation action taken under articles 13 and 14 of its statute with regard 

to job classification and human resource management, training in the context of human 

resource development and the status of women in the UN common system.  

1994 By resolution 49/223 the GA requested the staff bodies, the organizations and ICSC to 

review with all urgency how the consultative process of ICSC could best be furthered 

and to report thereon to the GA (see section 1.30).  

It noted with regret that ICSC had not yet completed the studies on all aspects of the 

application of the Noblemaire principle and all other related studies, and requested 

ICSC to proceed with all urgency with its study of all aspects of the application of the 

Noblemaire principle and all other related studies which were outstanding and to submit 

final recommendations to the GA at the earliest opportunity (see section 2.1.10). The 

GA also requested ICSC: (a) to proceed with the current round of surveys at HQ duty 

stations as planned on the basis of the current GS salary survey methodology, and urged 

all parties concerned to participate in the surveys; and (b) in its review of the GS salary 

survey methodology, to consult fully with all parties concerned, including the staff 

representatives; (c) to reconsider its decision to link hazard pay (see section 7.40) to the 

base/floor salary scale for internationally recruited staff and its decision on the level of 

hazard pay and to propose alternative approaches to hazard pay and to report thereon to 

the GA in 1996.  

1995 41st and 42nd sessions ((May and July/August) ICSC undertook, in response to the 

above request, a review of its functioning and working methods with a view to 

enhancing the consultative process (see section 1.30; the GA action thereon, in 

resolution 50/208, is also reported in that section).  



Also in resolution 50/208, the GA decided to defer to its resumed 50th session its 

consideration of chapter III of the 21st annual report (relating to the remuneration of the 

P and higher categories), and requested ICSC to review its recommendations and 

conclusions, taking into account the views expressed in the 5th Committee, so as to 

assist in that consideration, and to adjust its programme of work accordingly. The GA 

also: (a) requested ICSC to examine means of reducing the costs of its studies; (b) 

requested ICSC and the Executive Heads of the organizations of the UN common 

system to ensure that adequate attention was given to all aspects of human resources 

management, including the improvement of non-monetary aspects of conditions of 

service, as set out for example in Article 14 of the ICSC statute; (c) requested ICSC to 

give priority to the matters addressed in section I of the resolution (examination of the 

Noblemaire principle and its application; post adjustment matters) in its programme of 

work.  

1996 44th session (July/August): ICSC took up discussion of its work programme for 1997. 

Recalling its previous discussions with respect to the scope of its mandate and the 

repeated requests by the GA that attention be given to all aspects of that mandate, ICSC 

approved the work programme as proposed. It considered moreover that its experience 

over the past year with respect to its working methods, i.e. taking at its first session 

substantive decisions only and adopting the report at the second session, had proved 

positive. It therefore felt that more could be accomplished in two sessions of 

approximately two weeks each rather than a single four-week session, and requested its 

Executive Secretary to undertake the necessary arrangements relating thereto 

[ICSC/44/R.12, para. 51]. 

In resolution 51/216, the GA requested ICSC to take the lead in analysing new 

approaches in the human resources management field so as to develop standards, 

methods and arrangements that would respond to the specific needs, especially 

regarding future staffing, of the organizations of the UN common system, including 

consideration of flexible contractual arrangements, performance-based pay and the 

introduction of special occupational pay rates, and to report to the GA thereon at its 

53rd session.  



SECTION 1.50 

BUDGETARY AND ADMINISTRATIVE ARRANGEMENTS  

1975 1st session (May): ICSC noted that the GA at its 29th session had approved a total 

budget for ICSC for the period 1 April to 31 December 1975 in the amount of 

$920,000. ICSC observed that the staffing and the general level of the budget provided 

enabled it only to assume its ongoing functions under art. 11 of its statute (classification 

of duty stations for the purpose of applying post adjustments - including the making of 

cost-of-living surveys - and the fixing of daily subsistence allowance rates) and, to a 

limited extent, the work required in connection with the review of the UN salary 

system, to which the GA had requested ICSC to give priority. It emphasized the 

importance of its beginning work at the earliest possible date, subject to that priority 

task, on the other functions assigned to it by its statute. ICSC approved the 

establishment of three GS posts of secretaries to the Chairman, Vice-Chairman and 

Executive Secretary, for which funds had been included in the budget approved by the 

GA, but which had not been included in the manning table. It also approved the 

establishment of an additional post at the P-5 level to work on salary studies in 

connection with the review of the salary system and also to assist the Executive 

Secretary in the preparation of reports [A/10030, paras. 73-75].  

After consultations with his colleagues in ACC and the Chairman of ICSC, as called for 

by article 20(2), of the statute, the UN/SG announced on 4 April 1975 the appointment 

of Mr. Roger Barnes of UNESCO as Executive Secretary of ICSC. After similar 

consultations, the UN/SG approved the transfer to the post (D-1) of Deputy Executive 

Secretary and Chief of the Salaries and Allowances Division of Mr. Robert L. Smith of 

the UN.  

The incumbents of two of the three P-4 posts transferred from the UN Secretariat to that 

of ICSC were transferred with their posts, to continue their previous duties in 

connection with the classification of duty stations for post adjustment purposes and the 

fixing of daily subsistence rates [A/10030, paras 76-78].  

ICSC considered the situation of the staff working hitherto in the statistical offices of 

the UN and ILO on cost-of-living surveys. With the transfer of this function to ICSC 

under art. 11 of its statute, the posts concerned had been included in ICSC's manning 

table. It decided that, for the time being, the staff concerned should remain in the 

statistical offices of the UN and ILO respectively, which would be responsible for the 

technical and administrative supervision of their work. ICSC would, however, 

determine their programme of work and receive the results. This arrangement was 

accepted by the UN/SG and the Director-General of ILO.  

Leaving aside these posts (4 P and 8 GS in New York, and 2 P and 3 GS in Geneva), 

ICSC's manning table in 1975 thus comprised the following posts: 1 D-2 (Executive 

Secretary); 1 D-1 (Deputy Executive Secretary and Chief of Salaries and Allowances 

Division; 1 P-5 (Salary Studies); 3 P-4 (Pay research); 7 GS [A/10030, paras. 79-80].  



2nd session (August): ICSC considered its proposals regarding the budget estimates for 

the biennium 1976-1977. It took account of two sessions in each of the years 1976 and 

1977, one of the sessions in 1976 to be held in Rome and one in 1977 in Vienna; the 

body to be established as a successor to ECPA (ACPAQ) and the arrangements for cost-

of-living surveys. ICSC considered it essential that it begin to assume its responsibilities 

on other matters at the earliest possible time. Additional posts were proposed to be 

established during the biennium in relation to the following matters: (a) salary scales for 

the GS category (two P and two GS posts for the conduct of a survey in the latter part of 

1977); (b) job classification standards (no additional costs were foreseen, but ICSC 

could propose changes in the budget for 1977 in 1976 in the light of further experience 

in the development of its activities); (c) recruitment (one P and one GS post to be 

established in 1977) and career development, staff training and evaluation of staff 

(preliminary surveys to be carried out by consultants in 1976, but no additional posts); 

(d) development of common staff regulations. ICSC proposed to entrust preparatory 

work in 1976 to a consultant and, subsequently, for the detailed work of drafting, to 

establish a P post and a GS post from the middle of 1977. The total cost of these 

proposals (allowing also for a corresponding minimum increase in the general operating 

costs of ICSC) was estimated at some $190,000 for the biennium. Added to the estimate 

for the basic budget, this would give a total budget for the biennium some 7 to 8 per 

cent above the re-costed 1975 level (1.7 per cent in 1976, 12 per cent in 1977) 

[A/10030, paras. 83-90].  

1977 5th session (February/March): ICSC took note of the report on the status of its budget 

for 1976-1977 and on changes in the staffing of its secretariat of ICSC [ICSC/R.76, part 

A]. In compliance with article 21(2) of its statute, ICSC considered the proposals it 

should make regarding its budget estimates for the biennium 1978-1979. ICSC/R.76, 

part B, states that it should endeavour to keep its budget within a figure of 2 per cent 

"real growth". It decided however to recommend that the amounts of the honoraria of 

the Chairman and Vice-Chairman be increased as from the beginning of the biennium, 

instead of from 1 January 1979. It noted that an additional P-2 post would be requested 

for the cost-of-living survey section attached to the Statistical Office of the UN 

Secretariat in New York and that the grade of the post of Chief of the Salaries and 

Allowances Division would be maintained in the manning table at D-1. ICSC further 

decided that the arrangement approved at the 1st session (cf. ICSC/R.8, para. 60), 

whereby the statisticians of the cost-of-living survey sections in New York and Geneva 

should be placed "for the time being" under the technical and administrative supervision 

of the directors of the Statistical Offices of the UN and of ILO, should be reviewed in 

the course of the next one or two years [ICSC/R.77, paras. 153-155].  

On the recommendation of the Fifth Committee in connection with a proposal that the 

honorarium of the Chairman of ACABQ be aligned with that of the Chairman of ICSC, 

the GA postponed action on the increase of honoraria. The GA, by resolution 32/212: 

(a) decided to consider on a priority basis at its 33rd session the proposals of the SG 

with regard to compensation for the two full-time Commissioners of ICSC and the 

relevant comments of ACABQ without prejudice to the possibility of retroactive action 

on these proposals; (b) requested the UN/SG, with such advice as he deemed desirable, 



to prepare, in the context of the comprehensive study of the question of honoraria, a 

study of the conditions of service and compensation appropriate for those officers other 

than Secretariat officials serving the GA whose terms and conditions of selection, duties 

and responsibilities preclude active engagement by governmental, intergovernmental or 

other specified entities. As a result of this resolution, the budget estimates were reduced 

by $36,000 [ICSC/R.98, para. 9].  

1978 7th session (February/March): ICSC took note of the approval by the GA of its 

programme budget for the biennium 1978-1979. It noted with regret the decision to 

defer action on the recommendations for an increase in the honoraria of its Chairman 

and Vice-Chairman. Members of the Fifth Committee had drawn a parallel between the 

situations of the ICSC Chairman and the Chairman of ACABQ. ICSC pointed out that 

there were differences in the ways these officers were appointed and in the nature of 

their duties and responsibilities. ICSC expressed the firm hope that both the SG, in the 

study of the question he was requested to make, and the GA, would resume 

consideration of the matter on a priority basis at its 33rd session [A/33/30, paras. 26-

27].  

ICSC was apprised of decision 32/198 by the GA at its 32nd session on the 

recommendation of the Fifth Committee, regarding the class of travel of members of 

organs and subsidiary organs of the GA. Members of ICSC felt that their situation was 

not comparable to that of salaried senior officials of the UN Secretariat who were also 

affected by the decision. The distinction introduced between those members who 

continued to be entitled to travel first class and those who no longer were was also, in 

the Commission's view, invidious. ICSC trusted that the GA would reexamine the 

decision at its 33rd session, in full knowledge of all the implications concerning the 

different categories of persons affected by it [A/33/30, paras. 28-29].  

By resolution 33/116 B, the GA: (a) took note with appreciation of the report of the SG 

on conditions of service and compensation for officials, other than Secretariat officials, 

serving the GA, and of the related report of ACABQ; (b) recalled section VI of its 

resolution 32/212 of 21 December 1977; (c) decided that salary, entitlements, other 

forms of remuneration and conditions of service of full-time members of ICSC and of 

the Chairman of ACABQ should continue to be set by the GA outside the common 

system, since it was essential that these officials be treated in every way as independent 

of the secretariats; (d) approved for an annual compensation of $55,000 the full-time 

members of ICSC and the Chairman of ACABQ, with an additional allowance of 

$5,000 for the Chairman of ICSC and the Chairman of the Advisory Committee, 

effective 1 January 1979; (e) approved also the other conditions of service for the above 

described officials as recommended by the Advisory Committee in its report; (f) 

decided that the compensation of full-time members of ICSC and of the Chairman of 

ACABQ should continue to be reviewed every four years or when the consumer price 

index in the USA has risen by 10 per cent since the last review, whichever comes first.  



By resolution 33/116 C, the GA decided to postpone action concerning the 

comprehensive study of the question of honoraria payable to members of organs and 

subsidiary organs of the UN until its 34th session.  

1979 9th session (February/March): ICSC noted GA resolution 33/116 B regarding the 

salary, entitlements and other forms of remuneration and conditions of service of the 

two full-time Commissioners of ICSC [A/34/30, para. 32].  

ICSC considered the proposals it should make regarding its budget for 1980-1981It 

noted that since its creation it had been operating on the basis of a budget which had 

been very greatly reduced, on the recommendations of ACABQ, compared with that 

which ACC had originally deemed necessary. That reduced budget had been based on 

the belief that "the build-up of the staff should be related to the Commission's ability to 

assume and discharge its full range of responsibilities". It had reached the point where it 

was ready to enter fully upon its tasks under arts. 13 and 14 of the statute - and indeed 

had been encouraged to do so by the GA. Having heard the views of CCAQ and FICSA 

ICSC consequently decided to propose that its secretariat be strengthened in the area of 

work under arts. 13 and 14 by the addition of three P posts (two P-4s and one P-3) and 

corresponding GS posts, the establishment of these posts to be staggered over the 

biennium in keeping with actual needs. ICSC noted that the implementation of these 

measures would entail a real growth in the budget of the order of 15 per cent 

[ICSC/R.16, paras. 157, 160 and 162].  

The GA, by resolution 34/233: (a) authorized the UN/SG to promulgate the proposed 

rules governing compensation to members of commissions, committees or similar 

bodies in the event of death, injury or illness attributable to service with the UN, 

amended as indicated in the report of ACABQ; (b) decided that the rules should apply 

to members of all commissions, committees and similar bodies in respect of which the 

UN paid daily subsistence allowance or annual remuneration and any such bodies as 

may in future be certified by the SG as falling into such a category; (c) also decided that 

the scale of compensation contained in the rules should be reviewed by the UN/SG at 

least once every four years, in the light of inflation and currency fluctuations since the 

previous review, and that he should make appropriate recommendations in the context 

of the proposed programme budget for the appropriate biennium; (d) decided that the 

UN/SG should examine the feasibility of providing insurance coverage for members of 

commissions, committees or similar bodies to meet the cost of medical or dental 

treatment of an emergency nature which became necessary during a period of service to 

the Organization but which would not be connected with a service-incurred injury (for 

which compensation would already be payable under the rules recommended above), on 

the understanding that coverage paid for by the UN would be provided only to the 

extent that the affected person is not otherwise covered by an insurance or 

compensation schemes.  

In respect of the compensation of the Chairman and Vice-Chairman of ICSC, the GA 

approved as an interim measure, pending a review at its 35th session, an annual 

compensation of $59,000 to the two full-time members of ICSC and the Chairman of 



ACABQ, with an additional allowance of $5,000 for the Chairman of ICSC and the 

Chairman of the Advisory Committee, effective 1 January 1980.  

The 1980-1981 budget was adopted by the GA after the following reductions as 

recommended by ACABQ: (a) of the three P posts and four GS posts proposed, only 

two P posts and two GS posts were approved; (b) reductions in general operating 

expenses and for furniture and equipment; (c) reduced increase in the provision for staff 

travel. The reductions totalled $153,800, resulting in a budget estimate of $3,986,200 

[ICSC/R.195, para. 9].  

1980 11th session (February/March): ICSC considered a recommendation from ACPAQ 

and supported by CCAQ and FICSA, that the resources of ICSC's Cost-of-Living 

Section should be strengthened, both in terms of posts and of computer facilities. One 

vacant P post in the secretariat was temporarily redeployed as an interim measure, to be 

used for recruitment of a statistician to undertake research needed for refining existing 

procedures. An assessment of resources needed was requested for the 12th session 

[A/35/30, para. 315].  

12th session (July/August): ICSC decided that a request for a P-3, G-5 and G-4 

post for the year 1981 should be submitted to the GA at its 35th session. ICSC also 

requested the Executive Secretary to submit a study of long-term needs together with 

clear data justifying additional resources needed [A/35/30, paras. 322-323].  

The GA, by resolution 35/214, approved the above request on a temporary basis, 

pending the study of the long-term needs of the ICSC secretariat to be submitted to the 

GA at its 36th session.  

By resolution 35/218 on the comprehensive study of the question of honoraria to 

members of organs and subsidiary organs of the UN, the GA reaffirmed the principle 

enunciated in its resolution 2489 (XXIII) (1968), according to which neither a fee nor 

any other remuneration in addition to subsistence allowances at the standard rate shall 

normally be paid to members of organs or subsidiary organs unless expressly decided 

upon by the GA.  

By resolution 35/221, the GA decided to raise the annual compensation of the two full-

time members of ICSC and of the Chairman of ACABQ to $67,000, with an additional 

allowance of $5,000. It also decided to review the compensation again at its 40th 

session and thereafter normally every five years. In between such periodic reviews, the 

annual compensation would be adjusted in accordance with the procedure described in 

para. 11 of the report of the SG (A/C.5/35/53).  

1981 13th session (February/March): ICSC considered the first performance report on the 

programme budget for the biennium 1980-1981 on the basis of document ICSC/R.265, 

in which an overall deficit of approximately $610,700 was reported. Additional 

appropriations approved by the GA at its 35th session had reduced that deficit by 

$134,600 to approximately $476,100. ICSC took note of the information and 



explanations of the causative factors submitted by the Executive Secretary. It decided to 

revert to the matter at its 14th session in the light of updated information in the second 

budget performance report which it expected to receive from its secretariat 

[ICSC/R.267, paras. 200-201].  

ICSC had before it document ICSC/R.266 on the draft programme budget for the 

biennium 1982-1983, in which the secretariat had provided indications of resource 

requirements and costings thereof based on the draft programme of work submitted in 

document ICSC/R.243/Add.1 and Corr.1. ICSC was aware of budgetary constraints, 

particularly at a time when growth of budget volume was increasingly coming under 

detailed scrutiny by the legislative organs of the organizations in the common system. 

Though fiscal restraint should be borne in mind, most of the members felt that it was 

necessary to have the budget proposals reflect the numerous priority matters which 

ICSC was being called upon to deal with. Further, specific requests from the GA and 

the other legislative organs of the common system requiring action by ICSC needed to 

be seen in the context of the programme of work and the consequential impact on the 

available overall resources. ICSC instructed its secretariat to prepare, for consideration 

at the 14th session, two versions of draft programme budget proposals for the biennium.  

1982-1983: one based on a zero real growth, and the other reflecting an overall growth 

in real terms on the order of 8 to 10 per cent [ICSC/R.267, paras. 202, 212 and 216].  

14th session (July): ICSC took note of the performance report on the programme 

budget for the biennium 1980-1981 (ICSC/297). The estimated deficit for the biennium 

was $254,000, aside from a charge of $146,000 that was included in the current 

accounts which had been incurred in the previous biennium and normally would have 

been charged to that budget. ICSC requested that expenditures in the 1982-1983 

biennium be regulated and controlled so as to avoid any overspending of the budget 

eventually approved by the GA at its 36th session [ICSC/R.302, para. 124].  

ICSC established its budget for the 1982-1983 biennium on the basis of maintaining 

two sessions per year, each of three weeks' duration. Moreover, in view of the 

budgetary constraints to which ICSC was subjected, it could not but agree to hold these 

two sessions in New York. It was understood that the conference servicing would be 

provided in New York by the UN without a charge being levied on the Commission's 

budget so long as there was adequate advance planning. Accordingly, it was agreed that 

no funds would be provided for that purpose in the Commission's budget proposals 

[ICSC/R.302, para. 133].  

ICSC reviewed its minimum programme requirements for the next biennium in the light 

of the need for budgetary restraints. The first draft budget that was considered at the 

13th session had provided for a real growth of 23 per cent which had been reduced to 

approximately 15 per cent in the draft proposal considered at the 14th session. After a 

further review of each main area of expenditure ICSC agreed to include the specific 

increases in requirements in its 1982-1983 budget proposals related to word processing 

equipment and reclassification of posts. ICSC further agreed to reductions below the 



1980-1981 appropriation levels in respect of external printing, supplies and materials 

and consultants and in the case of overtime, travel of staff and certain other general 

operating expenses, agreed to reductions to amounts below the anticipated level of the 

1980-1981 actual expenditures [ICSC/R.302, paras. 136-137].  

1982 15th session (March): ICSC noted GA resolution 36/240 which approved its budget 

for 1982-1983 [A/37/30, para. 28].  

16th session (July): ICSC had before it a proposal to increase computer facilities linked 

to the main frame in the New York Computing Service along with revised estimates of 

requirements in 1983 based on the work programme for cost-of-living surveys 

[ICSC/16/R.21]. ICSC was informed that a part of the requirement for 1983 could be 

absorbed by the 1982-1983 budget or covered from savings in other objects of 

expenditure and therefore an additional amount of $114,700 would be required in the 

budget for 1983.  

ICSC agreed to increase the data processing capability of the Cost-of-Living Division 

through increased computerization [ICSC/16/R.24, paras. 84 and 87].  

ICSC also considered document ICSC/16/R.22 containing a budget report for the year 

1982, a projection of expenditures for the biennium and details of objects of 

expenditures for which supplementary allocations would be required, along with 

appropriate justifications. Whilst the additional appropriation required amounted to a 

3.3 per cent increase over the period, the items causing this increase were all directly 

attributable to decisions relating to ICSC, outside the budgetary control of its 

secretariat, in particular the cost of production of post adjustment booklets for the 

common system as a whole, the necessity for an additional meeting of ACPAQ, 

compensation of the permanent members of ICSC and computerization of the Cost-of-

Living Division [ICSC/16/R.22, paras. 88-89].  

With regard to the classification of the P posts of its secretariat, ICSC considered 

further written and oral information from the two consultants who had undertaken a 

review of such posts in accordance with the ICSC Master Standard of common system 

job classification standards and Tier II standard for personnel management specialists. 

ICSC agreed with the proposal to reclassify the posts of Chief of the Cost-of-Living 

Division and Chief of the Personnel Policy Division from P-5 to D-1 as well as that of a 

job classification specialist graded P-3 to P-4, noting that the costs involved could be 

contained within the overall costs of established posts in the 1982-1983 budget and that 

it was not necessary to freeze any posts [ICSC/16/R.22, para. 91].  

Following a discussion of the need for the supplementary allocations described in 

document ICSC/16/R.22, ICSC supported a request to the GA for additional 

appropriations [ICSC/16/R.22, para. 93] .  



The GA approved slightly scaled down additional appropriations by resolution 37/243 

[ICSC/17/R.2, para. 45].  

By resolution 37/237, the GA took note of the report of the SG on first-class travel in 

the UN and the related oral report of ACABQ and concurred with the interpretation of 

para. 2(b) of resolution 32/198 (1977) proposed by the SG in his report (A/C.5/37/18 

and Corr.1), in respect of the travel of members of organs, subsidiary organs or other 

bodies established by the GA whose membership consists of persons serving in their 

individual capacities and chairmen of intergovernmental committees who travel at UN 

expense. 

1983 18th session (July/August): ICSC considered a progress report on the programme 

budget (ICSC/18/R.30) and an additional conference room paper. The secretariat 

anticipated a net saving in the 1982-1983 budget, mostly owing to underexpenditure 

within the personnel component of the budget. The secretariat drew ICSC's attention to 

the expected overexpenditures for rent of premises and rent of equipment, as well as 

costs imposed on the budget by additional travel that would be required in 1983 

[ICSC/18/R.33, para. 158].  

The need for overexpenditure on travel was necessitated in particular by the special 

ICSC session which would take place in November 1983 [ICSC/18/R.33, para. 158 and 

160].  

ICSC considered the draft programme budget as submitted by its secretariat in 

document ICSC/18/R.31. The proposals of the secretariat would result in a real growth 

at 1983 costs of 3.2 per cent with the growth resulting mostly from: (a) proposals for 

ICSC to meet at a field location; (b) an increase in two GS posts within the secretariat; 

(c) increased travel costs of the secretariat; (d) increases due to the expanded ICSC 

publications programme. The total 1984-1985 budget estimates amounted to $7,190,400 

[ICSC/18/R.33, paras. 161-162].  

ICSC reduced its proposed work programme, including, inter alia, the rate of 

promulgation of Tier II classification standards, work on the conditions of service other 

than salaries and the pace of work on Tier III standards and the development of 

common staff regulations. Those changes allowed the ICSC secretariat to reduce 

proposals in the budget for its travel by $25,000. ICSC further decided to: (a) restrict 

the increases in the personnel component by eliminating the request for an additional 

secretary; (b) make provision for an additional amount of temporary assistance to offset, 

to some extent, the reduction in requested posts; (c) eliminate the provision for a 

meeting of ICSC to be held in a non-headquarters duty station; (d) reduce publication of 

the Common System by one issue per annum.  

ICSC agreed to the budget as amended by the above decisions which would limit the 

real growth of the budget to approximately 1.4 per cent [ICSC/18/R.33, paras. 166-

167]. The proposed 1984-1985 budget amounting to $7,107,100 was approved by the 

GA at its 38th session [ICSC/19/R.2, para. 63].  



1984 19th session (March): ICSC had before it a conference room paper prepared by the 

Executive Secretary containing, inter alia: (a) proposals for improving the 

administration of ICSC personnel under the decentralized arrangements, in view of long 

delays experienced in the past. They involved the establishment of an administrative 

unit within the ICSC secretariat, including the addition of an officer at the P-3 level 

who would perform duties similar to those entrusted to an executive officer or 

administrative officer in United Nations units of comparable size; (b) improvements in 

other administrative arrangements for ICSC and its secretariat. The proposed 

administrative unit would undertake directly such functions as procurement, supplies 

and other general services currently centralized in the UN, within the provision of the 

ICSC's budget [ICSC/19/R.22, para. 227].  

ICSC agreed with the proposal to establish as soon as possible in the current year the 

post of administrative officer at the P-3 level in the ICSC secretariat. As there was no 

vacant P post in the ICSC secretariat, it was not feasible or desirable to redeploy 

existing resources within the current approved budget. ICSC therefore requested that 

the UN, which had considerably more financial and human resources, be approached, 

with a view to making a full-time P post available to the ICSC secretariat for that 

purpose until the item could be included in the next regular budget of ICSC 

[ICSC/19/R.22, paras., 234-235].  

20th session (July): ICSC noted the final report on the 1982-1983 programme 

(ICSC/20/R.25). Final expenditures were expected to exceed the allocated budget by 

$3,400. ICSC was informed of the current and projected performance of the 1984-1985 

programme budget (ICSC/26/R.26). The secretariat had identified three programme 

elements which would require supplementary funding and proposed a request for 

$106,300 to cover the cost of computerization of salary and allowances data, additional 

funds required for ICSC to meet in a non-HQ duty station and a post of administrative 

officer in the secretariat [ICSC/20/R.28, paras., 134-136].  

ICSC decided that no request should be made for additional funds to have a session in a 

non-HQ duty station in the course of 1985. In so doing, however, ICSC unanimously 

reiterated its conviction that, after 10 years of its existence, it should hold some future 

meetings at non-HQ duty stations. It requested its secretariat to take steps to ensure that 

one such session per year was funded on a full-budget basis in future bienniums, 

including sessions in the field. For March 1985, however, every effort should be made 

for ICSC to meet in London, if Bangkok was not feasible and if costs could be met from 

existing budgetary provisions. ICSC agreed to request an allocation of $26,100 to cover 

the cost of a P-3 administrative officer, commencing in 1985, and to include a request 

for $40,000 to cover the cost of preparing computer programs for common system use 

in respect of data banks on post adjustment and classification of duty stations. ICSC 

noted, however, that CCAQ (FB) would be examining the feasibility of carrying out 

that work through the existing resources of the UN common system and that, therefore, 

the final amount charged to the ICSC budget might be less than the amount indicated 

[ICSC/20/R.28, paras. 139-140].  



1985 21st session (March): ICSC took note of GA resolution 39/237 approving an additional 

appropriation of $51,500 for computerization but excluding the P-3 administrative 

officer post [ICSC/21/R.2, para. 50].  

ICSC considered the draft 1986-1987 programme budget as submitted by its secretariat 

[ICSC/21/R.22]. The proposals of the secretariat would have given a real net budgetary 

growth, at 1985 costs, of 2.9 per cent with growth resulting mostly from: (a) proposals 

for ICSC to meet at a field location; (b) an increase of one P post within the secretariat; 

(c) a study of total compensation based on expatriate elements of remuneration.  

ICSC also had before it a progress report on implementation of the 1984-1985 

programme budget as well as a report by two independent consultants on a 

reclassification study of selected posts in the ICSC secretariat [ICSC/21/R.24, para. 

242].  

ICSC also noted that the report submitted by the consultants engaged to study the 

reclassification of selected posts in the ICSC secretariat could only confirm two out of 

six proposed regradings and that, therefore, the result of the study was to decrease the 

requested net real growth from 2.9 per cent to 2.1 per cent [ICSC/21/R.24, para. 248].  

ICSC decided to keep its programme budget proposals for 1986-1987 to a minimum 

providing for zero real growth or something close to it. ICSC eliminated a proposed 

study on total compensation including expatriate benefits from its 1986-1987 

programme budget and postponed action to be taken in the development of common 

staff regulations and consideration of staff/management relations under arts. 15 and 16 

of the statute. ICSC noted that the result of such decisions was to reduce the budget by 

an amount of $91,000 under the allocation for consultants (thus further decreasing real 

growth to 0.8 per cent). ICSC did, however, agree that the study of special pay systems 

within the comparator country should be continued and placed on the work programme 

along with a new equivalency study [ICSC/21/R.24, para. 250].  

Concerning the proposal for a new post of Administrative Officer (P-3), to be added to 

the secretariat, ICSC noted the stated intent of the UN to provide improved 

administrative support to ICSC. ICSC noted that elimination of the post would bring the 

budget within the target of zero growth. ICSC also agreed that the two requested 

reclassifications would be reconsidered at the same time, particularly the proposed 

upgrading of a GS post [ICSC/21/R.24, para. 251].  

ICSC also considered the funding and the venue of its spring session. ICSC maintained 

its conviction that it should hold some future meetings at non-HQ duty stations, and that 

funding for those meetings should be provided in future budgets; however, that should 

not entail a breach of financial restraint. ICSC therefore agreed to include a token figure 

of approximately $70,000 for the funding of such a meeting, subject to maintaining a 

zero growth budget, on the understanding that it would take a decision at its 22nd 

session on the precise venue of its 1986 spring session [ICSC/21/R.24, para. 252].  



22nd session (July): ICSC considered recent information on the 1986-1987 

programme budget [ICSC/22/R.22]. It noted the issues raised by its secretariat and the 

organizations and in particular that final arrangements would be concluded shortly 

concerning administrative support. ICSC also noted that, in respect of the proposed 

reclassification of a GS post, the revised job description had been forwarded to the UN 

Budget Division as long ago as April 1985. ICSC: (a) agreed to hold its spring 1986 

meeting at Nairobi, subject to appropriate details being finalized with the UN; (b) 

decided to remove the post of Administrative Officer from its proposed 1986-1987 

programme budget; (c) decided to maintain the budgetary provision for the 

reclassification of one GS post subject to the final outcome of the UN overall review of 

the classification of GS posts; (d) noted that the above decisions resulted in a budget 

which would show a decrease of approximately 0.4 per cent over the 1985 maintenance 

base [ICSC/22/R.23, paras. 194-195].  

By resolution 40/256, the GA: (a) affirmed the principle that the conditions of service 

for the Chairman and Vice-Chairman of ICSC and for the Chairman of ACABQ should 

be separate and distinct from those of UN Secretariat officials; (b) decided that the 

annual compensation of the two full-time members of ICSC and of the Chairman of 

ACABQ remained at its current level, i.e. $82,056 with an additional allowance of 

$5,000 for the Chairman of ICSC and the Chairman of the Advisory Committee; (c) 

approved the recommendation of ACABQ in para.11 of its report with regard to the 

Chairman and Vice-Chairman of ICSC and the Chairman of the Advisory Committee 

and decided that the other conditions of service for these officials remained unchanged; 

(d) decided that the compensation and other conditions of service of the full-time 

members of ICSC and of the Chairman of ACABQ would next be reviewed at the 45th 

session of the GA and that, pending such review, the annual compensation would be 

adjusted in accordance with the procedure approved in GA resolution 35/221.  

1986 23rd session (March): ICSC took note of resolution 40/253 in which the GA had 

approved the 1986-1987 programme budget. While ICSC had included a provision for 

holding its 1987 spring session at Geneva, the Committee on Conferences had indicated 

that it would be held at UN HQ in New York. As a result, the budget was reduced by 

$60,000. No provision was made for eventual decisions on the upgrading of GS posts 

[ICSC/23/R.2].  

24th session (July): ICSC took note of document ICSC/24/R.21 in which its secretariat 

provided a detailed report on expenditure and obligations established at 31 March 1986 

in respect of the 1984-1985 programme budget. The report showed expenditure and 

obligations in the amount of $7,136,400, reflecting an under-expenditure of $225,800, 

or 3.1 per cent for the biennium [ICSC/24/R.2, paras 91 and 94].  

In regard to administrative support for the secretariat ICSC approved the arrangements 

to be provided in future by the Executive Office of the Department of International 

Economic and Social Affairs (DIESA) of the UN Secretariat [ICSC/24/R.22, para. 

101].  



1987 25th session (March): ICSC considered the proposed programme budget for 1988-

1989 (ICSC/25/R.17). The proposed budget of $8,227,100 represented an increase of 

$153,400 or 1.9 per cent over the revalued resource base for the current programme 

budget for 1986-1987 [ICSC/25/R.18, para. 176]. Members agreed that at the current 

time of financial austerity in the organizations, ICSC, too, should make every effort to 

reduce its budget to one of zero growth. After reviewing the programme budget 

proposals of its secretariat for 1988-1989, ICSC decided: (a) to request the UN to 

subtract $60,900 from resource growth and include it in the 1988-1989 revalued 

resource base; (b) to make reductions in the proposals submitted by its secretariat in 

document ICSC/25/R.17 to an amount of $121,000. The savings thus effected in its 

budget for 1988-1989 would represent a real growth decrease over 1986-1987 of -0.7 

per cent, according to calculations of the UN Budget Division [ICSC/25/R.18, paras. 

176, 179 and 184].  

26th session (July): ICSC took note of the performance report on its 1986-1987 

programme budget (ICSC/26/R.24) based on known obligations and estimated 

requirements for the biennium as established at 30 April 1987 [ICSC/25/R.18, paras. 

129 and 134]. The GA approved the final budget appropriations by its resolution 

42/213. The 1988-1989 budget was approved by GA resolution 42/226.  

By its resolution 42/214 (Standards of accommodation for air travel), the GA: (a) took 

note of the report of the SG on standards of accommodation for air travel and the 

related report of ACABQ; (b) decided that all individuals, with the exception of the SG 

and the heads of delegations of the least developed countries to the regular and special 

sessions of the GA, whose travel is financed by UN organizations and programmes and 

who were previously entitled to first-class accommodations, will be required to travel at 

the class immediately below first class; (c) authorized the SG to exercise his discretion 

in making exceptions to allow first-class travel on a case-by-case basis; (d) requested 

the SG to report annually to the GA on the implementation of the present resolution, 

noting all exceptions made, and the reasons for those exceptions.  

1988 28th session (July): ICSC took note of the financial performance report on the 1986-

1987 programme budget. It also noted the proposals of the organizations for a reduction 

in posts in the ICSC secretariat. However, bearing in mind the current backlog of some 

eight months in the processing of cost-of-living surveys and the constant representations 

for surveys to be carried out at field duty stations, the matter had to be approached with 

some caution. If staff cuts were made in vital areas without due regard to the 

consequences of such actions, the organizations and staff would suffer. The Chairman 

recalled the correspondence with the UN Administration in this regard which seemed to 

indicate that recommendation 15 of the Group of High-level Intergovernmental Experts 

did not apply to the ICSC secretariat. While ICSC concurred with this view, it 

nevertheless requested its secretariat to seek economies and to discuss the matter further 

with CCAQ. The outcome of such discussions should be taken into account in the 

preparation of the budget for the next biennium [ICSC/28/R.15, paras. 82-83].  



1989 29th session (March): ICSC considered programme budget proposals submitted by the 

secretariat for the biennium 1990-1991 (ICSC/29/R.10 and Corr.1 and 

ICSC/29/CRP.3). It noted that these reflected the ACC recommendation that the staffing 

level in the ICSC secretariat should be reduced by two P posts (one P-4 and one P-3) in 

the Personnel Policies Division, one P post (P-4) in the Cost-of-Living Division and 

two GS posts. Having noted the statements made by the ICSC secretariat and CCAQ, 

ICSC agreed that it would be preferable to eliminate one P-4 and two P-3 posts. 

Supplementary information provided by the secretariat reflected some reductions in 

other objects of expenditure, including consultants. ICSC decided to approve the 

proposed programme of work and the budget for the biennium 1990-1991 as amended, 

on the understanding that the reduction in five posts would consist of two GS posts and 

three P level posts (one P-4 and two P-3s) [ICSC/29/R. 11, para. 80].  

1991 33rd session (March): ICSC had before it the secretariat's programme budget 

proposals for the biennium 1992-1993 (ICSC/33/R.14). In view of the decisions taken 

by ICSC regarding its working methods, the use of external data etc., the secretariat was 

proposing a budget showing an increase in real terms of approximately 1.2 per cent. 

Bearing in mind the view of the organizations that no increase in resource requirements 

could be sustained, ICSC requested the secretariat to consult further with CCAQ with a 

view to arriving at a budget proposal without an increase in resource requirements. 

ICSC decided to submit its proposed budget to the United Nations Office of Programme 

Planning, Budget and Finance for inclusion as part of the Secretary-General's budget 

proposals for the 1992-1993 biennium [ICSC/33/R.16, paras. 122-128].  

1993 37th session (March): ICSC considered the proposed programme budget for the 

biennium 1994-1995 (ICSC/37/R.17). It took note of the programme of work for 

19941995 and decided that: (a) one P-3 post from the Cost-of-Living Division should 

be redeployed to the Personnel Policies Division; (b) one General Service post from the 

Cost-of-Living Division should be redeployed in the Salaries and Allowances Division; 

(c) the proposed budget should be submitted to the United Nations Office of 

Programme Planning, Budget and Finance for inclusion in the Secretary-General's 

budget proposals for the 19941995 biennium. [ICSC/37/R.18, paras. 206-218 and 

annex IX].  

1995 41st session (May): ICSC considered its programme budget for the biennium 1996-

1997 (ICSC/41/R.15 and ICSC/41/CRP.9).  

Regarding a comment by the CCAQ Chairman that the personnel directors of the 

organizations had not had a chance to look into the ICSC secretariat's programme 

realities and needs, ICSC noted that the details of the proposed programme of work 

which formed the basis of the secretariat's proposals regarding resource requirements 

for the next biennium had been communicated to the CCAQ secretariat in mid-January 

1995. CCAQ (FB) had considered the document containing the programme and 

resource requirements for ICSC at its February 1995 session and had submitted its 

recommendations for the reduction of 5 posts in the ICSC secretariat along with 

reductions in resource requirements for specific items of expenditure without any 

discussion of the programme with either the ICSC or its secretariat. ICSC was informed 



by the Executive Secretary that a programme review with senior UN officials had 

preceded the preparation of revised budget estimates. ICSC noted its secretariat's 

intention to maintain contact with the organizations with a view to carrying out a further 

review of the programme of work. It noted that the proposed management audit of 

ICSC and its secretariat could have an impact on ICSC resource requirements. The 

outcome of such discussions would be brought to the attention of ICSC in a timely 

manner. It noted also that the resource requirements for the biennium 19961997 

[ICSC/41/CRP.9, annex II] had been included as part of the UN/SG's budget for the 

next biennium. ICSC decided to endorse those resource requirements [ICSC/41/R.19, 

paras. 372 and 377-380].  

1997 45th session (April/May): ICSC considered its programme budget for the biennium 

19981999 (ICSC/45/R.12).  

ICSC noted that the proposed budget would result in a reduction of overall resources by 

3.9 per cent in real terms; concern was expressed whether this would have an impact on 

the ICSC's work. Proposed changes were (a) the abolition of a P-3 post in the Personnel 

Policies Division (PPD), (b) the abolition of a secretarial post in the Salaries and 

Allowances Division, (c) redeployment of one P-3 post (Programmer/Analyst) and of 

one GS post from the Cost-of-Living Division to the Office of the Executive Secretary, 

(d) redeployment of a P-5 post (Senior Pay Research Officer) to the Office of the 

Executive Secretary to accommodate a post for a senior attorney. In the discussion, 

concern was expressed regarding the reduction of posts in the PPD. CCAQ remained 

opposed to holding ICSC session in the field, and requested that sessions should be 

restricted to HQ locations, most frequently to New York and Geneva, as this would 

allow the greatest savings in terms of travel and subsistence allowance for the ICSC 

secretariat and the consultative partners. ICSC endorsed the work programme and the 

associated resource requirements [ICSC/46/R.10, para. 203].  



SECTION 1.60 

PERSONNEL ARRANGEMENTS 

1984 19th session (March): ICSC reviewed a note prepared by the Executive Secretary 

which dealt with, inter alia, the following issues: (a) the status of ICSC staff, in 

particular, current policies and procedures for the appointment and promotion of P and 

GS staff on UN letters of appointment, current arrangements for special post allowances 

and the lack of career appointments for P staff within the ICSC secretariat; (b) several 

proposals for changes in the above arrangements, two of which had come from the UN 

Secretariat: one for the institution of ICSC letters of appointment (similar to those 

which were earlier introduced for UNDP and UNICEF), and the other for granting of 

career contracts for ICSC P staff under the decentralized arrangements [ICSC/19/R.22, 

para. 227]. ICSC agreed with the necessity to establish improved procedures for the 

appointment and promotion of ICSC staff, including the introduction of career 

appointments on a selective basis for its P staff. ICSC agreed that detailed procedures 

for the appointment, promotion and career contracts of staff and special post allowances 

should be worked out further with the UN, CCAQ and the staff [ICSC/19/R.22, paras. 

234-235].  

20th session (July): ICSC was informed of developments in the consultations to 

regularize the status of ICSC staff and make improved arrangements for the 

appointment, promotion and permanent contracts for staff of the ICSC further to ICSC's 

discussions and decisions at its 19th session. It considered several communications 

between the Chairman of ICSC and the ASG of the UN Office of Personnel Services. It 

was also informed of inter-agency consultations which included representatives of 

CCAQ, the UN, other interested organizations and the ICSC secretariat. ICSC took note 

of the progress made in the consultations and requested that specific recommendations 

be made at its 21st session [ICSC/20/R.28, paras. 141 and 145].  

1985 21st session (March): ICSC was informed of the need to regularize and improve a 

number of personnel arrangements in force. They included: (a) the fact that many P 

staff continued to work under a series of fixed-term contracts; (b) the desire to secure 

improvements in the conditions of service of existing staff; (c) adequate and more 

efficient administrative servicing; (d) a proper legal basis, to be agreed by all interested 

parties, within which the secretariat staffing could be administered [ICSC/21/R.24, 

para. 253].  

ICSC noted the positive aspects of the proposals by the UN Secretariat to decentralize 

authority from the SG of the UN to the Chairman of ICSC, as well as the comments by 

the Chairman of CCAQ that organizations would do their utmost to find posts for ICSC 

staff in the event of a reduction in force, although the organizations were not in a 

position to give guarantees for continued service either for ICSC staff or for their own 

staff. Accordingly, ICSC requested the Chairman and Secretary of CCAQ and the ASG 

of the UN Office of Personnel Services and his colleagues at UNDP and UNICEF to 

hold further consultations with the Chairman, Executive Secretary and staff 



representatives of the ICSC secretariat on the two basic issues with a view to presenting 

agreed modified proposals to its 22nd session [ICSC/21/R.24, para. 262].  

22nd session (July): ICSC was informed that the personnel arrangements for the ICSC 

secretariat had not been finalized and that the UN had proposed that ICSC defer the 

item to its 23rd session. ICSC wished to receive final proposals on the issue at its 23rd 

session and urged all parties to cooperate fully in the consultation process to achieve 

that end [ICSC/22/R.23, paras. 183 and 190].  

1986 23rd session (March): ICSC considered a summary of progress made since the 22nd 

session on consultations, in particular with the UN Secretariat, on improving personnel 

arrangements for ICSC P staff. It was noted that agreement had not yet been reached on 

some important points. ICSC requested the UN Secretariat and its own secretariat to 

work towards the resolution of outstanding issues and to present to ICSC for final 

decision at its 24th session a proposal reflecting arrangements on which they had agreed 

[ICSC/23/R.19, paras. 193 and 199].  

24th session (July): ICSC was informed that there had not been progress in the 

consultations between its secretariat and the UN Secretariat. ICSC: (a) requested the 

UN Secretariat and its own secretariat to continue their consultations with a view to 

integrating more fully the ICSC personnel arrangements into those of the UN, while 

preserving the inter-agency character of ICSC and its secretariat when the current UN 

financial crisis had been settled; (b) approved the following interim arrangements for 

the appointment and promotion of P staff which were to take effect from 1 September 

1986 [ICSC/24/R.22, paras. 83 and 90]: (i) continuation of the current arrangements for 

appointment of staff at the P-5, D-1 and D-2 levels by the SG of the UN on the 

recommendation of the ICSC Chairman and after consultation with ACC; (ii) the same 

consultative process would be followed for the promotion of staff at the P-5, D-1 and 

D-2 levels as for the appointment of staff at those levels as specified in (i); (iii) an 

appointment and promotion committee would be established each year for established 

each year for a 12-month period for the consideration of appointments, promotion, 

special post allowances and permanent contracts of staff at levels P-1 to P-4.  

The Committee would consist of three members at the First Officer level (P-4) and 

above who would be appointed by the Chairman of ICSC after consultation with the 

ICSC secretariat staff representatives. CCAQ would be represented on the Committee 

in an ex officio capacity. The Committee would elect its own chairman from among the 

ICSC members on that Committee, and would establish its own working procedures; (d) 

new appointments and extension of appointments of ICSC P staff would be on UN 

contracts limited to service with ICSC until such time as arrangements were agreed for 

the consideration of ICSC staff through the UN appointments and promotions 

machinery when they could become eligible for UN appointments without any such 

limitations of service to ICSC [ICSC/24/R.20, para. 4 and ICSC/24/R.22, para. 89].  

1987 26th session (July): ICSC took note of a report provided by its secretariat on progress 

made over the last year in the above arrangements. In January 1987, an appointment 



and promotion committee had been established for staff at the P-1 to P-4 levels in which 

an ex officio member represented CCAQ, and the Deputy Executive Officer of the 

Department of International Economic and Social Affairs served as ex officio secretary 

[ICSC/26/R.25, paras. 119 and 128].  

1988 27th session (March): The Chairman informed ICSC on negotiations between the UN 

Secretariat and the ICSC secretariat that had resulted in a document that, subject to 

some changes still to be made, was acceptable on both sides. A full report on both 

future and existing staff would be presented to the 28th session for final consideration. 

ICSC took note of the progress made, bearing in mind that a final document on the 

appointment and recruitment policy of future staff and the resolution of the status of 

existing staff would be presented to ICSC at its 28th session [ICSC/27/R.24, paras. 228 

and 234].  

28th session (July): The Chairman informed ICSC that both the revised draft on 

arrangements for future staff and the UN proposal for present staff reached the ICSC 

secretariat the day before the opening of the session, rendering examination and review 

of the proposal impossible. He had no choice, therefore, but to postpone the item once 

again until such time as proper negotiations could take place and arrangements could be 

concluded [ICSC/28/R.15, para. 67].  

1989 30th session (July/August): ICSC had before it a note on personnel arrangements for 

the ICSC secretariat that included the draft arrangements negotiated between ICSC and 

the UN. ICSC expressed its satisfaction with the cooperation it had received from the 

UN in this undertaking after so many years of difficult discussion. ICSC concurred with 

the CCISUA representative regarding the ad hoc procedures proposed by the UN for the 

regularization of present ICSC secretarial staff; while accepting the UN proposal in its 

entirety, ICSC regretted that that particular point had not been resolved more 

satisfactorily. ICSC requested the UN to implement the proposed personnel 

arrangements as set out in document ICSC/30/R.6 as soon as possible with a view to the 

full integration of ICSC staff into the UN Secretariat. It further requested that the UN 

exhibit flexibility regarding the regularization of existing ICSC staff [ICSC/30/R.7, 

para. 37].  



CHAPTER 2 

SALARIES 

(PROFESSIONAL AND HIGHER CATEGORIES)  

SECTION 2.1.10 

THE NOBLEMAIRE PRINCIPLE  

1972 At its 27th session, when it decided in principle to establish ICSC, the GA also decided 

to refer to it the report of the Special Committee for the Review of the UN Salary 

System.  

1974 At the 29th session, the GA requested ICSC in resolution 3357 (XXIX) "to review as a 

matter of priority, the UN salary system in accordance with the decision in paragraph 5 

of General Assembly resolution 3042 (XXVII), and to submit a progress report to the 

Assembly at its 30th session." [A/10030, para. 25].  

1975 1st and 2nd sessions (May and August): In the ICSC review of the salary system the 

first aspect considered was the principle on which the level of remuneration of the P and 

higher categories should be based. Having reviewed the history of the Noblemaire 

principle since it was first formulated in the early days of the League of Nations, the 

way in which it had been applied in the UN and the deliberations of the Special 

Committee which led it to the conclusion "that there is no ready alternative" to the 

Noblemaire principle, ICSC came to the tentative opinion that, for the international civil 

service, only a global salary system could ensure both equity and the necessary mobility 

of staff. In line with the principle of "equal pay for equal work", no distinction could be 

admitted in the remuneration of internationally recruited staff on the grounds of their 

nationality or of salary levels in their own countries. Since the organizations must be 

able to recruit and retain staff from all Member States, the level of remuneration must 

be sufficient to attract those from the countries where salary levels are highest - with the 

inescapable consequence that the level would then be higher than would be needed to 

attract staff from countries with lower national salary levels and might appear excessive 

to the Governments and taxpayers of those countries. In order to determine the 

appropriate level of salaries for the UN the preliminary conclusion of ICSC, like that of 

its predecessors, was that no acceptable alternative could be found to the existing 

practice of comparison with the salaries of the national civil service of the Member 

State whose levels were found to be highest and which otherwise lent itself to a 

significant comparison [A/10030, para. 29].  

1976 3rd session (March): ICSC noted that the Preparatory Commission of the United 

Nations had recommended in 1945 that the "salary and allowance scales for the staffs of 

the United Nations and the various specialized agencies ... should compare favourably 

to those of the most highly paid home and foreign services, due account being taken of 

the special factors affecting service in the United Nations". Those factors had been 

defined by the 1949 Committee of Experts on Salary, Allowance and Leave Systems, 

basing itself on the report of the Preparatory Commission, in the following terms: "(a) 

the requirement of the Charter that the staff of the United Nations be characterized by 



`the highest standards of efficiency, competence and integrity', due regard being paid to 

its recruitment `on as wide a geographical basis as possible'; (b) the wide range of 

remuneration for comparable work prevailing in the government services of the 

Members of the United Nations and the need, therefore, to ensure that conditions of 

employment for internationally recruited staff compare favourably with those of the 

most highly paid home and foreign services; (c) the relatively better position of 

national, as compared with international, services, to guarantee stability and security of 

employment; (d) the more limited prospects of promotion to the highest posts in an 

international secretariat compared with such prospects in most national services; (e) the 

fact that a large proportion of any international staff is required to incur additional 

expense and to make certain sacrifices by living away from their own country." 

[A/31/30, para. 118].  

ICSC confirmed its preliminary conclusion made at the 1st session that no acceptable 

alternative could be found to the existing practice of comparison with the salaries of the 

national civil service of the Member State whose levels were found to be highest and 

which otherwise lent itself to a significant comparison [A/31/30, paras. 120 and 121].  

ICSC proceeded to consider, first, the way in which the principle should be applied, that 

is, the selection of the national civil service to be taken as the highest paid; the grades in 

the two services to be taken as equivalent; the elements of remuneration on either side 

to be taken into account; and the place at which the comparison should be made; 

secondly, the resulting level of remuneration; thirdly, the different elements making up 

the total remuneration [A/31/30, para. 122].  

1980 In resolution 35/214, the GA noted with appreciation the continuing efforts of ICSC to 

review the application of the Noblemaire principle, and invited ICSC to complete its 

examination as soon as possible, especially with a view to achieving comparability of 

total compensation of the UN remuneration of the P and higher categories with that of 

the selected comparator national civil service and to ascertaining whether the present 

comparator was still the highest paid civil service.  

1982 15th session (March): ICSC had before it document ICSC/15/R.3 which recalled the 

history of the Noblemaire principle. It decided to reaffirm the views that it had 

expressed earlier that the Noblemaire principle continued to be valid for the 

determination of P salaries. In view of the evidence that ICSC had collected as part of 

the comparator country study which it had completed at its 14th session, and given that 

no additional information relating to the continued use of the US federal civil service as 

the comparator had been brought to its attention, ICSC decided that the US should 

continue to remain the comparator under the Noblemaire principle [A/37/30, para. 

103].  

In view of the fact that ICSC could not reach a consensus concerning the manner in 

which the Noblemaire principle should be applied, it decided to postpone consideration 

of the matter to a future date. It also agreed that all other issues concerning the basis for 

the determination of salaries in the P and higher categories such as the level of the 



margin, the relationship between salaries and the level of responsibility, would also be 

considered when it reverted to the entire issue at a later date [A/37/30, para. 106]. 

1984 The GA reaffirmed in resolution 39/27 the Noblemaire principle as the basis for the 

determination of the level of remuneration for staff in the P and higher categories in 

New York, the base city for the PA system, and in other duty stations.  

1988 28th session (July): With regard to the basis for determining the level of remuneration: 

the definition and identification of the comparator(s) in the context of the 

comprehensive review of the conditions of service of the P and higher categories, ICSC 

noted that a decision would have to be taken on whether to retain, change or expand the 

present pay comparison based on the Noblemaire principle. In considering whether the 

comparison for the determination of the level of remuneration should continue to adhere 

strictly to the Noblemaire principle or whether it could or should be extended to include 

more than one national civil service, it was noted that the range of activities in which 

the organizations in the common system were involved and the nature of the external 

environment to which they related had changed since 1945 [A/43/30, paras. 52 and 53].  

The GA in resolution 43/226 provided the following guidance to ICSC for the conduct 

of the comprehensive review of conditions of service of the P and higher categories: (a) 

the Noblemaire principle should continue to serve as the basis of comparison between 

UN emoluments and those of the highest-paying civil service - currently the US federal 

civil service - which, by its size and structure, lent itself to such comparison; (b) ICSC 

should review how best the application of the Noblemaire principle could ensure the 

competitiveness of UN remuneration without resorting to comparison with the private 

sector. By the same resolution, the GA provided that ICSC should examine all elements 

of the present conditions of service, and after identifying problems relating to staff 

recruitment, retention and mobility should propose solutions to these.  

1989 30th session (July/August): In its discussions under the comprehensive review, ICSC 

recalled that it had on several previous occasions reviewed the Noblemaire principle 

and its application in the context of remuneration comparisons. As before, it saw no 

viable alternative to the continued use of the Noblemaire principle. It recommended to 

the GA that in the application of the Noblemaire principle as the basis for the 

determination of the conditions of service of United Nations staff in the P and higher 

categories, the comparator should continue to be the highest paid national civil service. 

A periodic check of the highest paid national civil service should be made every five 

years [A/44/30, vol. II, paras. 142 and 173].  

On the basis of a detailed analysis by the Working Group on the Comprehensive 

Review, ICSC undertook a review of the competitiveness of the present UN salary 

system related to recruitment and retention needs [A/44/30, vol. II, para. 77].  

ICSC noted that the need to make UN conditions of employment competitive had been 

emphasized in various quarters, as had the organizations' increasing difficulties in 

managing programmes because of their inability to recruit and retain high-quality staff. 

In addressing recruitment and retention difficulties ICSC noted that organizations had 



resorted to a number of exceptional measures. They included: (a) the increasing 

tendency to offer a higher step in grade upon recruitment and, in some organizations, 

the revision of the grade levels of field posts; (b) the greater use of reimbursable loans 

and secondment; (c) in one organization whose programme so permitted, Professional 

staff members worked in their own home countries rather than being required to move 

to the organization's headquarters; (d) the increasing use of other employment 

arrangements, such as special service agreements, which, in effect, established a class of 

non-staff in the system; (e) the more frequent hiring of sub-contractors [A/44/30, vol. II, 

paras. 96 and 97].  

ICSC also noted that the payment by certain Member States of supplements to the UN 

emoluments of their nationals was in contravention of the UN salary system (see also 

section 2.1.100). ICSC reiterated its previously expressed view on that issue, noting that 

supplementary payments to some staff created inequality of treatment and were contrary 

to the Staff Regulations of all organizations as well as to the spirit of the Charter of the 

United Nations (see vol. I, paras. 80-90).  

ICSC reviewed various analyses showing that: (a) since January 1975, the date of the 

last salary increase, the purchasing power of P staff at the base of the system had 

declined steadily; in July 1989, it showed a 7.5 per cent loss as compared with its 1975 

level. The loss of purchasing power was even greater at other HQ locations; (b) the gap 

between full pay comparability under the comparator's Pay Comparability Act, and the 

level of US federal civil service salaries had increased precipitously in the early to mid-

1980s and now stood at over 28.6 per cent: (i) in 1985, when ICSC had recommended a 

net remuneration margin range of 110 to 120 with a desirable mid-point of 115, the gap 

had stood at 14 per cent and averaged 6.6 per cent over the same reference period used 

to determine the margin range (1 October 1976 to 30 September 1984); (ii) since 1984 

the gap had averaged over 21 per cent; (c) increases had continued to be granted by 

other international organizations, the most recent example being a 10 per cent increase 

by the World Bank, with effect from 1 May 1989 [A/44/30, vol. II, paras. 98 and 99].  

ICSC noted that while the problems of recruitment and retention referred to by 

executive heads were pronounced in the field, they also existed at other locations. While 

ICSC was making a number of improvements to the GA that would result in significant 

improvements in the conditions of service of field staff, none would result in a 

meaningful benefit for HQ staff. If there was no improvement in conditions of service 

for HQ staff, there would be further deterioration in staff morale and accentuation of 

recruitment and retention problems. The majority of ICSC members considered that a 

general improvement in salaries for all staff was justified at this time. ICSC therefore 

decided to recommend to the GA that a 5 per cent across-the-board increase in salaries 

for the P and higher categories of staff should be granted in 1990 [A/44/30, vol. II, 

paras. 115 and 116] (see section 2.1.60 for details of the recommendations and GA 

action thereon).  

Also in the context of the comprehensive review, ICSC noted that the Working Group 

in its proposals considered the reference to competitiveness in GA resolution 43/226 to 



mean that competitiveness checks with employers other than the comparator would be 

made. The Group had accordingly recommended two types of checks for 

competitiveness to be carried out on a regular basis, for example, every 5 years: (a) with 

employers of international staff; and (b) with a non-diplomatic expatriate service of the 

comparator. While some ICSC members agreed that checks for competitiveness on a 

periodic basis using the total compensation approach should be carried out with other 

employers of international staff, others were of the view that such checks would not be 

in accord with the Noblemaire principle. In general, there was agreement that periodic 

checks with the non-diplomatic expatriate staff of the comparator should be carried out, 

taking into account other elements besides net salaries, though some members were of 

the view that caution should be exercised in that regard. Those members felt that the 

non-diplomatic expatriate staff of the comparator and UN officials were not fully 

comparable [A/44/30, vol. II, paras. 145 and 146].  

ICSC decided to recommend to the GA that in the application of the Noblemaire 

principle as the basis for the determination of the conditions of service of staff in the P 

and higher categories, the comparator should continue to be the highest-paid national 

civil service. A periodic check of the highest-paid national civil service should be made 

every 5 years.  

By resolution 44/198, the GA reaffirmed that the Noblemaire principle should continue 

to serve as the basis of comparison between UN emoluments and those of the highest-

paying civil service - currently the US federal civil service - which, by its size and 

structure, lends itself to such a comparison. 

1992 By resolution 47/216, the GA, inter alia requested ICSC to study all aspects of the 

application of the Noblemaire principle, with a view to ensuring the competitiveness of 

the UN common system.  

1993 38th session (July/August): ICSC recalled that the GA had made several separate but 

related requests, at its 46th and 47th sessions for reports in 1994 on a number of long-

term matters concerning the basis for determining the remuneration for the P and higher 

categories. Those requests concerned: (a) the operation of FEPCA (resolution 46/191); 

(b) margin management over a 5-year period (resolution 46/191); (c) conducting 

periodic checks to determine the highest-paid civil service (resolution 46/191); US 

special pay systems (resolution 46/191); (e) the application of the Noblemaire principle 

(resolution 47/216); (f) the structure of the salary scale (resolution 47/216).  

Although the various GA requests were generated separately, ICSC considered that the 

subject-matter of each was so closely related that it should approach the separate 

reviews in an integrated fashion at its sessions in 1994. The GA would thus receive a 

report which was internally consistent between its separate elements. ICSC reviewed 

preliminary information on the status of studies currently under way for finalization in 

1994. It noted that while all studies would be conducted concurrently as separate 



modules, all recommendations to the GA concerning the studies would be consolidated 

at the summer 1994 session.  

ICSC decided to review the various aspects of the item as follows: (a) developments 

within the current comparator, i.e., FEPCA implementation and special pay rates, 

together with margin management under the current arrangements at the spring session 

in 1994; (b) a report on the organizations' current recruitment and retention difficulties 

at the spring session in 1994; (c) the study of the highest paid national civil service 

should receive the highest priority under the item, with work on phase I to proceed 

immediately for review at the spring session in 1994. If it appeared that another national 

civil service could replace the current comparator, work should proceed on phase II, so 

that a complete report could be submitted to the ICSC at its summer session in 1994; (d) 

the application of the Noblemaire principle would be examined on the basis of a report 

to be submitted by the ICSC secretariat, in full collaboration with the CCAQ secretariat.  

The report should include, inter alia, an examination of other organizations which lent 

themselves to comparisons in that context; (e) the structure of the salary scale would be 

examined after other aspects of the item had been fully explored with an initial report 

on salary scale structure provided to ICSC at its spring session in 1994 [A/48/30, paras. 

86-87 and 100].  

In resolution 48/224, the GA took note of the ICSC programme of work relating to 

specific issues regarding the application of the Noblemaire principle, and in this regard, 

stressed the universal character of the UN.  

1994 39th session (February/March): ICSC considered an analysis of recruitment and 

retention difficulties prepared by CCAQ (ICSC/39/R.4/Add.4) which ICSC had 

requested in order to assist it in determining whether common system remuneration 

levels were sufficiently competitive.  

The preliminary conclusions drawn from the study were that: (a) common system 

overall turnover was greater than that of the US federal civil service at comparable 

grades; (b) approximately one third of all departures were voluntary; (c) voluntary 

departures - i.e., resignations, non-acceptance of contract renewal and early retirements 

- occurred on average after six years' service; (d) more than three quarters of all 

voluntary departures were cases of resignations and non-acceptance of contract renewal; 

(e) voluntary departures were most critical: (i) at grades P-4 and above, (ii) for nationals 

from the Western European and other Group; and (iii) in the administrative, technical, 

scientific and medical areas; (f) an analysis of over 20,000 applications for 455 

vacancies in 1992-1993 indicated that, although on average there were 44 applicants for 

each vacant post, only approximately 3 candidates were deemed to be well qualified for 

each vacancy; (g) the supply of qualified candidates, especially for positions at levels P-

4 and above, was inadequate if organizations were to meet their responsibilities 

regarding maintaining high standards of competence, efficiency and integrity. That held 

true for administrative and linguistic as well as for more scientific positions.  



ICSC considered that, although the data presented showed that there were some 

recruitment difficulties at some grade levels in respect of some occupations and 

nationalities, they did not demonstrate convincingly that the problems were widespread 

or acute. In particular, it was difficult to establish whether the turnover rates reported 

were really abnormally high for the international civil service, since no norms had been 

established in that regard. The inherent difficulties of drawing conclusions from 

recruitment data were also recognized, given that it was often an exercise in proving 

negatives. ICSC felt that the data provided a good baseline against which future 

analyses could be compared and trends established. For future exercises, further data on 

the reasons for voluntary departures should be provided: in that regard, case-studies 

such as those given in the document were useful, although they needed to be supported 

by statistical data [A/49/30, paras. 155-161].  

39th and 40th sessions ((February/March and June/July): ICSC considered that in 

order fully to address the GA request, a fundamental substantive discussion of the 

application of the Noblemaire principle was required. It considered whether such a 

discussion should not be completed before examining the details of each sub-item 

included in its review. It noted, however, that some technical items could be dealt with 

in the short-term while others required a longer term study.  

ICSC noted the inter-related nature of the various sub-items. It considered that it would 

have been preferable first to address broad policy considerations before considering the 

detailed issues. Given the need to address specific questions, however, in order to 

permit studies to proceed, it considered that the broader discussion of this item could 

only be conducted at a later stage. A number of items, inter alia, the evolution of 

exchange rates, the role of the expatriation element and supplementary payments would 

need to be addressed in examining all aspects of the application of the Noblemaire 

principle [A/49/30, paras. 47-50].  

ICSC recalled that according to the schedule of studies it had reported to the GA in 

1993, it had intended to study the various interrelated components of this subject 

concurrently and to provide the GA with a consolidated report in 1994. While it had 

reviewed studies on all items, it was apparent that some required further work. It 

therefore decided to report to the GA that: (a) a number of decisions had been made and 

reported under each sub-item; (b) ICSC intended to continue to study all aspects of the 

application of the Noblemaire principle; and (c) it would report to the GA on all issues 

in 1995 [A/49/30, para. 51].  

In resolution 49/223, the GA acknowledged that the common system must be a 

competitive employer in order, inter alia, to equip it to make the necessary management 

reforms. It: (a) noted with regret that ICSC had not yet completed the studies on all 

aspects of the application of the Noblemaire principle and all other related studies; (b) 

requested ICSC to proceed with all urgency with its study of all aspects of the 

application of the Noblemaire principle and all other related studies which were 

outstanding and to submit final recommendations to the GA at the earliest opportunity.  



1995 41st session (May): ICSC reviewed a document prepared by the ICSC secretariat 

(ICSC/41/R.4) which recalled the history of the Noblemaire principle and its 

application. To focus the discussion on the twin elements of the principle and its 

formulation for application, the secretariat drew a distinction between the two. While 

the principle expressed an idea which had remained unchanged, the formulation which 

was used as the instrument for pay determination had differed on the occasion of each 

review, both before and after the inception of the system and raised a number of 

fundamental points with regard to the application of the principle with a view to 

ensuring competitiveness of the UN system. These included: the relevance or otherwise 

of the international organizations in the application of the Noblemaire principle; 

changing world realities; comparisons with the public or private sector; home or 

expatriate civil services; the expatriation factor and the size of the margin. The need to 

maintain policy coherence in application of both the Noblemaire and Flemming 

principles in support of Article 101 of the UN Charter was highlighted, as was the issue 

of supplementary payments by some Member States to their nationals working for the 

common system [A/50/30, paras. 61-63].  

The following options were presented for consideration by ICSC: (a) maintaining the 

current application of the Noblemaire principle; (b) using international organizations as 

either comparators or as reference guides to common system competitivity; (c) using 

the private sector of the country with the highest pay levels as a comparator; (d) using a 

combination of public and private sectors in a country or group of countries with the 

highest pay levels; (e) using the highest non-diplomatic expatriate civil service as a 

comparator; (f) modifying the margin range to reflect fully comparator expatriation 

benefits [A/50/30, para. 64].  

ICSC noted that an unequivocal rendering of the Noblemaire principle had eluded 

successive reviews over the last 50 years. Members were not sure that ICSC would 

succeed, where so many others had failed, in decoding that original statement to the 

intellectual satisfaction of all concerned. Nor was such an exercise considered entirely 

necessary. Basically, the questions that needed to be addressed were: was it generally 

agreed that the underlying premise of the Noblemaire principle had been to ensure that 

UN salaries were competitive? If so, were UN system salaries still competitive and by 

comparison with which employer or employers? If not, what should be done to rectify 

the situation? Some members stated that under the Noblemaire principle, conditions of 

service should be such as to attract nationals from the highest paid national civil service. 

There was support for the thesis that the UN system was experiencing problems of 

competitivity.  

There then arose the question of the employers with which the UN system was 

competing and, as a corollary, the formula that should be used to restore competitivity. 

In this connection, it was reaffirmed that a distinction had to be drawn between the 

principle itself and the formula for its application. It was recalled that the UN system 

was nowadays competing on much more diverse markets than it had in the 1920s. A 

view was expressed that the notion of competitiveness in the labour market for 

comparable work amounted to an extension of the Noblemaire principle. Others had no 



difficulty with what they saw as essentially updating the interpretation to make it more 

relevant to modern-day requirements.  

A wide-ranging exchange of views took place on the most appropriate manner of 

applying the Noblemaire principle. In this connection it was noted that, prior to the 

establishment of ICSC, the Noblemaire principle had been applied in a relatively 

flexible manner: moreover, even after ICSC had stated the formulation as being by 

reference to the highest-paying national civil service, there had not, for a certain period, 

been rigid adherence to pay levels in the comparator civil service. In the 1970s, salary 

increases had been granted on the basis of competitivity, using the comparator civil 

service as a reference point. In the mid-1980s, with the introduction of strict margin 

management, additional constraints had been imposed.  

A view was expressed that the national civil service formulation should not be lost sight 

of.  

Others wondered whether reference to a single national civil service was a workable 

formula. It was true that the same comparator civil service had been used since the 

inception of the UN and that formula had worked relatively well for some time because 

the comparator civil service had been unquestionably the highest paid. However, doubts 

on that score had been growing for some years and had now reached a crescendo: there 

was perhaps now a likelihood that the comparator would be replaced. With the 

synergistic relationship between the two services that had built up over the years, that 

change might be difficult enought to effect. If, after a few years, another civil service 

were identified as the highest paid, yet another shift would occur. Those considerations 

seemed to indicate a more nuanced approach to reference points.  

In that connection, it was noted that a basket of national civil services had the 

conceptual drawback of including employers who paid less than the best. Possible 

alternatives to this approach included the use of a single comparator in conjunction with 

a series of reference points. Exactly which comparator and what reference points should 

be selected might better be left for a later round of discussion. A variety of views was 

expressed on the use of international organizations as reference points. Some 

considered these organizations as potentially useful reference points, given their 

functional congruence with the UN system: in the view of others, the limited 

membership and/or different mandates of these institutions made them inappropriate 

reference points for an international workforce like the UN system. Still others had an 

open mind on the subject. It was generally felt that these institutions should not be used 

as comparators per se.  

It was noted that one of the options put forward in the secretariat paper was adjustment 

of the margin range, and it was felt that that possibility should not be ruled out. Another 

element in the equation was the trend in the outside world towards privatization of the 

public sector, which was rather advanced in some countries. This might suggest the use 

of a mix of public and private sectors [A/45/30, paras. 73-86].  



42nd session (July/August): ICSC resumed discussion on the long-term aspects of the 

Noblemaire principle after consideration of the other related studies (see sections 1.20, 

1.30 and 1.40 below). Time constraints did not permit a reconsideration of all the 

detailed aspects initially discussed at the 41st session. It was observed, however, in the 

light of the various other studies that the identification of a comparator civil service had 

become more difficult over time. Some civil services were easier to compare with than 

others by virtue of their size and structure. However, those that were easily comparable 

were not necessarily the best paid. Thus the ideal comparator in terms of structure might 

well not be particularly competitive, while the best paid might not be particularly 

comparable. ICSC decided to report to the GA that: (a) the review concerning all 

aspects of the application of the Noblemaire principle indicated that the principle had 

been subject to a series of different formulations since 1921. A wide variety of 

formulations had been used at different times, but the current practice of using the best 

paid national civil service formulation, combined with a reference check with 

international organizations, appeared to be sound as long as the process of identifying 

the comparator civil service was handled on a timely basis and the margin range 

realistically reflected comparator expatriation benefits;and (b) the GA may wish to 

consider reconfirming the continued applicability of the Noblemaire principle based 

upon: (i) the use of periodic checks to determine the highest paid civil service; and (ii) 

the use of a margin range appropriate in relation to the value of expatriate benefits 

[A/50/30, paras. 88-89].  

In resolution 50/208, the GA: (a) reconfirmed the continued application of the 

Noblemaire principle; (b) reaffirmed the need to continue to ensure the competitiveness 

of UN common system conditions of service; (c) decided to defer its consideration of 

chapter III A of the 21st annual report to the resumed 50th session (see sections 2.1.20, 

2.1.30 and 2.1.40 for further details). The GA also: (a) took note of the recruitment and 

retention problems faced by some organizations in respect of certain specialized 

occupations; (b) recalled its endorsement in principle of the use of special occupational 

rates (see section 2.1.140) in organizations with problems of recruitment and retention, 

and (c) in this context, requested the organizations to collect data to substantiate those 

problems, and ICSC to make recommendations regarding the conditions for the 

application of such rates, as appropriate.  

1996 43rd session (April/May): In response to resolution 50/208, ICSC reconsidered certain 

aspects of its review of the Noblemaire principle (see sections 2.1.30 and 2.1.40 for 

details). It emphasized that in resolution 47/216, the GA had set a clear objective for the 

review of the Noblemaire principle and its application. When, in the context of that 

review, ICSC had examined general issues surrounding the Noblemaire principle, there 

had been general agreement that the intent of the Noblemaire principle had been to 

ensure competitiveness as well as support for the thesis that the competitiveness of the 

UN remuneration system had eroded in recent years. It thus followed logically that 

ICSC's efforts in the review would be focused on honing the system's competitive edge. 

The set of measures recommended by ICSC under the Noblemaire studies, taken as a 

whole and in its specifics, had been directed to that end. ICSC considered it significant 

that, in resolution 50/208, the GA had reaffirmed the continued applicability of the 



Noblemaire principle as well as the need to maintain the competitiveness of the UN 

common system as an employer. The two pillars on which ICSC had built its work had 

thus been reinforced by the GA. It was also considered by some that while the GA in 

resolution 50/208 had requested ICSC to reconsider its decisions, the basis for the 

Assembly's request was not clear. ICSC made it clear that the developments that had 

occurred in the US/UN net remuneration comparison process had been no more than a 

response to changes that had been introduced incremental over time by the comparator. 

The response to the incremental changes in the comparator had led to features in the 

comparison process which the ICSC had never examined in the broader context of the 

competitiveness of the remuneration package. The review of the application of the 

Noblemaire principle had provided the opportunity for such a review. The GA had 

established the objective of that exercise as one of ensuring the competitiveness of the 

UN common system [A/50/30/ Add.1, paras. 12-14].  

ICSC reexamined in detail the two elements (margin methodology and highest-paid 

national civil service) of the application of the Noblemaire principle to which the GA 

had drawn its particular attention (see sections 2.1.20 and 2.1.40 for further details).  

At its resumed 50th session, the GA decided, by decision no. 50/514, to take note of the 

ICSC report, including its addendum, and defer its consideration to the 51st session.  

In resolution 51/216, the GA: (a) recalled its resolutions related to the study of all 

aspects of the application of the Noblemaire principle; (b) further recalled its resolution 

50/208, by which it decided to defer consideration of the Noblemaire principle and its 

application and requested ICSC to review the recommendations and conclusions, taking 

into account the views expressed by Member States at the 50th GA session, in particular 

regarding the appropriateness of the reduction of dominance and the treatment of 

bonuses in determining net remuneration comparisons; (c) reconfirmed the continued 

application of the Noblemaire principle; (d) reaffirmed the need to continue to ensure 

the competitiveness of the conditions of service of the UN common system.  

2004 59th session (July): ICSC recalled that, since its establishment, it had reviewed the 

Noblemaire principle and its application on a number of occasions. The last review of 

the principle had been conducted in 1995 and at that time it had concluded that a wide 

variety of formulations had been used at different times, but the current practice of 

using the best paid national civil service formulation, combined with a reference check 

with international organizations, appeared to be sound as long as the process of 

identifying the comparator civil service was handled on a timely basis. ICSC indicated 

that the intent of the Noblemaire principle was to ensure that UN compensation was 

competitive and that organizations were able to recruit from all Member States 

including the one with the highest-paid civil service. Given this clear objective, ICSC 

did not see the need to reexamine the principle. On the other hand, the question that 

needed to be answered was whether the UN was still competitive as an employer and if 

it was not what should be done to rectify the situation [A/59/30, paras. 263-272].  



ICSC recalled that on previous occasions it had stated that comparison should be made 

to the highest paid national civil service and felt that that approach should be continued. 

If it turned out that the current comparator was no longer the highest paid civil service 

under the approved methodology then ICSC would identify another national civil 

service that would meet the requirements of the methodology in terms of size, job 

design etc.  

ICSC decided to report to the GA that in applying the Noblemaire principle its current 

practice of using the highest-paid national civil service, combined with a reference 

check with international organizations, was sound. ICSC had on its work programme 

for 20052006 a study to determine the highest-paid civil service, including a total 

comparison between the UN and the US federal civil service [A/59/30, 273].  

The General Assembly, in its resolution 59/268, reaffirmed the continuing application 

of the Noblemaire principle and also reaffirmed the need to continue to ensure the 

competitiveness of the conditions of service of the United Nations common system. It 

took note of the decisions of the Commission contained in paragraph 273 of its annual 

report.  



SECTION 2.1.20 

HIGHEST PAID CIVIL SERVICE  

1976 3rd session (March): ICSC considered a study prepared at its request to ascertain 

whether the salaries of any other national civil service were higher than those of the US. 

ICSC felt that there was no evidence to support a conclusion that the US federal civil 

service, which for the past 30 years had been taken as the guide in establishing the level 

of UN remuneration, should no longer be used for that purpose. It agreed that the 

question should be kept under review; that, in doing so, the comparison should be 

limited to national civil services employing significant numbers of staff at the relevant 

levels and having established grading patterns and conditions of remuneration and 

benefits; and that studies should be pursued with a view to arriving at a methodology 

permitting comparison of "total compensation", including such elements as pension, 

insurance and other monetary benefits [A/31/30, para. 131]. 

ICSC agreed that in the comparing remuneration of the UN system with that of the US 

civil service, the principal comparison should continue to be made in terms of net 

remuneration of a married official without children (that is, on the US side, net salary 

after payment of income taxes; on the UN side, net salary plus PA, plus spouse 

allowance, if maintained). Comparison should be made with the remuneration of the 

domestic national civil service, but the differences between a domestic service and an 

international service should not be overlooked. In considering the differentiation 

between remuneration of staff without dependants and that of those with dependants, 

net remuneration of a single US civil servant would, of course, also have to be taken 

into account [A/31/30, para. 154]. 

It was also necessary to decide in which city the remuneration of US civil servants 

should be compared with that of UN officials. This question arose because, while US 

civil service salaries are nominally uniform throughout the country, the real value of US 

remuneration varies on account of intercity differences in cost of living and in the levels 

of income taxes; the UN system, on the other hand, sought to maintain equality of the 

real value of remuneration in all duty stations and so makes allowances for differences 

in levels of cost of living through the PA system [A/31/30, para. 155]. 

ICSC concluded that the comparison between US civil service remuneration and that of 

the UN system should be made between the headquarters of the two systems, that is, 

Washington on the one hand and New York on the other, the difference in cost of living 

between the two cities (as shown by the UN PA index) being taken into account 

[A/31/30, para. 167]. 

ICSC considered that, in fixing the level of UN remuneration in relation to that of the 

US Civil Service, due regard should be had to the differences between the two services, 

in particular the predominantly expatriate character of UN service. However, in the 

opinion of the majority of the members of ICSC, it would be inappropriate to define a 

precise optimum margin between UN remuneration and that of the US. To do so would 

risk tying UN remuneration in too rigidly mathematical a manner to that of a single 



country. The appropriate level should be determined pragmatically, taking into account 

all relevant factors [A/31/30, para. 184]. 

1979 9th session (February/March): Doubts had continued to be expressed both in ICSC's 

debates and in the Fifth Committee as to the validity of the assumption that the US 

Federal Civil service was still the highest paid civil service. ICSC agreed to study this 

question in due course and requested its secretariat to prepare a study on the 

methodological aspects of such a study [A/35/30, para. 109]. 

10th session (August): In response to that request, the secretariat submitted a note 

outlining the preliminary considerations relating to a study leading to the identification 

of the highest paid civil service [A/35/30, para. 110]. 

ICSC endorsed the basic guidelines which it had put forward in para. 131 of its second 

annual report (A/31/30). Having heard the views of the organizations and of the staff 

and having identified a number of the methodological problems likely to arise, ICSC 

decided to continue its study of the matter at its next session on the basis of revised 

proposals [A/34/30, paras. 129 and 130]. 

ICSC decided to proceed one step at a time; for the present it would restrict itself to a 

pilot study involving the US Civil Service and only one other country. Since one of the 

main arguments which prompted ICSC to make the study in the first place was that 

some of the countries paid salary supplements to their nationals to accept positions with 

the UN common system, it would be logical to choose one of these countries for the 

pilot study. Being aware of the existence of national legislation enacted by the Federal 

Republic of Germany (FRG), Japan and the US, which allowed these countries to make 

supplementary payments to their nationals working for organizations of the UN system 

(see also section 2.1.100), ICSC decided that the FRG should be used for comparison 

with the US Civil Service in the first instance. It therefore requested its secretariat to 

collect all data that might be relevant to the pilot study and submit a progress report to 

the 12th session [A/34/30, para. 112]. 

1980 12th session (July/August): Following an examination of the data, ICSC requested the 

secretariat to submit at its 13th session a progress report on information relating to the 

civil service of the FRG in: (a) grade equivalencies; (b) remuneration and other 

conditions of employment; (c) all benefits relevant to the study; (d) preliminary analysis 

of some of the non-salary benefits; (e) any additional data that might be relevant to the 

study. 

ICSC agreed that the comparison of remuneration at matching grades between the civil 

services of US and FRG would be made in two stages. Firstly a comparison would be 

made between the remuneration of the UN staff in the P and higher categories in New 

York with that of the officials of the Federal Republic of Germany in Bonn. In the 

second stage, the results of the UN/FRG comparison would be compared with those 

obtained from the UN/US comparison made by ICSC for the purpose of the 

determination of the margin.  ICSC agreed to make this final comparison at its 13th 



session following an examination of the data presented to it by the secretariat with a 

view to completing the study at the 14th session, when ICSC would draw conclusions 

from it and report to the GA on its findings [A/35/30, paras. 113 and 114]. 

1981 13th session (February/March): ICSC examined a document submitted by its 

secretariat which outlined the procedure that would be used in establishing grade 

equivalencies between the civil services of the FRG and the UN. It also examined a list 

of elements of remuneration applicable on both sides and noted that, in order to quantify 

some of those elements, its secretariat had proposed to use the modified total 

compensation comparison methodology developed by the US Government for its own 

purposes which ICSC was also using for the UN/US total compensation comparison. In 

this connection, ICSC noted that it would be using a methodology for comparison of 

some of the non-cash elements of remuneration, notably the pension element, which it 

had not had an opportunity to test previously. It agreed, however, that although some of 

the benefits applicable to the civil service of the FRG were difficult to quantify, and 

therefore might not be taken into account in the final comparison, a worthwhile study 

based on the elements of compensation applicable on both sides could and should be 

made [A/36/30, para. 71]. 

Based on the information placed before it, ICSC agreed that the doubts it had expressed 

previously concerning the validity of a comparison between the civil services of the UN 

and the FRG based on salaries alone were well-founded and that any meaningful 

comparison between these two civil services would have to take into account non-cash 

benefits applicable on both sides. Following an examination of the elements of 

compensation applicable on both sides, and subsequent to an analysis of these elements, 

ICSC concluded that the single most important non-cash benefit which was likely to 

influence the results of the comparison was the pension benefit. In view of the 

differences in career spans, however, ICSC observed that the process of quantification 

and comparison of pension benefits had encountered some serious difficulties. It further 

noted that, owing to the complexities of the formula used by the Government of the 

FRG for the calculation of the monies transferred to the social security system on behalf 

of the civil servants who withdrew from the service before reaching retirement age, this 

benefit had not been taken into account in the present study. It was, therefore, of the 

opinion that studies must continue to assess the impact of the differences in retirement 

ages and career spans and also of the exclusion of withdrawal benefit applicable on the 

side of the FRG on the pension benefit values [A/36/30, para. 75]. 

As for the use of the spot exchange rate to convert salaries in Deutsche Marks to their 

dollar equivalents and the UN PA index to adjust for the differences in purchasing 

power, ICSC agreed that, although it had reached specific conclusions regarding these 

matters at its previous sessions, the questions required further consideration. It therefore 

requested its secretariat to study alternative means of adjusting for differences in 

currency and purchasing power and to report its findings to ICSC at its 15th session. 

ICSC noted that, as a result of the difficulties it had encountered in the quantification 

and comparison of pension benefits and, because of the procedures that had been used 

to adjust the differences in currencies and purchasing power, it had not been able to 



assess the relative levels of the remuneration packages applicable on both sides at this 

stage. It was, nevertheless, of the opinion that the preliminary examination of the data 

placed before it had led it to believe that there was no evidence to suggest at the present 

time that the US federal civil service should be replaced as the "comparator" under the 

Noblemaire principle [A/36/30, paras. 77 and 78]. 

FICSA requested a 10 per cent increase in salary for staff in the P and higher categories 

ith effect from January 1982. ICSC recognized that the various studies on P salary 

matters had been time-consuming. However, no evidence had emerged indicating that 

the US civil service was no longer the highest paid, whether comparisons were made on 

the traditional basis or on total compensation. Accordingly, ICSC continued to be 

guided by the margin between the remuneration of the UN common system and the US 

civil service. Although the required margin had never been quantified, ICSC noted that 

the current trend had been for a widening of the margin. ICSC concluded that it could 

not support the proposal of FICSA [A/36/30, para. 84]. 

1982 15th session (March): ICSC decided that the US should continue to remain the 

comparator under the Noblemaire principle [A/37/30, para. 103]. 

1988 27th session (March): As part of its continuing responsibilities in this area, ICSC 

decided to collect data on salaries and pensions from the national civil services of 

Canada and the FRG. It further decided to limit the scope of the study until such time as 

the examination of the initial data collected provided an indication of a potentially 

better comparator than the current one [A/43/30, para. 27]. 

28th session (July): Based on grade equivalencies for the FRG, established at the time 

of the comparator country study conducted in 1981, and a current study of a preliminary 

nature on grade equivalencies for the Canadian civil service, ICSC examined the details 

of the level of net remuneration for both civil services. Pensions were also examined, 

although primarily on the basis of key provisions of the relevant schemes. ICSC 

decided not to take any action on the basis of its preliminary study, but rather to 

consider this issue in the context of its comprehensive review of the conditions of 

service of the P and higher categories requested by the GA [A/43/30, paras. 28 and 29]. 

In resolution 43/226, as part of the guidance it provided to ICSC on the comprehensive 

review (see section 2.1.90), the GA noted that the Noblemaire principle should continue 

to serve as the basis of comparison between UN emoluments and those of the highest-

paying civil service which, by its size and structure, lends itself to such comparison. 

1989 30th session (July/August): In the context of its comprehensive review of the 

conditions of service of the P and higher categories (see section 2.1.90), ICSC 

undertook a review of the Noblemaire principle (see section 2.1.10) and the comparator. 

It noted that, while the GA had confirmed the use of the US federal civil service as the 

current comparator, the terms of resolution 43/226 did not preclude the eventual use of 

a different comparator civil service. ICSC also noted that some members of the 

Working Group on the Comprehensive Review had expressed the view that a study 

should have been carried out in the context of the comprehensive review to determine 



whether the US federal civil service was still the highest paid. ICSC concluded, 

however that in the time available for the completion of the review, it was not feasible 

to embark on such a study, the more so since, by its nature, it would need to be 

conducted on a total compensation basis. ICSC agreed, however, that a check on the 

competitiveness of the current comparator wasextremely important and should be 

undertaken at the earliest opportunity, and that further checks on the validity of the 

comparator should be conducted periodically thereafter, for example, every five years. 

It therefore agreed that a methodology for conducting such checks should be finalized. 

With regard to the possible use of a basket of comparators, ICSC considered that 

establishing such comparisons would be a very complex undertaking, involving a series 

of grade equivalency studies and problems related to the use of different exchange 

rates.  Furthermore, a basket containing employers paying less than the highest paid 

would, by definition, result in levels below the highest paid and would thus be contrary 

to the Noblemaire principle. 

With regard to the use of international organizations as well as foundations in the 

comparator country as a point of reference, some ICSC members believed this to be at 

variance with the provisions of the GA resolution, while others considered that a degree 

of indirect reference might be possible [A/44/30, vol. II, paras. 142-144]. 

ICSC decided to recommend to the GA that, in the application of the Noblemaire 

principle as the basis for determining the conditions of service of the UN staff in the P 

and higher categories, the comparator should continue to be the highest paid national 

civil service. A periodic check of the highest paid national civil service should be made 

every 5 years [A/44/30, vol. II, para. 173 (a)]. 

In resolution 44/198, the GA endorsed the ICSC recommendation to conduct periodic 

checks, every 5 years, to determine the highest-paid national civil service and 

consequently requested ICSC to propose a methodology for carrying out such checks to 

the GA at its 46th session. 

1990 31st session (March): ICSC reviewed a document (ICSC/31/R.8/Add.10) describing the 

work to be undertaken on the identification of the highest-paid national civil service, in 

response to the GA's request and in view of ICSC's intent to revert to the item after the 

comprehensive review. ICSC's guidance was requested with regard to competitiveness 

issues, selection of comparators and a timetable for the exercise. ICSC decided to 

request its secretariat to provide it, in March 1991, with a methodology to identify the 

highest paid national civil service. It instructed its secretariat to develop a flexible 

methodology that would take into account the need to conduct an initial study to 

identify potential comparators, to be followed by a more refined comparison once it was 

apparent that a potential comparator might replace the current one. In that regard, ICSC 

recognized the need to apply the proposed methodology on a test basis to several 

potential comparators.  Based on the methodology, the second phase of the exercise 

could then proceed [ICSC/31/R.15, paras. 100-101 and 107-111] [Reported also to the 

GA in A/45/30, paras. 170-172]. 



1991 33rd session (March): ICSC reviewed a progress report (ICSC/33/R.5) on the 

development of a methodology for the identification of the highest paid national civil 

service. In the document a step-by-step approach was proposed. It was noted that 11 

potential comparators had been selected, for whom basic information on the job 

classification, compensation and pension programmes had been obtained. ICSC noted 

the volume of data obtained thus far in the study and expressed concern with regard to 

the effort and resources that would be required to develop a comprehensive 

methodology. It considered that a two-phased approach would be more appropriate than 

that outlined in the secretariat document. In the first phase, the remuneration, job 

classification practices and pension schemes of potential comparators would be 

examined with a view to developing a general methodology. The second phase would 

proceed only if and when ICSC considered it reasonable to believe, based on the results 

of phase I, that the short-listed potential comparators were likely to prove to be superior 

to the current comparator [ICSC/33/R.16, paras. 41-48 and annex IV]. 

34th session (August): In reverting to the issue, ICSC further refined the two-phase 

approach, and decided to recommend to the GA a methodology for conducting checks 

every 5 years to determine the highest-paid national civil service [A/46/30, vol. I, paras. 

151-159 and annex V]. 

By resolution 46/191, the GA endorsed ICSC's conclusions in respect of a 

methodology for conducting checks to determine the highest paid civil service, and 

requested that the development and application of this methodology be carried out as 

economically as possible. The GA invited ICSC to analyse the potential consequences 

of the Federal Employees' Pay Comparability Act (FEPCA) on the pay levels of the 

current comparator, and report thereon to the GA at its 49th session. In this analysis, 

ICSC was also to provide full details of all the special pay systems which had been 

introduced by the comparator. ICSC was requested to seek the views of the GA on this 

matter after the completion of phase I of the methodology. 

1993 38th session (July/August): In considering a proposed work programme on a number 

of separate but related requests from the GA in the area of P remuneration (see section 

2.1.10), ICSC noted that the study of the highest-paid national civil service had been 

planned for a number of years. It therefore considered that the study should now receive 

the highest priority. In that regard it noted that the GA had requested the completion of 

phase I of the study in 1994. It considered that if phase II of the study were to be 

completed thereafter, the complete study could not be presented to the Assembly until 

1996 because of the biennialization of the work programme of the GA. ICSC expressed 

the view that should the work under phase I of the study make it appear likely that a 

national civil service was better paid that the current comparator, it might proceed to 

phase II and attempt to provide the GA with a report on both phases I and II in 1994. 

[A/48/30, para. 93].  

ICSC then reviewed the GA's request that ICSC study all aspects of the application of 

the Noblemaire principle with a view to ensuring the competitiveness of the UN 

common system. It agreed that implicit in the way the request was formulated was that 



the Noblemaire principle should continue to be the basis for determining the salaries 

and conditions of employment of the Professional and higher categories of staff. It was 

noted that under the current application of the Noblemaire principle, the remuneration 

of UN Professional and higher category staff was determined by reference to that of the 

highest-paid national civil service, currently the US federal civil service. As to the 

scope of the study, views in ICSC differed. Several members were of the view that if 

studies were limited to the current application of the Noblemaire principle, ICSC would 

be responding only partially to the Assembly's request. They therefore agreed that ICSC 

secretariat should collect relevant information from other international organizations, 

namely the World Bank group, the European Community (EC), and the Organisation 

for Economic Cooperation and Development (OECD). A request for data from sources 

other than national civil services did not imply that a decision had been made to extend 

comparisons beyond the civil services: such a decision could be made only after all 

relevant information was on hand. However, if such information were not collected, that 

would amount to an a priori decision to restrict the application of the principle to the 

current framework.  

Other members were of the view that only after ICSC had reached some conclusions 

regarding the highest-paid civil service should a decision be made as to whether 

comparisons should be extended beyond the current application of the Noblemaire 

principle. The question was not whether a better-paying employer could be identified, 

but whether current pay was adequate to recruit and retain staff of the required calibre. 

Of critical importance in the context of all studies pertaining to the application of the 

Noblemaire principle was the issue of whether the organizations were able to recruit 

and retain staff of the required calibre under the existing remuneration package. Those 

members considered that, along with the study on the identification of the highest-paid 

civil service, a report on the current recruitment and retention difficulties faced by the 

organization should also be submitted to ICSC. Pending a review of such data, it would 

be premature to conclude that there was a need to extend the application of the 

Noblemaire principle beyond the current system.  

ICSC noted that the organizations had carried out some studies concerning the 

application of the Noblemaire principle and that a considerable amount of information 

and analysis was already available for examination by the Commission at its spring 

session in 1994.  

ICSC noted that issues related to the salary scale structure (see section 2.1.60) were 

interlinked with other aspects of its review of that item and would therefore need to be 

considered in that context [A/48/30, paras. 95-99].  

ICSC decided that the study of the highest-paid national civil service should receive the 

highest priority under the item, with work on phase I to proceed immediately for review 

at the spring 1994 session. If it appeared that another national civil service could replace 

the current comparator, work should proceed on phase II, in order for a complete report 

to be submitted to ICSC at its summer 1994 session.  



In resolution 48/224, the GA took note of the programme of work of ICSC outlined in 

its annual report relating to specific issues regarding the application of the Noblemaire 

principle and, in this regard, stressed the universal character of the UN.  

1994 39th session (February/March): ICSC reviewed an analysis of the remuneration levels 

of potential comparators (ICSC/39/R.4/Add.3). It noted that, of the 11 potential 

comparators for which data had been available as a result of an initial examination of 

the exercise in 1991, 3 had been selected for a study under phase I of the ICSC 

methodology. Although the French national civil service could possible have been 

included, data requirements of the study precluded its consideration. of the 3 national 

civil services included in the phase I exercise, ICSC noted that the Swiss, German and 

Japanese civil services seemed to rank first, second and third, respectively, in the initial 

comparison. The relatively low numbers of Swiss national civil service staff might 

preclude its use as a comparator, but that could not be determined until the completion 

of phase II of the exercise, which required, inter alia, a detailed grade equivalency 

study. It noted that the use of Germany as a comparator had technical implications 

related to the planned relocation of the capital from Bonn to Berlin. It also noted the 

planned freeze of German national civil service salaries for 1994 which might affect 

future comparisons. With regard to the Japanese national civil service, ICSC noted the 

high degree of stability of the service over the last 30 years, in terms of both staffing 

levels and adherence to salary levels in the private sector. However, there were 

potentially serious technical difficulties which would be faced in any comparison 

arising out of job classification arrangements which made the determination of grade 

equivalencies particularly arduous. ICSC expressed concern about the resource 

requirements for a phase II study of all three national civil services. It considered in this 

regard that if resources and time requirements were not an issue, it would be preferable 

to proceed with a phase II exercise for all 3 national civil services.  

ICSC noted that the GA considered that the highest priority should be assigned to this 

study. It appeared, however, unlikely that all necessary work on phase II could be 

completed within the few weeks remaining until the 40th session. In view of the 

biennialization of the GA's work programme it would appear unlikely that the results of 

the study could be presented to the Assembly before 1996. ICSC considered that it 

should further review the procedural options available at is 40th session when there 

would be a clearer picture available as to the progress of studies requested.  

As regards the GA's request to ICSC to study all aspects of the application of the 

Noblemaire principle with a view to ensuring the competitiveness of the common 

system, divergent views were expressed. With regard to the consideration of 

international organizations in the context of the application of the Noblemaire principle, 

ICSC noted that the original formula for application of the principle referenced a civil 

service and not a national civil service. It was further noted, however, that at that time 

only one international civil service existed, i.e., that of the League of Nations, thereby 

making it redundant to specify a national civil service. Some members were of the view 

that direct comparisons could be carried out with other international civil services such 

as the World Bank and OECD. Some members disagreed with this position and were of 



the view that while direct comparisons should continue to be made with the national 

civil services which lent themselves to comparisons, it might be useful to collect data on 

the salaries and conditions of service offered by the World Bank. Others were of the 

view that in the application of the Noblemaire principle only the national civil services 

should be considered for comparisons. Although some ICSC members considered that it 

would be useful to proceed to a phase II type of exercise with regard to the World Bank 

and OECD, others did not consider that such an exercise would provide significant 

usable information and preferred instead to proceed with all three national civil 

services. A view was expressed that while a phase II comparison should proceed with 

only the selected national civil services, data on the conditions of employment offered 

by the World Bank could be usefully collected. Members in favour of a further study of 

international organizations did not consider that the collection of additional information 

would bind ICSC to any specified course of action.  

ICSC decided that it would: (a) proceed to a phase II study of the German and Swiss 

national civil services in the context of determining the highest paid national civil 

service; (b) proceed to collect further information on the World Bank and the OECD for 

reference purposes; (c) request its secretariat to provide it with a progress report at its 

40th session on both (a) and (b) above so that it would be able to report appropriately to 

the GA [ICSC/39/R.10, paras. 77-91].  

40th session (June/July): ICSC considered a progress report by its secretariat on the 

initial stages of the study (ICSC/40/R.5/Add.2). It noted that, as anticipated, the 

relatively short time between the 39th and 40th sessions had been insufficient to 

complete the study. Nevertheless, it had hoped that more detailed information could 

have been presented at that point. ICSC decided to note the progress report and to 

request its secretariat to submit a full report on the completed study to the 42nd session 

[A/49/30, para. 121].  

The GA, in resolution 49/223, took note of ICSC's decision to proceed to a phase II 

study of the national civil services of Germany and Switzerland in the context of 

determining the highest paid national civil service.  

1995 41st session (May): ICSC was provided with a structured explanation of the various 

steps under phase II of the comparison methodology for identifying the highest paid 

national civil service approved by the GA in 1991: (a) Grade equivalenciesAll grade 

equivalencies carried out were modelled on the method and process used in 

comparisons between the UN common system and the US federal civil service. The 

process consists of 5 components: (i) Job selection. In order to ensure the relevance of 

the exercise to the common system, a profile was established of the most populous 

common system occupational groups at the most populous common system grades. On 

the basis of the above, the relevant occupational groups were identified in the various 

departments of the comparator under study. A job sample was established on that basis; 

(ii) Data collection. Data for the jobs in question were obtained through completion of 

the ICSC job description questionnaire/available comparator job descriptions/incumbent 

interviews, together with other available data; (iii) Job evaluation. The jobs selected 



were evaluated on the basis of the ICSC Master Standard. Each job was evaluated 

independently by two experienced job classification specialists of the UN common 

system. The individual results were compared and any differences were subject to a 

third review; (iv) Data analysis and results. "Equivalent" jobs were distributed by 

common system grade levels; (v) Validation. A random sub-sample of the jobs used in 

the exercise was selected. Classification specialists of the comparator/potential 

comparator were trained in the application of the ICSC Master Standard. The 

classification specialists then evaluate the sub-sample using the Master Standard. 

Results were compared and reconciled, and any necessary adjustments were made in the 

study results; (b) Remuneration comparisons: All relevant salary elements were 

included in cash remuneration comparisons for occupational groups/grades determined 

to be equivalent. Gross salary elements were converted to net amounts based on the 

applicable tax system. Where necessary, net salary amounts were adjusted for cost-of-

living differences between the duty station selected as the place of comparison and the 

potential comparator's headquarters base. In the case of the study of the highest paid 

national civil service, remuneration comparisons were based on total compensation 

[ICSC/41/R.19, para. 119].  

ICSC had before it the results of the grade equivalency study with the German 

federal civil service (ICSC/41/R.5/Add.1 and ICSC/41/CRP.6) as well as the 1995 

grade equivalency study with the current comparator (see sections 2.1.30 and 2.1.40 for 

details) (ICSC/41/R.5/Add.2 and appendix, ICSC/41/R.5/Add.5).  

Further to the decision, at its 39th session, to collect data on the World Bank and 

OECD for reference purposes, ICSC had before it details of grade equivalency studies 

and remuneration comparisons between the UN common system and those two 

institutions (ICSC/41/R.5/Add.3) (see also 2.1.30) [ICSC/41/R.19, para. 164].  

ICSC was informed that based on the results of grade equivalency studies carried out by 

the ICSC secretariat, OECD and World Bank remuneration levels were 49.5 and 36.9 

per cent, respectively, above those of the UN common system. Benefits of both 

organizations were compared with those of the common system on the basis of a review 

of benefit provisions and appeared more generous. Both OECD and the World Bank 

had raised issues of detail with regard to the grade equivalency study and related 

remuneration comparisons. The secretariat had completed consultations with OECD 

officials in that regard (ICSC/41/CRP.4); those consultations had included a detailed 

review of the remuneration calculations, which OECD officials had agreed were 

accurate. ICSC was thus invited to endorse the conclusions reached by the secretariat in 

respect of OECD. The issues raised by the World Bank had not yet been resolved in 

full, because further time was required to undertake an additional batch of job 

classifications. It was proposed, therefore, that ICSC be provided at its 42nd session 

with an updated analysis of World Bank grade equivalencies and related remuneration 

comparisons [ICSC/41/R.19, para. 166].  

Noting that consultations were continuing on the World Bank grade equivalencies, 

which were thus not final, ICSC decided to limit itself at the current session to a 



consideration of the OECD results. It noted that those results showed a very sizeable 

difference between the remuneration packages of OECD and the common system, using 

Washington, D.C., as a base. While confirming that the secretariat's use of Washington 

as the place of comparison was technically correct in terms of the established 

methodology, ICSC considered that Paris would also be a reasonable basis for 

comparison, given that OECD had very few staff in Washington. It noted, however, that 

remuneration comparisons conducted with Paris as the base of comparison yielded 

results virtually identical to those using Washington as the base. Some felt that a more 

comprehensive total compensation comparison (including not only a broad range of 

allowances and benefits, but such elements as recruitment requirements, merit/seniority 

considerations, career span, security of employment, etc.) would have been desirable. 

On balance, however, it was concluded that the investment of time and money required 

would not be warranted in the context of reference studies. ICSC took note of the 

information before it and concluded that the OECD grade equivalency exercise, which 

had a validation rate of 95 per cent, had been carried out in a professionally rigorous 

manner. The remuneration comparisons conducted on the basis of the grade 

equivalencies showed the remuneration package of OECD to be in the order of 50 per 

cent above that of the UN system. Note was also taken of the information contained in a 

document (ICSC/41/R.5/Add.4) submitted by CCISUA regarding OECD social security 

provisions. Although a full actuarial evaluation had not been carried out, the OECD 

pension and health insurance schemes appeared to be more generous than those of the 

UN [ICSC/41/R.19, paras. 172-173].  

The question was raised whether OECD, which was an organization with a limited 

membership of mainly developed country Member States, could be an appropriate point 

of reference for a universally based employer like the UN system. It was, however, 

pointed out that OECD member States accounted for a significant proportion of both the 

budget and the staff of the UN system; over 55 per cent of common system P staff were 

drawn from OECD member countries and those countries provided approximately 80 

per cent of the cost of UN budgets. Others pointed out that the OECD remuneration 

levels were paid exclusively to the nationals of the 25 OECD member States. Some 

considered that, quite apart from the fact that the scope of OECD membership was 

expanding, the inference that pay levels might be set below the best because of the 

universal membership of the UN was contrary to the intent of the Noblemaire principle. 

Such an approach could only aggravate the problem of supplementary payments. 

Questions were also raised as to whether the World Bank, which was considered to be a 

profit-making institution, was an appropriate reference point for the common system. 

Some considered that World Bank remuneration levels incorporated an element of 

compensation for high-risk investment banking functions. While recognizing that as a 

factor, ICSC noted that jobs in the finance and investment sectors/disciplines together 

accounted for only around 13 per cent of World Bank professional staff. It was pointed 

out in that regard that the World Bank was reassessing its mandate and in that process 

was considerably expanding its field presence. ICSC took note of statements by several 

organizations stressing the functional congruence between the UN system and the 

World Bank. Organizations referred in that regard to a number of joint programmes in 

which UN system and World Bank staff worked side by side on projects, performing 



the same functions; attention was also drawn to the consequent problems of loss of staff 

to the World Bank associated with such situations. With the shifting dynamics of 

programme delivery, that occurrence would only increase [ICSC/41/R.19, para. 174-

175].  

On the basis of the above considerations, the overall view in ICSC was that it would be 

appropriate to use OECD and the World Bank as reference indicators for the 

competitiveness of UN system salaries. ICSC concluded, on the basis of the information 

before it, that the compensation package of the UN system was not competitive with 

that offered by OECD for equivalent jobs requiring similar levels of competence. 

Noting that the mandate given by the GA in its resolution 47/216 was quite broad, 

general and couched in terms of the need to maintain competitiveness, some members 

considered that it would be appropriate for ICSC to bring that information regarding a 

competitive employer to the attention of the GA in the context of its study of all aspects 

of the application of the Noblemaire principle [ICSC/41/R.19, para. 176-177].  

ICSC decided to note with appreciation the established grade equivalencies for OECD 

and to report to the GA that: (a) the staff of OECD was recruited from its 25 member 

countries; (b) on the basis of the established grade equivalencies for OECD, 

remuneration comparisons made at Washington, D.C., and Paris showed that OECD 

cash remuneration was above that of the UN common system levels in the order of 50 

per cent; (c) although a full actuarial evaluation had not been conducted, it would 

appear that, on the basis of a review of benefit provisions: (i) the OECD retirement 

scheme was more generous; (ii) the OECD health insurance scheme was better than the 

UN (New York) health insurance schemes because of the higher proportion of expenses 

covered and the lower employee contribution; (d) on the basis of the above, it appeared 

that the compensation package of the common system was not competitive with that 

offered by OECD for equivalent jobs requiring similar levels of competence. ICSC 

noted that further information with regard to the World Bank grade equivalencies had 

yet to be provided [ICSC/41/R.19, paras. 178-179].  

42nd session (July/August): ICSC was presented with the results of the comparison 

with the Swiss federal civil service (ICSC/42/R.6, Parts I and II). The grade 

equivalency study included a sample of 105 jobs in the Swiss civil service which had 

been graded against the ICSC Master Standard in accordance with the standard method 

and process. The validation exercise by Swiss classification specialists had resulted in a 

confirmation rate of over 90 per cent.  

In respect of the total compensation comparisons, the outside consultant retained for the 

detailed pension and health insurance analysis reported that Swiss civil service pension 

and health insurance benefits were valued considerably below those of the US federal 

civil service. Swiss civil servants paid half the cost of pension benefits, whereas the US 

paid for more than half of this benefit for its employees. As regards health insurance 

benefits, the Swiss civil servants paid virtually the entire cost of the coverage, while for 

US civil servants, coverage was subsidized by the employer. Swiss civil servants had 

approximately the same amount of leave as US federal civil servants, while weekly 



work hours (42 hours) were higher than in the US federal civil service (40 hours per 

week). The results of the total compensation comparison between the US and the Swiss 

civil services showed that the remuneration package of the Swiss civil service was 85.8 

per cent of the US civil service [A/50/30, paras. 130-133 and annex VI].  

ICSC confirmed the results of the grade equivalency study and noted that the validation 

exercise carried out with Swiss classifiers had resulted in a highly satisfactory 

confirmation rate. ICSC reviewed the application of the total compensation 

methodology to the health and retirement benefits of the US and the Swiss federal civil 

service. It further noted that Swiss expatriate benefits were estimated as exceeding 

domestic civil service base salary levels by at least 30 per cent. This was seen by some 

members as further indication that a margin range of 10 to 20 was not realistic. ICSC 

concluded that, in view of the results of the total compensation comparison, which 

showed the US civil service to be ahead of the Swiss federal civil service by 16 to 17 

per cent, the Swiss federal civil service could not be considered as an alternative to the 

current comparator civil service [A/50/30, paras. 139142].  

Grade equivalencies and remuneration comparisons with the German civil 

service.  ICSC had reviewed at its 41st session the results of the grade equivalency 

study conducted in accordance with the established methodology and process. It had 

been informed at that time that it had not been possible to conduct a validation exercise 

with the German civil service. ICSC had decided to proceed with further remuneration 

comparisons on the basis of the proposed equivalencies, subject to refinements that 

might be required as a consequence of the exercise to validate the grade equivalencies 

on the basis of the ICSC Master Standard [A/50/30, paras. 143 and 144].  

In accordance with this decision, ICSC had proceeded with the total compensation 

comparisons, using the established methodology. The report prepared by the consultant 

retained for the detailed pension and health insurance analysis showed that the German 

civil service provided superior pension and health insurance benefits to those of the US 

federal civil service, primarily because of the lack of an employee contribution for both 

pensions and health insurance by German civil servants (Beamte). German civil 

servants work hours were less than those of the US federal civil service, while vacation 

periods were longer. Adjustments for worktime had had the effect of increasing German 

salary levels. Adjustments for cost of living between Washington, D.C., and Bonn had 

deflated German salary levels by some 20 per cent. Prior to any adjustment German 

salary levels were higher than US salaries. The results of the total compensation 

comparison between the US and German civil services showed the remuneration 

package of the German civil service to be 110.5 per cent of the US civil service 

[A/50/30, para. 145 and annex VII].  

ICSC recalled that at its 41st session it had been informed that the German authorities 

had reservations about certain aspects of the grade equivalency study and that they 

maintained a different set of grade equivalencies for their own purposes. ICSC had 

concluded that since the equivalencies presented by the secretariat were based on an 

analysis of comparable duties and responsibilities under the ICSC Master Standard, 



there was no reason to modify the results of its studies. It had decided that remuneration 

comparisons should proceed on the basis of the proposed equivalencies, subject to 

refinements that might be required as a consequence of the validation exercise. 

Subsequent attempts by the ICSC secretariat to follow up on the validation exercise had 

proved fruitless. During the course of its 42nd session, the Commission was apprised, 

by means of two formal letters and other less formal contacts, that the German 

authorities contested the results of the grade equivalencies which they considered as 

being one grade too high. Their reasons were two-fold: the limited scope of the sample 

selected for the exercise and the questionable applicability of the Master Standard to 

German federal civil service posts [A/50/30, paras. 155 and 156] (see section 2.1.30 for 

detailed treatment of the grade equivalency aspects of the study).  

Some members were of the view that the equal weights approach that ICSC had decided 

to apply to pay systems in the US federal civil service (see section 2.1.40) should also 

be applied to the Beamte and Angestellte groups of staff in the German civil service, in 

order to reduce the dominance of the Beamte group. It was noted by others that 

dominance reduction in the case of the US federal civil service had been a policy 

decision designed to tackle an uncompetitive situation. It was difficult to see how that 

logic applied to the case of the German civil service, which had two competitive pay 

systems with total compensation that was within 3 or 4 per cent of each other. In any 

event, if such an approach were taken the total compensation margin between the US 

and German civil services would change by just 3.2 percentage points [A/50/30, para. 

163-164].  

ICSC examined the issue of the impact of exchange rates on the cost-of-living 

differentials.  

It was informed by the secretariat that the total compensation comparison had been 

derived using both price and salary components. These incorporated exchange rate 

adjustments that cancelled each other out; exchange rate fluctuations thus had no impact 

on the compensation comparison. In essence, the total compensation comparison was a 

real income comparison which was unaffected by exchange rate fluctuations. It was, 

however, observed that if a cost-of-living differential had not been applied to deflate the 

German and Swiss comparisons (by 20 and 33 per cent, respectively), these would have 

shown much higher ratios, although they would have been subject to the full impact of 

exchange rate fluctuations. ICSC reviewed in detail the application of the total 

compensation methodology to the health and retirement benefits of the US and German 

federal civil service. With regard to these comparisons, ICSC members sought and 

received clarification on a number of methodological and other issues. ICSC accepted 

that the results of the comparison derived from a proper application of the established 

methodology, although the position of one member was reserved as regards health 

insurance schemes [A/50/30, para. 164 and 166-167].  

Further discussion revealed that a very substantial majority of ICSC members were 

satisfied that the study on the German civil service, which had been carried out in 

accordance with the methodology established by ICSC itself, was technically valid. 



Those members thus accepted the results of the study, i.e., that the German civil service 

was better paid than the current comparator. They further considered that that 

conclusion by a substantial majority would have important implications for the outcome 

of ICSC deliberations on the competitiveness of common system remuneration. Two 

members considered that there were some outstanding matters to be resolved, while 

acknowledging that the potential existed for Germany to be the comparator civil 

service. Two other members harboured reservations on specific technical aspects of 

both the grade equivalencies and the remuneration comparisons and did not consider 

that Germany was a viable comparator or that the data should be used to set common 

system pay levels. Some members stated that although there were various technical 

interpretations of the comparisons, these comparisons ranged from 107.3 for the most 

conservative interpretation to 130.0 for a more flexible application of the methodology. 

ICSC noted that it seemed difficult to bring the discussion on the German study to a 

conclusion. Matters appeared, at least temporarily, to be stymied in terms of validating 

the results of the grade equivalencies which served as the basis for the remuneration 

comparisons. That posed practical problems. A view was expressed that the situation 

was cause for concern as to whether the entire process of identifying another 

comparator was a viable undertaking. ICSC wished in that connection to reaffirm the 

need to respect the Noblemaire principle. It concluded that, notwithstanding a strong 

presumption in favour of the German civil service as a comparator, the conditions for 

changing the comparator were not, under the current circumstances, in place. Some 

members considered that this conclusion should not preclude further efforts to resolve 

outstanding differences with the German federal civil service authorities; another view 

was expressed that the German civil service could not be the comparator and the matter 

should be put to rest [A/50/30, paras. 168-171].  

ICSC decided to report to the GA that, with regard to the study of the highest paid 

national civil service, it had concluded the following: (a) Swiss civil service: (i) on the 

basis of grade equivalencies established by application of the Master Standard to Swiss 

civil service positions: a. the net remuneration of Swiss civil servants, before any 

adjustment for cost-of-living differential between Berne and Washington, D.C. and 

standardization for leave and work hour provisions was 53 per cent higher than that of 

the US federal civil service; b. the net remuneration of Swiss civil servants, after 

adjustment for cost-of-living differential between Berne and Washington, D.C. and 

standardized to a US work year, i.e., adjusted for differences between the Swiss and the 

US work schedules was 2 per cent higher than that of the US federal civil service; c. the 

retirement benefit of the Swiss federal civil service was 57 per cent in value of that of 

the US federal civil service; d. the Swiss federal civil service did not provide a 

subsidized health care benefit while the US federal civil service provided such a benefit 

to its employees; e. leave and work-hour provisions of both federal civil services were 

approximately equal; f. the total compensation comparison showed that the Swiss civil 

service was 85.8 per cent of that of the US federal civil service; (ii) given the overall 

superiority of remuneration levels of the US federal civil service demonstrated by the 

results of the total remuneration comparison between the Swiss and the US federal civil 

services, the Swiss federal civil service could not be considered as an alternative to the 

current comparator civil service; (b) German civil service: (i) on the basis of grade 



equivalencies established by application of the Master Standard to German civil service 

positions: a. the net remuneration of German civil servants, before any adjustment for 

cost-of-living differential between Bonn and Washington, D.C. and standardization for 

leave and work-hour provisions was 5 per cent higher than that of the US federal civil 

service; b. the net remuneration of German civil servants, following adjustment for 

cost-of-living differential between Bonn and Washington, D.C. but without 

standardization for leave, work-hour provisions and required health care and pension 

contributions, was 14 per cent lower than that of the US federal civil service; c. the net 

remuneration of  

German civil servants after standardization for cost-of-living differences between Bonn 

and Washington D.C., leave and work-hour provisions as well as the required pension 

contribution was 8 per cent higher than that of the US federal civil service; d. retirement 

and health insurance benefits of the German civil service were superior by 24 to 28 per 

cent to those of the US federal civil service primarily because of the absence of any 

employee contributions for 84 per cent of the civil servants in Bonn; e. leave and work 

hour provisions of the German civil service were superior to those of the US federal 

civil service; f. the total compensation comparison showed that the German civil service 

was 110.5 per cent of that of the US federal civil service; g. ICSC would continue to 

monitor the total compensation of the German civil service and would update the 

current data annually; (ii) notwithstanding a strong presumption in favour of the 

German civil service as a comparator, the conditions for changing the comparator were 

not, under current circumstances, in place; (iii) in view of the GA request to examine all 

aspects of the application of the Noblemaire principle, with a view to ensuring the 

continued competitiveness of UN common system remuneration, the superior 

conditions of the German civil service vis-à-vis those of the US federal civil service 

could be considered as a reference point for margin management [A/50/30, para. 172].  

Reference data on the World Bank. ICSC had before it information supplementing 

and completing the reference data provided at the 41st session on the World Bank 

(ICSC/42/R.9). Updated grade equivalency and remuneration comparisons showed that 

World Bank net salaries were 39 per cent above those of the UN common system. A 

validation exercise conducted with World Bank classification specialists had resulted in 

an agreement rate of 100 per cent.  

ICSC endorsed the grade equivalency exercise, which had resulted in a validation rate 

of 100 per cent. It noted that the remuneration comparisons based on those 

equivalencies resulted in salary levels that were 39 per cent higher for the World Bank 

than the common system. Furthermore, the World Bank Group retirement and health 

insurance schemes also appeared more generous than those of the UN system, although, 

as in the case of OECD, they had not been subjected to actuarial scrutiny. ICSC recalled 

the discussion it had had at its 41st session as to whether the World Bank was an 

appropriate reference point for the common system. It noted that jobs in the finance and 

investment sectors/disciplines together accounted for around 13 per cent of World Bank 

Professional staff; economists, technical specialists and administrative specialists 

accounted for 18, 24 and 13 per cent, respectively. ICSC also took note of the additional 



information provided by the UN and CCISUA. A significant degree of functional 

similarity did indeed exist between the Bank and the common system: overstressing the 

similarity was not, however, seen as helpful. At the end of the day, it had to be 

recognized that the World Bank Group performed a banking function [A/50/30, paras. 

189-190].  

ICSC decided to note with appreciation the established grade equivalencies for the 

World Bank and to report to the GA that: (a) on the basis of the established grade 

equivalencies for the World Bank, remuneration comparisons made at Washington, 

D.C. showed that the World Bank cash remuneration was above that of the UN 

common system levels in the order of 40 per cent; (b) although a full actuarial 

evaluation had not been conducted, it would appear on the basis of a comparison of 

World Bank benefit provisions vis-à-vis those of the common system that: (i) the World 

Bank retirement scheme was more generous, inter alia, because of a higher accrual rate; 

(ii)  the World Bank health insurance scheme was better than the UN (New York) health 

schemes, inter alia, because of the cost-sharing ratios (75/25 and 67/33 respectively); 

(c) on the basis of the above, it appeared that the compensation package of the common 

system was not competitive with that offered by the World Bank for equivalent jobs 

requiring similar levels of competence.  

Taking all the above considerations into account, ICSC considered that it would be 

appropriate to use OECD and the World Bank as reference indicators for the 

competitiveness of UN system salaries. It also agreed to reaffirm the long-standing 

practice of comparisons with the best paid national civil service under the application of 

the Noblemaire principle [A/50/30, paras. 196-197].  

The GA, in resolution 50/208: (a) took note of the results of the study to identify the 

highest-paid national civil service, bearing in mind the views expressed thereon by the 

Member State concerned; (b) requested ICSC and the national civil service authorities 

concerned to resolve the outstanding difficulties in comparing differently designed civil 

services and grading systems, within the approved methodology, and to clarify the 

conclusions set out in its report, in order to complete the study on the highest paid 

national civil service, and to report thereon to the GA.  

1996 43rd session (April/May): ICSC reviewed in detail information (ICSC/43/R.8) on the 

specific areas of difference with the German authorities in the application of the 

approved methodology for the identification of the highest-paid national civil service. 

Members noted that the considerations set out in the 21st annual report had been arrived 

at after lengthy and sometimes difficult discussions: new, irrefutable evidence would be 

required to change views either way, and this was not forthcoming. Members therefore 

considered that efforts should be directed towards clarifying ICSC's earlier position, 

which was, indeed what the GA had requested [A/50/30/Add 1, paras. 33-40 and 43-

46].  

ICSC decided to report to the GA that: (a) based on a technical evaluation conducted 

within the approved methodology, the total compensation levels of the German federal 



civil service had been found superior to those of the current comparator (as reported to 

the GA in para. 172 (b) (i) of its 21st annual report). That continued to be the case; (b) 

after further discussion with the German officials, it had emerged that it would not be 

possible to narrow existing differences on the scope of the study or the applicability of 

the Master Standard to the German civil service without substantially modifying the 

current methodology. In this context, ICSC did not consider that a modification in the 

approved methodology was justified; (c) notwithstanding, its conviction regarding the 

superior position of the German civil service in total compensation terms and the 

applicability of the approved methodology, ICSC did not consider that it was opportune 

to recommend a change of comparator for the following reasons: (i) the actual process 

of changing comparators was a complex one, with implications for pensions, the 

currency of record, the location of the base of the UN remuneration system and related 

issues; (ii) the superiority of the total compensation levels of the German civil service 

might not be maintained over time, It was for this reason, inter alia, that ICSC had 

recommended and was again recommending that the situation should be monitored 

[A/50/30/Add.1, para. 47].  

At its resumed 50th session, the GA decided, by decision no. 50/514, to take note of the 

ICSC report, including its addendum and defer its consideration to the 51st session.  

In resolution 51/216, the GA took note of the further steps taken by ICSC to complete 

its study to identify the highest paid national civil service and decided to consider the 

Commission's report (A/50/30, addendum, paras. 33-47) at its 52nd session.  

2011  72nd session (March/April) 

The Commission reviewed document ICSC/72/R.5 containing results of the initial 

phase of the Noblemaire study. Ten national civil services had been selected for the 

analysis: Australia, Belgium, Canada, France, Germany, the Netherlands, Norway, the 

Republic of Korea, Spain and the United Kingdom of Great Britain and Northern 

Ireland. The cross-country comparison of net compensation across these services and 

the current comparator, the United States federal civil service, resulted in a ranking that 

showed the current comparator on top followed by Belgium and United Kingdom as the 

second and the third, respectively. 

An abbreviated scope of the analysis based on the use of only cash elements of 

compensation, limited number of grades and jobs covered by the comparison, simple 

averages and proxy indicators used to adjust the remuneration levels by differences in 

cost of living could all have had an impact on the result of the comparisons. In this 

connection, some reservations were expressed as to the accuracy of some of the job 

matches established for the salary comparisons. 

While the results of the comparison were likely to be amended by a total compensation 

study, the initial abbreviated study was considered a useful tool in screening the 

potential comparators and establishing their relative standing. Only when the net cash 

remuneration levels were deemed to be reasonably close to those of the present 



comparator, should the follow-up full-scope study proceed. In this regard, the 

Commission noted the large gaps found between the levels of net cash compensation 

between the existing comparator and the other national civil services. Based on the 

information provided, most members were of the view that those gaps were not going to 

be bridged by the other total compensation elements included in the total remuneration. 

The Commission further acknowledged the economic background of the current study. 

It was noted that national civil services were reacting in different ways to the ongoing 

financial crisis. For example, while some resorted to pay freezes, others chose to 

maintain salary levels but reduced the number of their staff. Specific individual 

measures undertaken by respective governments to cope with their budgetary concerns 

would inevitably have had an uneven impact on remuneration levels. The Commission 

therefore concluded that it would not have been opportune to proceed to phase II at that 

time. 

The Commission decided: (a) that the current Noblemaire study should not proceed to 

phase II, noting that the comparison result showed that the current comparator paid the 

highest level of cash compensation and that the percentage differences with other civil 

services seemed too large to be offset by other compensation elements, and thus the 

current comparator would be retained; and (b) that it would carry out another study to 

determine the highest-paid national civil service no later than the next Noblemaire 

study, scheduled for 2016. 

2018 86th session (March): The Commission reviewed document ICSC/86/R.6 which 

contained results of phase I of the Noblemaire study. Using the established 

methodology, six national civil services had been selected, namely Belgium, Norway, 

Canada, France, Germany and the Netherlands. Civil service compensation for 

reference grades in these governments was compared with those in the United 

States federal civil service. Based on the analysis, the existing comparator was ranked at 

the top followed by Belgium and Norway as the second and the third, respectively. 

The Commission noted that phase I focused on selecting only those national civil 

services which met all the criteria of the methodology. Thus, some of the reputedly 

competitive national civil services, such as Switzerland and Singapore, were excluded 

because they did not meet all the criteria, i.e. were relatively small, were undergoing 

structural reforms and did not lend themselves to comparison.  A suggestion was made 

to consider introducing a five per cent pay difference threshold, i.e. that phase II 

analysis needed to be conducted only for a country with five or smaller percentage 

difference with the highest-paying national civil service (A/73/30, para 113). 

The Commission noted that the analysis for phase I had been conducted in accordance 

with the established methodology and was consistent with the approach of the previous 

exercises. It recognized that, if phase II were to be conducted, the resulting net cash 

compensation gap with the present comparator was highly unlikely to be reversed. 



Accordingly, this obviated the need to proceed to a much more labour-, time- and 

resource-intensive phase II. 

Regarding the reference check with other international organizations, some 

Commission members questioned the need for such checks as such organizations were 

technically not part of Noblemaire studies. Others pointed out that these checks were 

authorized by the General Assembly. It was stressed that differences in nature, 

mandates and membership composition of these organizations should be born in mind 

when conducting such comparisons. The Commission took note of the ongoing 

benchmarking study across several international/regional organizations and the 

projected release of the study results in 2019 (ibid, para 117). 

The Commission decided: 

a) That the current Noblemaire study should not proceed to phase II, noting that the 

phase I comparison results demonstrated that the current comparator paid the highest 

level of cash compensation and that the percentage difference with other national civil 

services appeared to be too large to be offset when other compensation elements were 

considered, and thus the current comparator would be retained; 

 b) To revert to the issue of a reference check with other international organizations 

following the receipt of the findings of the 2019 benchmarking studiyamong several 

international and regional organizations, including the World Bank Group, Coordinated 

Organizations and the European Union. 

  

In its resolution 73/273, the General Assembly took note of the report (A/73/30) 

containing the Commissionôs decisions. 



SECTION 2.1.30 

GRADE EQUIVALENCIES  

1975 2nd session (August): Having selected the national civil service to be used as the 

comparator in establishing the level of UN remuneration, it became necessary to define 

the grades in the two services which would be taken as equivalent, i.e., the points at 

which the ladders of remuneration of the two services would be juxtaposed [A/31/30, 

para. 132]. ICSC approved a methodology for such a study. Occupational groups 

typical of the international civil service on the basis of which comparison should be 

made were selected (agricultural management specialists, economists, engineers 

(agricultural, aviation, telecommunications, sanitary), medical specialists, accountants, 

nuclear scientists, statisticians and translators). The organizations in the common 

system were asked to provide data on descriptions of typical jobs found at each grade 

level and samples of specific job descriptions; statements of the educational and 

experience requirements for each grade; frequency distributions by age and by length of 

service; details of age, technical qualifications and grade of all staff appointed to the 

occupational group in 1974. Those data were to be compared, under the supervision of 

ICSC, with similar data to be obtained from the US Civil Service Commission, with a 

view to identifying a series of matching points, different for the several occupational 

groups but in aggregate permitting the drawing of a general profile of relationship 

between the two services [A/31/30, para. 135].  

ICSC recognized that the study submitted to it was a first step in the direction of the 

"proper job evaluation" called for by the 1971-1972 Special Committee, taking into 

account also career characteristics. The study had limitations owing to the way in which 

it had been carried out, the time available and, the difficulties of making precise 

comparisons between two systems differing markedly in the nature of their functions, 

their structures and their grading patterns. The task was further complicated by the 

inadequacy of job evaluation systems in some of the organizations and the lack of 

uniformity between them. Nevertheless, ICSC agreed to use for the review of the UN 

salary system the equivalencies found as a result of the study, i.e.: UN grade P-3 = US 

grade GS-12/GS-13; UN grade P-4 = US grade GS-14; UN grade P-5 = US grade GS-

15, it being understood: (a) that a comprehensive job evaluation would be carried out, 

as soon as possible, between the UN common system and the US federal civil service, 

with the participation of external experts, in order to obtain as complete as possible a 

comparison between the two systems; (b) that the matching points established could not 

be considered permanent or immutable and would have to be verified periodically 

[A/31/30, para. 146].  

1976 In resolution 31/141 B the GA noted the intention of ICSC to pursue studies with a 

view to arriving at a methodology permitting comparison of "total compensation" 

between the comparator civil service and the UN salary system and requested ICSC to 

carry out this comparison at all levels and to report its findings to the GA no later than 

its 33rd session.  

1977 6th session (August/September): ICSC took a number of decisions about the way in 

which the comprehensive job evaluation to be made for the comparison should be 



carried out. In particular, it decided: (a) that a point-factor system of job classification 

should be used; (b) that the widest possible range of occupational groups should be 

covered by the study; (c) that every attempt would be made to compare jobs at all levels 

from P-1 to D-2, ICSC reserving until it had seen the results the decision as to the 

grades at which valid equivalents could be established; (d) that while the representatives 

of the organizations and of the staff would be consulted on the design of the study, the 

collection and comparison of data would be carried out by a group of two or three 

independent consultants working under the supervision of the Chairman and with the 

assistance of ICSC's secretariat [A/33/30, paras. 60 and 61].  

1978 8th session (July): ICSC considered the report of the consultants. ICSC concluded that 

the study had been carried out in an objective and thorough manner. It had been based 

on a job evaluation approach supported by a sound and acceptable methodology. The 

methodology used in the study represented great progress over previous efforts. ICSC, 

therefore, gave approval to the consultants' recommendations as regards the equivalents 

for grades P-1 to D-1. With respect to the appropriate equivalent for the D-2 grade, 

ICSC expressed reservations. In its opinion, the technical reasons leading the 

consultants to doubt the raw results and recommend a modified equivalent for the D-2 

grade were sufficient grounds for concluding that no equivalent for this level could be 

established with certainty at this time. With some refinements, the same methodology 

could be used to establish an appropriate equivalency for the D-2 grade. ICSC 

concluded, therefore, that a further study aimed at establishing the equivalency for 

grade D-2 should be undertaken in the future [A/33/30, paras. 88 and 89].  

ICSC accordingly recommended that the GA approve the use of the following grade 

equivalencies for the purpose of salary comparison between the common system and 

the US federal civil service: P-1 = GS-9 with a weight of 100; P-2 = (GS-11 with a 

weight of 62) and (GS-12 with a weight of 38); P-3 = (GS-12 with a weight of 45) and 

(GS-12 with a weight of 55); P-4 = (GS-13 with a weight of 33) and (GS-14 with a 

weight of 67); P-5 = GS-15 with a weight of 100; and D-1 = GS-16 with a weight of 

100 [A/33/30, para. 92].  

The GA in resolution 33/119: (a) approved the use, for the purpose of making salary 

comparisons, of the table of grading equivalencies recommended by ICSC to continue 

its study of grade equivalencies between the common system and the comparator 

national civil service, in order to determine the proper equivalent grades in the 

comparator system for the UN grades of Director (D-2) and Assistant Secretary-General 

(ASG) and to report its findings to the GA; (b) requested ICSC to study the feasibility 

of identifying posts of equivalent functions and responsibilities for the post of Under-

Secretary-General (USG) and to report to the GA at its 34th session.  

1979 9th session (February/March): As regards ASG, USG and equivalent levels, ICSC 

reported to the GA the reasons which had led it to decide that these levels not be 

included in the study [A/34/30, paras. 106 and 107]. It noted that recent changes in the 

remuneration system of the comparator civil service would further complicate the task 

and that other practical difficulties could be expected to arise. ICSC then noted with 



satisfaction a statement to the effect that maximum assistance would be given by the US 

authorities in carrying out the survey. Since the GA had requested ICSC to make a 

study of the D-2 and ASG grades and considering that the difficulties involved in a 

study of the USG grade were not markedly different from those of the ASG, it was 

decided that the study should be attempted at all three levels [A/34/30, para. 111].  

ICSC recognized that although the grading of jobs at the higher levels within both 

services was based less upon job content than at the lower levels, job content 

nevertheless remained the most measurable of the elements affecting grading. Given the 

difference in the nature of jobs between the US federal civil service and the common 

system, the point-factor evaluation method remained the most effective approach. ICSC 

decided therefore that this evaluation method would be applied to all three grades: it 

would be adjusted, however, to take into account the effects of the establishment of the 

Senior Executive Service (SES) on the remuneration of some of the US federal civil 

service jobs to be compared [A/34/30, para. 113].  

ICSC noted that the consultants' report (A/34/30, annex VI) on the three highest levels 

had been prepared according to the methodology which it had previously approved. It 

also recalled the difficulties involved in carrying out grade equivalency studies at these 

higher levels which it had pointed out in its previous annual report [A/33/30, paras. 60-

92]. ICSC concurred with the consultants' views that the equivalencies for the ASG and 

USG grades could be taken only as approximations. As to whether the results of the 

study should be included in the periodic margin calculation, ICSC observed that 

because of the small number of staff members in these grades they would carry only a 

smaller weighting in the overall comparison, so that the effect of their inclusion or 

exclusion would in any event be negligible. Noting, however, that the D-2 grade had 

been included in the previous equivalency study but had not been recommended for use 

in calculating the margin because of doubts about the precision of the equivalency and 

that a more precise equivalency had resulted from the present study, ICSC considered 

that the equivalency at the D-2 grade should be included together with those at grades 

P-1 to D-1 in future calculations of the margin. ICSC accordingly recommended that 

the GA: (a) approve the grading equivalency D-2 = (GS-17 with a weight of 67) and 

(GS-18/E-V with a weight of 33) to be used together with the previously established 

equivalencies at grades P-1 to D-1 in comparing US and UN remuneration; (b) note, 

subject to the reservations stated above, the approximate equivalencies obtained for the 

ASG and USG levels [A/34/30, paras. 118 and 119].  

In resolution 34/165, the GA approved the grading equivalencies recommended by 

ICSC to be used in comparing US federal civil service and UN remuneration.  

1983 18th session (July/August): ICSC received a progress report on the study of the 

equivalency between the higher grade levels in the UN system and those in the SES of 

the US federal civil service. It considered that the sample of SES positions identified in 

consultations between the US Government officials and the ICSC secretariat would 

represent the total SES population with a statistical degree of confidence of 85 per cent 



and that the methods used to identify that sample were objective and systematic. It 

therefore endorsed the sample [A/38/30, para. 22].  

ICSC concluded that, in as much as the establishment of grade equivalencies with jobs 

in the US federal civil service for UN jobs at the ASG and USG levels was not possible, 

salaries for those levels should be determined by extrapolation of salaries at grades P-1 

to D-2 [A/39/30, para. 106].  

1986 24th session (July): With a view to establishing grade equivalencies between UN 

officials and US federal civil service employees in New York, ICSC considered a report 

submitted by the secretariat, noting that as at 31 March 1985 there were some 32,330 

US federal civil service employees in New York. That figure, however, included 

positions that were not relevant for the purpose of establishing UN/US grade 

equivalencies. With the exclusion of irrelevant US federal civil service jobs, it was 

noted that the jobs relevant for comparison purposes would total 5,695, excluding SES 

positions. SES positions, currently compared with P-5, D-1 and D-2 levels in the 

common system were filled by 3,673 incumbents in Washington, D.C. and 63 in New 

York [A/41/30, para. 58].  

As regards US federal civil service jobs in New York and Washington, D.C. by relevant 

grades, ICSC noted that, proportionately, the US employed more staff at the lower 

grade levels in New York and more staff at the higher grade levels in Washington, D.C., 

the only exception being level GS-15, which had proportionately more staff in New 

York.  

It concluded that establishing grade equivalencies between the common system and US 

federal civil service employees in New York would create technical and administrative 

difficulties. It, therefore decided that grade equivalencies should be established between 

common system and US federal civil service jobs in Washington, D.C. [A/41/30, para. 

60].  

ICSC agreed, for the time being: (a) to use 436 positions for analysis purposes and 

exclude positions outside Washington, D.C. and positions that were not specifically 

sampled; (b) to exclude anomalous gradings by eliminating positions in US grades 

representing less than 5 per cent of the positions and single gradings equivalent to a 

particular common system grade; (c) to exclude the jobs of representation, coordination 

and liaison specialists and interpreters and translators, but to request its secretariat to 

study further the equivalencies of translator jobs and to report thereon to ICSC at its 

25th session; (d) to include positions in the SES, but to request the secretariat of ICSC 

to study further refinements for pay comparison with the D-1 and D-2 levels and to 

report thereon to ICSC at its 25th session; (e) to exclude ASG/USG-level positions for 

the time being, but to request its secretariat to study other methods of comparing 

positions at those levels, and to report thereon to ICSC at its 25th session; (f) to include 

GS-7 positions; (g) to exclude all Foreign Service positions; (h) to include specialty 

jobs; (i) to note the results of the validity check by the US Office of Personnel 

Management and to request the secretariat of ICSC to continue consultations with OPM 



in order to reach a higher rate of agreement, and to report thereon to ICSC at its 25th 

session; (j) to use positions in Washington, D.C., but to collect data on additional 

positions outside that city if jobs were not sufficiently represented; (k) to apply the 

square root weighting technique in order to reduce dominance of highly populated jobs, 

and to request its secretariat to study the issue further and to report thereon to ICSC at 

its 25th session; (l) to use average salaries and to request its secretariat to study the 

effect of different lengths of career in the two services on those averages and to report 

thereon to ICSC at its 25th session; (m) to exclude bonuses and performance awards 

that were not part of base pay as defined by the US federal civil service, and to include 

additional pay for physicians; (n) to exclude merit pay performance awards that were 

not included in base salaries as defined by the US federal civil service [A/41/30, para. 

104].  

1987 25th session (March): ICSC considered a number of issues related to the current grade 

equivalency study for which it had requested further information. It decided: (a) to use 

average SES salaries in remuneration comparisons; (b) to keep under study the 

equivalency of ASG/USG levels; (c) to exclude translator positions from remuneration 

comparisons; (d) to note the more satisfactory rate of agreement of the validity check; 

(e) to conclude the review of the effect of career lengths on average salaries, noting the 

lack of data on which to base an appropriate evaluation; (f) to use the square root 

weighting technique in the calculation of US federal civil service salaries representing 

the common system grade averages [A/42/30, para. 132].  

The GA, in resolution 42/221, decided to maintain the methodology described in annex 

I to the report of ICSC submitted to the GA at its 40th (1985) session (A/40/30) for the 

calculation of the net remuneration margin. The GA's decision implied that the grade 

equivalencies from P-1 to D-2 approved by the GA in resolution 34/165 (1979) 

continued to be applied for the time being.  

1991 33rd session (March):  ICSC took note of a progress report (ICSC/33/R.6) on the grade 

equivalency study between the UN system and the US federal civil service, which was 

being undertaken as an update of the grade equivalencies established in 1986. It noted 

that positions that might correspond to the ASG and USG levels had not been included 

in the current grade equivalency exercise. While realizing that this might not be an 

appropriate exercise for the inclusion of these provisions, it recalled the terms of GA 

resolution 45/241 on the subject of the remuneration of staff at the ASG/USG levels. 

Bearing that in mind, it was of the view that a study involving these positions using an 

appropriately modified methodology should be undertaken as part of the comprehensive 

review of conditions of employment of the ASG/USG or equivalent level positions (see 

also section 2.1.120) [ICSC/33/R.16, paras. 49-50 and 53-54].  

34th session (August): ICSC reviewed the results of the 1990/1991 grade equivalency 

study (ICSC/34/R.5 and ICSC/34/CRP.4 and CRP.6) which had been conducted using a 

methodology identical to that utilized in 1985/1986. Job data had been requested on 531 

positions from 45 US Government agencies based on the relative proportions of UN 

staff assigned to the 27 most populous occupational groups. Of the 476 positions that 



had been received from 43 agencies, the secretariat had included 409 positions for 

analysis purposes and had excluded 67 jobs. ICSC noted that the results of the validity 

check carried out by US/OPM produced a confirmation rate of 92 per cent, compared 

with a rate of 78.8 per cent in the 1985/1986 exercise.  

Recalling its earlier decision to include in the grade equivalency study 5 special pay 

systems in addition to the US General Schedule, ICSC noted that there had been a 

further, continuing, departure from the General Schedule. It considered two options 

suggested by its secretariat for including special pay systems in net remuneration 

margin comparisons. It was of the view that the comparator's introduction of new or 

revised pay systems warranted further review, which could only be carried out on the 

basis of additional information and statistics to be collected by its secretariat [A/46/30, 

vol. I, paras. 145149].  

ICSC decided: (a) to approve the results of the 1990/1991 grade equivalency study; (b) 

to use the results for net remuneration comparisons between the US federal civil service 

and the UN common system; (c) to note that the net remuneration margin would 

consequently decrease in the order of 1.8 percentage points; (d) to note the introduction 

of a number of new or revised US pay systems; (e) to request its secretariat to review 

further data on these systems with a view to reflecting them in grade equivalencies, as 

appropriate, and to report thereon to its 35th session [A/46/30, vol. I, para. 150].  

In resolution 46/191, the GA requested ICSC to analyse the potential consequences of 

FEPCA on the pay levels of the current comparator, providing in the analysis full 

details of all the special pay systems introduced by the comparator civil service, and to 

report thereon to the GA at its 49th (1994) session.  

1992 35th session (March): ICSC reviewed a note by its secretariat (ICSC/35/R.4) 

containing information on new or revised pay systems that had been established since 

the 1985-1986 grade equivalency study by the following 11 US government agencies: 

(a) Federal Deposit Insurance Corporation (FDIC); (b) Federal Reserve Board (FRB); 

(c) National Institute of Standards and Technology (NIST); (d) Government Printing 

Office (GPO); (e) Farm Credit Administration (FCA); (f) Office of Thrift Supervision 

(OTS); (g) Office of the Comptroller of the Currency (OCC); (h) National Credit Union 

Administration (NCUA); (i) Resolution Trust Corporation (RTC); (j) General 

Accounting Office (GAO); (k) Federal Housing Finance Board (FHFB). The secretariat 

had conducted a supplemental grade equivalency study with these agencies, as well as a 

validity check of the classification results of the study [ICSC/35/R.17, paras. 28 and 

29].  

ICSC was informed by its secretariat that, as a result of the 1985-1986 grade 

equivalency study, relevant salary data on 8 of the proposed pay systems (FDIC, NIST, 

FCA, OCC, NCUA, RTC, GAO and FHFB) had been included in the net remuneration 

margin calculations until 1990. By the time of the 1990-1991 grade equivalency study, 

most of these pay systems had separated from the regular General Schedule pay system. 

Only FRB and GPO had not previously been included in net remuneration margin 



calculations since the emphasis in the 1985-1986 grade equivalency study was to 

include the major US pay systems not previously included. Seven of the agencies had 

changed their pay systems under the 1989 Financial Institution Reform, Recovery and 

Enforcement Act [ICSC/35/R.17, para. 31].  

ICSC took note of the information contained in the document and decided that it would 

revert to the issue at its 36th session on the basis of additional information to be 

provided by its secretariat [ICSC/35/R.17, para. 37].  

36th session (August): Recalling that 9 of the 11 agencies concerned had been included 

in remuneration comparisons as a result of the 1985/1986 grade equivalency study, 

ICSC noted that the question of whether they should continue to be included had arisen 

as a result of significant changes in job classification systems and salary-setting 

processes introduced in the meantime in these systems [A/47/30, para. 147].  

Following discussion, ICSC decided that it was not imperative to include the proposed 

pay systems in the net remuneration comparison process at the present time [A/47/30, 

para. 153] (see also section 2.1.40).  

1993 38th session (July): ICSC reviewed a schedule for the completion of a series of studies 

relating to the application of the Noblemaire principle which included grade 

equivalencies (see also section 2.1.10).  

1994 39th session and 40th session ((February/March and June/July): ICSC reviewed 

FEPCA-related developments and decided to report inter alia to the GA that: (a) a 

number of FEPCA provisions were relevant for net remuneration margin comparisons 

and, where appropriate, had been incorporated into margin comparisons; (b) FEPCA 

had established a number of new pay systems that ICSC intended to review at the time 

of the next US/UN grade equivalency study in 1995; (c) a number of FEPCA provisions 

were being gradually implemented within the US federal civil service and ICSC 

intended to monitor the application of those provisions for possible relevance to the UN 

common system [A/49/30, para. 79] (for further details, see section 2.1.40).  

1995 41st session (May): ICSC had before it documentation prepared by the secretariat 

(ICSC/41/R.5 Add.2 and appendix) providing details of the 1995 grade equivalency 

exercise with the US federal civil service, together with an analysis of a number of 

specific issues that had arisen in prior ICSC considerations of grade equivalencies and 

remuneration comparisons. A document by CCISUA (ICSC/41/R.5/Add.5) also 

examined several of those issues (NOTE: Material relating to remuneration 

comparisons is reported in detail in sections 2.1.20 and 2.1.40).  

ICSC was informed that the study included grade equivalencies for 529 posts in: (a) the 

6 US pay systems currently included in net remuneration margin calculations; (b) all 

relevant occupations in the pay systems of 11 US government agencies which had 

established pay levels departing from the regular US pay system, i.e., the General 

Schedule; and (c) two additional pay systems (senior level [SL] and scientific and 

technical [ST]) which had been established under the Federal Employees' Pay 



Comparability Act (1990) (FEPCA) since the previous such exercise and which met the 

ICSC criteria for inclusion in margin calculations as reported to the GA in 1994. A 

validation exercise was being organized with classification specialists of the US federal 

civil service, and the result would be reported to the ICSC at its 42nd session 

[ICSC/41/R.19, paras. 132-133].  

Additional comparator pay systems to be reflected in grade equivalencies and 

resulting margin comparisons: ICSC recalled that at its 39th session, it had decided to 

reflect fully in margin comparisons all relevant pay systems of 11 US agencies. Two of 

those agencies, the Office of the Comptroller of the Currency (OCC) and the Office of 

Thrift Supervision (OTS), had not yet been able to provide the requested data. For the 

time being, the 1992 grade equivalency results had been used in respect of those 2 

agencies. ICSC noted the secretariat's intention to provide it with updated grade 

equivalencies at the 42nd session if the data from those 2 agencies were forthcoming. 

ICSC had also decided at that session to review 10 other pay systems that it saw as of 

possible relevance. On the basis of an analysis of the data collected on those pay 

systems, the secretariat was recommending inclusion of two pay systems: senior-level 

(SL) and scientific and technical (ST) positions. ICSC endorsed the secretariat's 

recommendation for the inclusion of the two pay systems and noted the grade 

equivalencies arrived at in their respect [ICSC/41/R.19, paras. 141, 142 and 143].  

Evaluation procedures for SES levels: ICSC observed that the current grade 

equivalency results corroborated earlier findings that there was a progression in salaries 

at SES pay levels vis-à-vis comparable UN grades. Furthermore, the inclusion of a 

single amount derived from a weighted average of all SES levels distorted remuneration 

ratios, particularly at the D-1 level, where the ratio was less than at the D-2 level. That 

was an aberration with regard to normal remuneration ratio progression. ICSC 

concluded that although the SES salary progression was slight, it would be technically 

more precise to reflect it in margin comparisons through the use of the actual salary of 

each SES pay level rather than through the current averaging process [ICSC/41/R.19, 

para. 144]. 

Inclusion/exclusion of the GS-7 level: It was recalled that, prior to the 1985-1986 

grade equivalency study, equivalencies at the P-1 level had been related exclusively to 

the US GS-9 level. At the time of that study, a few GS-7 level positions had been found 

equivalent to the P-1 level; ICSC had therefore decided, following discussion, to 

include the GS-7 level in the comparison process "for the time being". Accordingly, the 

GS-7 level had been included in remuneration comparisons since 1990, when the results 

of the 1985-1986 study were implemented. For the current grade equivalency exercise, 

11 GS-7 positions had been determined to be equivalent to the P-1 level and 3 to be 

equivalent to the GS level. ICSC noted the secretariat's findings that all 11 of the jobs 

found to be equivalent to the P-1 level were trainee/developmental posts for which no 

counterpart existed in the common system. It further noted that the comparator's pay-

setting process at the GS-7 level continued to be heavily influenced by categories 

representing clerical and technical positions which in the common system were found in 

the GS category. ICSC observed that the duties and responsibilities of the GS-7 jobs 



analysed by the secretariat did not conform to the ICSC definition of P-level work (see 

section 8.1.10).  

ICSC therefore decided that there was no technical basis for the continued inclusion of 

the GS-7 level in grade equivalencies and resulting margin comparisons. It should 

therefore be excluded from the grade equivalencies [ ICSC/41/R.19, paras. 145-147] 

(see also section 2.1.40).  

Assistant-Secretary-General/Under-Secretary-General levels: ICSC reviewed 

information on the prior consideration of the matter which highlighted the difficulty of 

establishing direct equivalencies between the common system and the comparator civil 

service at the ASG/USG levels. ICSC noted that in the secretariat's view, it would be no 

less difficult to establish such specific grade equivalencies at the present time. The 

inclusion or exclusion of approximate working equivalents at those levels would have 

no impact on the level of the margin and would become significant only if salaries at 

the senior levels were to be examined separately from those at other levels 

[ICSC/41/R.19, para. 160].  

ICSC decided: (a) to include SES salaries in remuneration comparisons on the basis of 

pay levels determined by the established grade equivalencies; (b) to exclude comparator 

GS-7 positions from future remuneration comparisons; (c) to include the SL and ST pay 

systems of the comparator in remuneration comparisons; (d) to include bonuses and 

performance awards granted to US and UN common system staff, except for those 

granted to eligible SES staff as meritorious and distinguished awards and comparable 

awards on the UN side; (e) to endorse, for remuneration comparison purposes, the grade 

equivalencies with the comparator [ICSC/41/R.19, annex VI] subject to any adjustment 

arising from the validation exercise and from updated information from US 

Government agencies that had not yet been able to provide complete information; (f) to 

note the exclusion of the ASG/USG levels from the current grade equivalency study; (g) 

to request the secretariat to provide the following to ICSC at its 42nd session: (i) 

updated grade equivalencies with regard to 2 of the 11 US Government agencies that 

had not yet been able to provide complete information; (ii) details and results of the 

validation exercise [ICSC/41/R.19, para. 162].  

ICSC had before it the results of the grade equivalency study with the German 

federal civil service (ICSC/41/R.5/Add.1 and ICSC/41/CRP.6). This had been 

conducted in accordance with the established methodology and process, building also 

on the experience of the earlier (1981) equivalency study with the German civil service. 

In the 1994-95 study, the number of occupational groups had been augmented, to 

increase the representation of common system jobs. A sample of representative jobs in 

occupations common to both services had been identified, and a team of job 

classification experts had conducted individual job interviews with post incumbents. 

The jobs had then been graded according to the ICSC Master Standard. Equivalencies 

had been arrived at by matching the grades thus obtained against the actual German 

civil service grades. The results of the current grade equivalency substantially 

confirmed the 1981 exercise. The final stage of the grade equivalency exercise - a 



formal job validation - had not yet been completed, but it was envisaged that this would 

be finalized before the 42nd session. The sample of 103 jobs used in the survey had 

included occupational groups covering 75 per cent of common system jobs. Most of the 

jobs were performed by staff in the Beamte group, although some jobs in the Angestellte 

group had been included and accounted for 15 per cent of the sample. The 

distinguishing features of the two groups were described in the documentation 

[ICSC/41/R.19, paras. 120-123].  

ICSC noted that it had not proved possible to organize a full validation exercise, 

although an initial meeting had been held with a representative of the German Foreign 

Office. As in the 1981 grade equivalency exercise, the German Government maintained 

its own set of grade equivalencies with the UN common system. ICSC noted the 

secretariat's assessment that the considerations advanced to date in support of the grade 

equivalencies of the German Government appeared unrelated to duties and 

responsibilities as measured by the Master Standard. It agreed with the secretariat's 

suggestion that the offer of the German Government to discuss the matter further be 

accepted. In the meantime, and on the basis of the explanations provided, ICSC was 

satisfied that the grade equivalencies established by the secretariat had been arrived at 

in a technically rigorous manner using the methodology approved by ICSC. It therefore 

agreed that remuneration comparisons should proceed on the basis of those 

equivalencies, subject to any refinements that might be required as a result of a 

validation exercise carried out through the application of the Master Standard. ICSC 

noted in that connection that the German Government maintained a series of 

equivalencies for its own purposes. ICSC was aware of these but noted that the basis for 

those equivalencies was not specified. As the equivalencies determined by ICSC were 

based upon an analysis of comparable duties and responsibilities under the Master 

Standard, it saw no reason to modify the results of its own studies. ICSC decided: (a) to 

proceed with further remuneration comparisons on the basis of the grade equivalencies, 

subject to refinements which might be required as a consequence of the exercise to 

validate the grade equivalencies which had been determined on the basis of the Master 

Standard; and (b) to note that the further remuneration comparisons would be based on 

a total compensation approach in accordance with the established methodology for 

phase II studies [ICSC/41/R.19, paras. 120-123, 129 and 131, and annex V].  

ICSC also had before it the results of grade equivalencies and remuneration 

comparisons conducted with the World Bank and OECD, which it had agreed to 

retain for reference purposes in the context of its review of the Noblemaire principle 

and its application (see also sections 2.1.10 and 2.1.20).  

ICSC recalled that the information collected by the secretariat on the World Bank and 

OECD was to have been in the nature of reference data. It noted in that regard that, 

while the grade equivalencies had been conducted according to the standard process 

used in the other studies, the resulting remuneration comparisons had been arrived at on 

the basis of a limited (cash compensation) approach, owing to the reference nature of 

the study. Noting that consultations were continuing on the World Bank grade 

equivalencies, which were thus not final, ICSC decided to limit itself at the current 



session to a consideration of the OECD results. ICSC took note of the information 

before it and concluded that the OECD grade equivalency exercise, which had a 

validation rate of 95 per cent, had been carried out in a professionally rigorous manner 

[ICSC/41/R.19, paras. 172-173].  

ICSC decided to note with appreciation the established grade equivalencies for OECD 

[ICSC/41/R.19, para. 178] [The remuneration-related impact of this decision is 

recorded in section 2.1.20].  

ICSC noted that further information with regard to the World Bank equivalencies had 

yet to be established [ICSC/41/R.19, para. 179].  

42nd session (July/August): ICSC concluded its review of the grade equivalency 

study with the US federal civil service. Updated granted equivalencies in respect of 2 

special pay systems (OCC and OTS: see above) were reviewed (ICSC/42/R.9). ICSC 

noted that the 1995 grade equivalency study covered 526 posts. Having reviewed the 

results of the validation exercise conducted with classification specialists of the US 

federal civil service, ICSC decided to report to the GA that it had conducted a new 

grade equivalency study with the comparator and, in that context, had decided: (a) to 

include the SL and ST pay systems of the comparator; (b) to exclude the comparator's 

GS-7 positions from future remuneration comparisons; (c) to exclude the ASG/USG 

levels from the current grade equivalency studies; (d) to note the results of the 

validation exercise, which showed an agreement rate of 92 per cent; and (e) to endorse, 

for remuneration comparison purposes, the results of the 1995 grade equivalency with 

the comparator civil service [A/50/30, para. 119 (a)].  

ICSC was also presented with the results of the comparison with the Swiss federal civil 

service (ICSC/42/R.6, Parts I and II). The grade equivalency study included a sample 

of 105 jobs in the Swiss civil service which had been graded against the ICSC Master 

Standard in accordance with the standard method and process. The validation exercise 

by Swiss classification specialists had resulted in a confirmation rate of over 90 per cent 

[A/50/30, para. 130].  

ICSC confirmed the results of the grade equivalency study and noted that the validation 

exercise carried out with Swiss classifiers had resulted in a highly satisfactory 

confirmation rate [A/50/30, para. 139].  

ICSC reviewed remuneration comparisons with the German civil service, which it had 

agreed at its 41st session might proceed, subject to refinements that might be required 

as a consequence of the exercise to validate the grade equivalencies on the basis of the 

ICSC Master Standard. Further attempts in this regard during the intersessional period 

had resulted in a member of the ICSC secretariat travelling to Bonn, inter alia to follow 

up efforts to encourage the German Government's participation in a validation exercise. 

At its 42nd session, ICSC was informed that despite multiple attempts on the part of the 



secretariat, it had not been possible to secure the agreement of the German Government 

to proceed with a validation exercise [A/50/30, para. 144].  

During the course of the 42nd session, ICSC was apprised, by means of two formal 

letters and other less formal contacts, that the German authorities contested the results 

of the grade equivalencies which they considered as being one grade too high. Their 

reasons were two-fold: the limited scope of the sample selected for the exercise and the 

questionable applicability of the Master Standard to German federal civil service posts 

[A/50/30, para. 156].  

ICSC was concerned that it had not been possible, despite the efforts made, to carry out 

a validation exercise with the classification specialists of the German civil service. It 

noted that validation exercises had been very successfully carried out with the current 

comparator and, in the context of the current studies, with the Swiss federal civil 

service, the World Bank and OECD. These exercises had resulted in confirmation rates 

of 90 per cent and more. Some discussions took place on the import of the concerns 

raised by the German authorities at this time. For some, the information now presented 

raised serious new concerns; others considered that in essence the information added 

nothing to what had already been known at the 41st session, when ICSC had approved 

the grade equivalency results in principle and had agreed to proceed with the exercise. It 

was noted that the validation exercise was not part of the formal methodology for 

identifying the highest paid national civil service, but rather a practice that had 

developed over the years with the current comparator. There could therefore be no 

question of the entire process being held hostage to the validation. It was nonetheless 

incumbent upon ICSC to examine whether the concerns underlying the competent 

German authorities' reluctance to engage in a validation exercise were relevant in terms 

of the parameters of the study [A/50/30, paras. 157-158].  

ICSC proceeded to analyse in detail the two main issues raised by the German 

authorities. The first revolved around the fact that all the jobs included in the grade 

equivalency study were located in the federal ministries; in the German authorities' 

view, executing agencies should also have been covered. ICSC was informed that the 

established process called for a comparison between jobs at the headquarters/base of the 

two systems. The initial selection of jobs for the grade equivalency exercise had been 

made jointly by the ICSC secretariat and officials of the German Government. There 

were no executing agencies in Bonn, the headquarters of the German federal civil 

service; hence, those agencies had not been included. In this connection, the planned 

relocation of the German federal civil service to Berlin was discussed. It was recalled 

that that matter had been tabled at the time of the initiation of phase I of the study, but 

had not been pursued. It was also noted that the executing agencies were composed 

predominantly of Angestellte staff. ICSC recalled that the sample selected for the 

present study included Angestellte jobs in the ministries. The results showed no 

discernible difference between grading patterns in the Beamte and Angestellte groups, 

except that there were practically no Angestellte positions at grades equivalent to P-5 

and above. The grading pattern between Angestellte and  



Beamte determined by application of the ICSC Master Standard was, moreover, 

supported by the grade equivalencies established between the two groups by the 

German authorities. A view was nonetheless expressed that, because the executing 

agencies had not been included in the study, it was not possible to ascertain whether the 

same correlation in grading patterns existed between staff in the ministries and those in 

the executing agencies. The secretariat responded at several points that German officials 

had informed the secretariat that there was no difference in duties and responsibilities 

between Beamte and Angestellte. One member was also not convinced of the statistical 

validity of the sample selected. The secretariat pointed out that the sampling techniques 

employed had measured the remuneration of 95 per cent of German civil servants 

within plus/minus 2 per cent. In statistical terms, that was tantamount to a 95 per cent 

confidence in the results. The sample for the German study was proportionately larger 

than that used for the US grade equivalency studies. ICSC had accepted the sampling 

techniques used in all other such studies [A/50/30, paras. 159-160].  

Regarding the issue of the applicability of the ICSC Master Standard to the German 

civil service, which did not follow a fully rank-in-post approach, ICSC was informed 

that the approach used in all grade equivalency studies, prior and ongoing, had been to 

measure the nature of the work performed, not the qualities of post incumbents. In the 

case of the German civil service, that had been done through a rigorous process of on-

site interviews and corroboration of the results by two classifiers, with the full 

cooperation of all the ministries concerned. What had emerged was that even though the 

German civil service had a rank-in-person component, it was possible to measure the 

relative worth of jobs on the basis of job content. The secretariat noted that experience 

with the Senior Executive Service of the current comparator (which followed a rank-in-

person approach) and with the Swiss civil service (which had a hierarchical career 

structure similar to the German civil service) supported the applicability of the Master 

Standard to situations that were not strictly rank-in-post. That explanation 

notwithstanding, a few members of ICSC remained concerned about the German 

authorities' view that the grade equivalencies resulting from the study were one grade 

too high. In that connection, it was observed that the German authorities had not 

provided any supporting material for this statement and no information had been 

provided as to the classification criteria used for such comparisons. ICSC was also 

provided with the results of an alternate German/US comparison, using grade 

equivalencies established by OECD (on the basis of which annual remuneration data 

was provided by Germany to OECD) and ICSC-approved OECD equivalencies. This 

showed German civil service total compensation to be 113.7 per cent that of the US 

federal civil service. That finding indicated that the grade equivalencies arrived at in the 

current ICSC study were, if anything, conservative [A/50/30, para. 161 and annex 

VIII] .  

Some members suggested inviting a representative or representatives of the German 

authorities to review the specifics of their concerns. It was concluded that that would 

not be feasible for a number of reasons. It was also queried whether such an exchange 

would add much to a discussion of which the parameters were well understood 



[A/50/30, para. 162] [For further details of remuneration comparisons and reports to 

the GA, see section 2.1.20].  

Concerning reference data on international organizations, ICSC took note of 

information presented by the secretariat which supplemented and updated that provided 

at the 41st session in respect of the World Bank (see section 2.1.20 for details). ICSC 

endorsed the grade equivalency exercise with regard to the World Bank, which had 

resulted in a validation rate of 100 per cent [A/50/30, para. 189]. 

By resolution 50/208, the GA requested ICSC and the national civil service authorities 

concerned to resolve the outstanding difficulties in comparing differently designed civil 

services and grading systems, within the approved methodology, in order to complete 

the study on the highest paid national civil service, and to report thereon to the GA. 

2000 51st session (April): ICSC took note of the progress report presented by its secretariat 

on study concerning the grade equivalency between the United Nations and the 

comparator United States federal civil service. ICSC requested its secretariat to review 

the methodology for future grade equivalency studies with a view to simplifying the 

process and reducing administrative costs, without jeopardizing the quality of the 

results. ICSC also invited organizations to reflect on CCOG codes, inter alia, in 

emerging occupations such as occupations covering humanitarian affairs and issues of 

governance [ICSC/51/R.13, paras. 36-38].  

52nd session (July/August): ICSC concluded its review of the grade equivalency 

study with the US federal civil service. ICSC noted that for the 2000 grade 

equivalency study some 600 posts were selected. Having reviewed the results of the 

validation exercise conducted with classification specialists of the US federal civil 

service, ICSC reported to the GA that the new grade equivalency with the comparator. 

It (a) noted the results of the validation exercise, which showed an agreement rate of 92 

per cent; (b) endorsed for remuneration comparison purposes, the results of the 2000 

grade equivalency exercise with the comparator civil service; and (c) requested its 

secretariat to review the current methodology and repeated the request made at the 51st 

session to explore more efficient means to streamline the process and reduce 

administrative costs without jeopardizing the quality of the results in future grade 

equivalency studies [A/55/30, para. 149]  

In resolution 55/223, the GA noted the results of the updated grade equivalency study 

undertaken by ICSC with the United States federal civil service and the decisions of the 

Commission in respect of that study.  

2005 60th session (March): The Commission was presented with an interim report of the 

status of the exercise [ICSC/60/R.10]. This exercise had not proceeded as planned. The 

Commission was requested to note that the delay was due to the fact that United States 

federal civil service, which in the past had provided the secretariat with access to the 

data files containing detailed information on relevant positions, had been unable to 

provide information on changes to the pay systems in its database since the situation 



was a dynamic one and precise information was not yet prepared [ICSC/60/R.13, para. 

85]. The Commission was informed of difficulties experienced by the secretariat in 

obtaining relevant data for the SES positions as a result of ongoing changes in the 

structure of the United States federal civil service. The Commission therefore decided 

that upon receipt of more detailed information, it would continue discussion of the item 

at its sixty-first session, in July 2005.  

61st session (July): The Commission was provided with an update of progress with the 

grade equivalency study relating to the revised structure of the comparatorôs Senior 

Executive Service. The report indicated that discussions had been held with the United 

States Office of Personnel Management during which it had been noted that the 

application of performance pay was contingent on certification of the departmentôs 

performance management system. It had been further noted that there was no uniform 

application of the broad-banded salary structure, as agencies used different criteria 

ranging from performance, to responsibility, to work criticality for movement through 

the band. [A/60/30, para. 199].  

In the progress report, the Commission was informed that a random sample of 44 SES 

positions in 10 departments of the United States federal civil service had been reviewed, 

resulting in 75 per cent of the positions reviewed falling in the grade range of D1 to D2 

in the United Nations system. The secretariat also provided a timetable for completion 

of the review of the remaining positions in the United States federal civil service.  

The Commission decided to take note of the progress made and of further work to be 

done in connection with the grade equivalency exercise and looked forward to a report 

from its secretariat at its spring session in 2006. [A/60/30, para. 212].  

2006 62nd session (March): The Commission was informed that it had not been possible to 

complete the second half of the SES study, in which the comparison of salary levels 

between the two systems for the calculation of the margin would have been undertaken. 

This was due to the inaccessibility of relevant salary information for individual 

positions reviewed as well as to incompatible data reporting of SES salaries for the 

study requirements. It was noted that the reporting of salaries in a broad-banded/pay-

for-performance system did not fit the data format of the Central Personnel Data File, 

which had been designed to store individual salary data by reference to identified grade 

levels. Considering the difficulties being experienced in obtaining salary information on 

a small number of positions in the SES category even from the agencies where they 

were located, the secretariat noted that the problem could escalate in the later study 

when data on pay systems for a larger population that had moved away from the 

General Schedule was to be collected [ICSC/62/R.14, para. 109].  

The Commission, taking into account the changes taking place in the United States 

federal civil service, considered that work on the SES grade equivalency study should 

continue. Accordingly, the Commission decided: (a) to take note of the status of the 

grade equivalency exercise; (b) to approve the list of occupations proposed in the annex 

and to delegate authority to the Chairman to include further occupations deemed 



appropriate on the basis of additional information, if provided by the organizations; (c) 

to request its secretariat to continue the job evaluation study for positions in the General 

Schedule and other associated pay systems by reference to the current methodology; (d) 

to request its secretariat to provide a proposal for revising the methodology to be 

applied to a broad banded pay-for-performance system such as SES; (e) to request the 

secretariat to report to the Commission on the above matters at its 2007 spring session 

[ICSC/62/R.14, para. 124- 125].  

63rd session (July): At its sixty-third session, the Commission considered a report on 

the study being conducted between the senior level positions in the United Nations 

common system and similar positions in the comparator under phase I of the current 

grade equivalency exercise. The results of the current study, when compared with the 

results of previous studies, appeared to be somewhat at variance with each other, and 

the secretariat proposed that the study be broadened to provide for the greater reliability 

of overall results.  

The Commission decided therefore to request its secretariat to: (a) enlarge the sample 

for further study of the Executive Service positions; (b) continue the study of the Senior 

Executive Service positions, in conjunction with the study of the General Schedule and 

other relevant pay systems; (c) provide the Commission with a status report at its sixty-

fourth session, in March 2007; (d) report to the Commission on the final results at its 

sixty-fifth session in July 2007; (e) explore the feasibility of comparing standards in lieu 

of auditing jobs [ICSC/63/R.17, para.102].  

2007 64th session (March): In keeping with the Commissionôs decision that an enlarged 

sample of Senior Executive Service positions should be studied further, the secretariat 

made several attempts to obtain additional job information, first from the United States 

Office of Personnel Management and subsequently from individual agencies of the 

United States Federal Civil service that had provided information in the 2006 SES 

study. Those attempts proved to be fruitless, as no meaningful response was received 

from the agencies.  

The Commission decided to request its secretariat to: (a) explore, in coordination with 

the HR Network, alternative approaches to the current job-by-job comparison; 

(b)contact agencies in the United States Government to request data and statistics 

necessary to test those alternative approaches and to seek their commitment to provide 

the data on an ongoing basis;(c) present a progress report to the Commission at its sixty-

fifth session [ICSC/64/R.11, para. 35].  

2008    66th session (March/April): The Commission was provided with an update on the 

efforts to collect and analyze job data from the United States federal civil service for 

completion of the current grade equivalency study. The Commission was informed that 

the secretariat had continued its efforts to establish contacts with the World Bank and 

the International Monetary Fund (IMF) with a view to engaging a single consultancy 

firm to conduct comparative studies for the three organizations, i.e., the United Nations, 

the World Bank and the IMF.  The ICSC secretariat had also been exploring the 



possibility of retaining the services of a consultant/consulting firm to assist in the 

completion of the current study. 

 In response to the Commissionôs request at its sixty-fourth session to explore 

alternative approaches to the current job-by-job comparison, the ICSC secretariat 

proposed that a methodology in which benchmark jobs are compared be explored 

and tested. The secretariat also requested the Commission to consider decreasing 

the frequency of the conduct of  future studies [ICSC/66/R.13, para. 59]. 

The Commission decided to request its secretariat: (a) to continue to explore the 

possibility of pursuing the grade equivalency study both jointly with the World Bank 

and the IMF and separately with a consultancy firm or an individual expert capable of 

assisting the secretariat in completing the study in a timely manner; (b) upon 

satisfactory completion of the study, to measure the periodic impact of grade 

equivalency exercises on margin calculations in order to determine a better frequency 

for job comparisons; (c) to explore alternative approaches and conduct studies 

and simulations as necessary [ICSC/66/R.13, para. 64]. 

2009    68th session (March/April):    

The ICSC was informed that technical bids had been submitted through the United 

Nations Procurement Division and had been evaluated.  A consulting firm would be 

selected to carry out the grade equivalency study as soon as the assessment of the 

financial proposals was completed.  

 The Commission requested clarifications on the expected work to be carried out by the 

successful bidder and took note of the progress report on the United Nations/United 

States grade equivalency studies.  It requested the secretariat to report on the item at its 

seventieth session [ICSC/68/R.10, para. 51]. 

2010 71st session (July/ August):  The Commission reviewed the results of the grade 

equivalency study  and of the validation exercise with the comparator, the United States 

federal civil service. The study involved equivalencies for approximately 500 posts 

representing the most populous occupational groups within the United Nations common 

system and included posts from the United States General Schedule and other special 

pay systems in Washington, D.C. [A/65/30, paras. 131 and 132]. The ICSC observed 

that the establishment and validation of grade equivalencies between the United Nations 

and the comparator are key components of the calculation of net remuneration margin. 

Hence it also reviewed the results of the net remuneration margin calculations based on 

the incorporation of the results of the study and noted that the outcome was a revised 

margin of 113.3 for the calendar year 2010 as compared to 112.7 based on the existing 

grade equivalencies. [A/65/30, para. 133]. 

 The Commission recalled that difficulties in accessing the data had prevented the 

conduct of a full study in 2005 and that it had requested its secretariat to explore 

alternative approaches to the current job-by-job comparisons and to measure the 



periodic impact that grade equivalency exercises had on margin calculations, in order to 

determine a better frequency for job comparisons.  In that context, the Commission 

considered recommendations which involved the collection of data on fewer 

occupations annually and/or utilizing vacancy notices from the comparatorôs website 

and a recommendation by the consultant that with the application of a non-linear 

regression analysis, smaller samples could be used from fewer agencies within the 

comparatorôs system while maintaining valid results. The ICSC decided to request the 

Advisory Committee on Post Adjustment Questions to examine the recommended 

approaches and report on their statistical validity. The Commission urged its secretariat 

to continue to explore and test various approaches with a view to simplifying the 

present process.  The necessary studies should be pursued with all urgency before the 

beginning of the next five-year cycle [A/65/30, paras. 137 and 138]. 

The Commission decided to: (a)  approve and accept the results of the new grade 

equivalency study; (b)  request the Advisory Committee on Post Adjustment Questions 

to review statistical methods recommended in the present report to determine their 

appropriateness for establishing equivalencies and calculating the net remuneration 

margin, and to report to the Commission at its seventy-second session;  (c)  request its 

secretariat to review the  methodology for determining the grade equivalencies with the 

comparator with a view to simplifying it;  (d)  report to the General Assembly that it 

had conducted a new grade equivalency study as part of its regular review. [A/65/30, 

para. 139]. 

   

2011   

72nd session (March/April):  ICSC considered a report from ACPAQ containing inter-

alia an evaluation of the statistical validity of a report on the establishment of grade 

equivalencies between the United States federal civil service and the United Nations. 

The Secretariat stated that while the Committee (ACPAQ) saw merit in some 

recommendations regarding more efficient data-collection mechanisms, it found the 

recommendation to use the non-linear regression analysis to be problematic as that 

method over-simplified the complex nature of the relationship between the grades of 

staff of the US federal civil service and those of the United Nations and thus was not 

applicable to the current framework for calculation of the net remuneration margin. 

 ICSC decided to take note of the Advisory Committeeôs evaluation of the statistical 

validity of the recommendations on the establishment of grade equivalencies between 

the United States federal civil service and the United Nations system. [ICSC/72/R.9 

paras. 52 and 53]. 

   

2012 74th session (February/March): 



 After reviewing the United Nations/United States net remuneration margin 

methodology, the Commission decided to request its secretariat to explore further 

alternative approaches to establishing the grade equivalencies, which were of 

fundamental importance to the comparisons, and to report back to it at a later session. 

(ICSC/74/R.9 paragraph 74). 

The suggestion was made that one possible approach would be for the United Nations 

to prepare benchmarks for the jobs to be matched and then grade those jobs using the 

United States classification standards. This process would solve most, if not all, of the 

problems such as access to United States officials to conduct job interviews, obsolete 

United States job descriptions, and errors in classification in both the United Nations 

jobs and United States jobs. Completion of the entire study would be within the control 

and competence of the Commission secretariat. The Commission also discussed an 

option of combining the present set of jobs that were used in the margin calculations 

into broader groupings of similar jobs. The benefit of such an approach would be that 

more robust data would be used to calculate the United States average salaries for some 

jobs that were presently based on comparatively sparse data, since the number of United 

States officials in those jobs was more limited. Some Commission members noted that 

since the way jobs were grouped would have an impact on the margin, it was essential 

that only jobs that were truly similar from the common system perspective should be 

grouped together. In this regard, the Commission agreed that given the interest in 

studying alternative approaches to establishing grade equivalencies, which might then 

have a bearing on the jobs used in the calculation procedure, the issue of how jobs were 

grouped should be deferred until that study was completed. (74/R.9 paragraphs 65-66). 

2013 76th session(February/March):  In document ICSC/76/R.6, the Commission was 

provided with information on the progress of the methodology for grade equivalency 

study which it had requested at its 74th session. In light of the difficulties experienced 

by the sececretariat in precisely establishing equivalencies with the  US ICSC had 

repeated its position that it was necessary to consider whether there were other ways to 

establish grade equivalencies that might be more viable and less resource intensive than 

the current approach. ICSC was informed that the study  had commenced and would 

include analysis of 500 job descriptions for positions graded P-1 to D-2 levels based at 

headquarters and established duty stations; positions from the 24 most populous 

occupational groups in the common system drawn from jobs in 18  organisations would 

be included in the sample. The result of the study was expected to be reported to the 

Commission at its seventy-seventh session. 

 The Commission recalled the difficulties that its secretariat had experienced in past 

years with agencies of the United States federal civil in acquiring the job descriptions 

needed for the grade equivalency studies and scheduling interviews, when necessary, 

with Human Capital officers. It was pointed out that grade equivalency exercises were 

critical in the calculation of the margin and that it was important to have a solid basis to 

determine equivalent grades between United Nations personnel and those of 

the comparator civil service [ICSC/76/R.10, Chapter VII.B]. A number of Commission 

Members questioned the timing of the study, bearing in mind that in the most recent 



study (2010) the consultant had made certain recommendations with a view to 

simplifying the current methodology.  These included the collection of fewer 

benchmark jobs on a rotating basis from the comparator and the use of a non-linear 

regression analysis to determine the matching of the jobs.  It was felt that the suggestion 

to rotate occupational groups was a sound one and that these methods should have been 

tried before experimenting with new ones. It was recalled that ACPAQ had advised that 

the regression model approach, as recommended would not have been able to fulfil all 

that was expected of it and was therefore not applicable to the current framework for for 

calculating the net remuneration margin. The Commissionôs secretariat clarified the 

methodology, including the method that would be used to compare current with past 

results.  The secretariat also provided clarification on the factors used in the United 

States General Schedule classification standard and how those factors would be applied 

and aligned to jobs within the United Nations system to maintain the integrity of the 

results. 

In conclusion, the Commission agreed that as the data collection for the upcoming 

periodic study in 2015 would have to begin in 2014, any new methodological 

study  would have to be completed in 2013. The Commission decided to instruct its 

secretariat to continue the work and to report the results at its seventy-seventh session 

[ICSC/76/R.10, para. 61]. 

  

2014 78th session (March): A working group established by the Commission in the context 

of its review of the compensation system considered options for overcoming difficulties 

encountered in completing the most recent grade equivalency studies. The comparator 

civil service continued to increase the number of different pay systems and individual 

agencies were increasingly responsible for their own human capital functions. The 

working group noted that while the General Schedule system remained by far the single 

largest pay system, data from other pay systems with jobs similar to those in the 

common system were increasingly hard to get and it made a number of 

recommendations to the Commission. 

The Commission decided, inter alia: 

- That the grade equivalencies for those pay systems that were relatively stable should 

be maintained unless there were significant changes to those systems; 

- That the regular cycle of five years for grade equivalency studies should be 

discontinued and limited equivalency studies focusing on other special pay systems of 

relevance to the common system should be considered; (ICSC/78/R.10, para. 133, (c) 

and (d). 



SECTION 2.1.40 

MARGIN BETWEEN UNITED STATES FEDERAL CIVIL SERVICE AND 

THE UNITED NATIONS  

1976 3rd session (March): ICSC concluded that in fixing the level of UN remuneration in 

relation to that of the US federal civil service, due regard should be given to the 

difference between the two services, in particular the predominantly expatriate character 

of UN service. In the opinion of the majority of members, it would be inappropriate to 

define a precise optimum margin between UN remuneration and that of the US; the 

appropriate level should be determined pragmatically, taking into account all relevant 

factors [A/31/30, para. 55].  

ICSC concluded that the existing level of UN remuneration in relation to that of the US 

federal civil service was satisfactory. It recommended that the GA should instruct 

ICSC, as a standing body, to keep under continual review the relationship between the 

levels of remuneration of the US federal civil service and the UN system, having due 

regard to all relevant factors, including the difference between the two services and 

recruitment experience. At any time ICSC considered corrective action was necessary, 

it should either recommend such action to the GA or, if urgent conservatory action was 

necessary between sessions of the Assembly to prevent an undue widening of the 

margin of UN remuneration over that of the US, take appropriate measures itself within 

the operation of the PA system [A/31/30, paras. 55-57].  

The principle of a margin had been admitted when the Noblemaire principle was first 

propounded in the early days of the League of Nations. The Noblemaire Committee, in 

justifying the salary scales it proposed, said they included a margin (on account of 

expatriation) of 50 per cent above the level of the highest paid national civil service 

(that of the United Kingdom) at the lowest grade, tapering off to 25 per cent at the 

highest grade. In addition, an allowance of 20 per cent was made for the difference in 

cost of living between London and Geneva. In subsequent reviews the principle of a 

margin to take account of the extra expenses resulting from expatriation had been 

reaffirmed, but its extent was not again precisely defined; League salaries were adjusted 

from time to time on the basis of changes in their real value and of recruitment 

experience [A/31/30, para. 169].  

By resolution 31/141 B, the GA decided that ICSC should keep under continual review 

the relationship between the levels of remuneration of the comparator civil service, at 

present the US federal civil service, and the UN system, having due regard to all 

relevant factors, including the differences between the two services. At any time when 

ICSC considered corrective action necessary, it should either recommend such action to 

the GA or, if urgent conservatory action were necessary between sessions of the GA to 

prevent an undue widening of the margin of UN remuneration over that of the 

comparator civil service, take appropriate measures itself within the operation of the PA 

system. The GA also endorsed the Commission's conclusion that the comparison 

between UN and US remuneration should continue to be made in terms of net 

remuneration of a married official without children and should be made between the 



remuneration existing at the headquarters of the two services, i.e. New York and 

Washington D.C., the difference in cost of living between the two cities (as shown by 

the UN PAI) being taken into account. To discount temporary fluctuations due to 

changes occurring in the remuneration of one or the other service at different times, the 

margin would be expressed as the average existing over the 12-month period from 

October to September.  

1977 5th session (February/March): In response to GA resolution 31/141 B, ICSC decided 

to review at each of its sessions the evolution of the relationship between the 

remuneration of the two services. That relationship could be modified by several 

factors: (a) any change in the absolute level of UN remuneration which might be 

decided by the GA; (b) changes in the level of UN remuneration in New York resulting 

from the operation of the PA system; (c) changes in the level of remuneration of the US 

federal civil service; (d) changes in the relative costs of living in Washington and New 

York [A/32/30, para. 31]. The comparison continued to be made on the basis of net 

remuneration and of the grading equivalencies adopted by ICSC for the purposes of the 

1975-1976 review, namely: UN grade P-3 = US grades GS-12/GS-13; P-4 = GS-14; P-5 

= GS-15 [A/32/30, para. 32].  

ICSC noted that for the period October 1975-September 1976 the average net 

remuneration margin stood at 112.7 and for October 1976-September 1977 at 113.3. 

[A/32/30, para. 34]. The average net remuneration of US officials in Washington had 

increased at a somewhat greater rate during the period than had the remuneration of UN 

officials in New York, but that increase had been more than offset by a narrowing of the 

difference in the cost of living between New York and Washington, the overall result 

being a very slight widening of the margin, compared with the previous period. In the 

meantime the slight change in the margin was not, in the opinion of ICSC, such as to 

call for any immediate action [A/32/30, para. 35].  

The GA by resolution 32/200 noted the assurance given by ICSC that, in compliance 

with the request made in GA resolution 31/141 B (1976), it would continue to keep 

under continual review the relationship between the levels of remuneration of the 

comparator national civil service and of the UN common system, in particular with 

respect to any divergencies resulting from the operation of the PA system.  

1978 7th session (February/March): ICSC noted that its report on the evolution of the 

relationship between the levels of remuneration of the two services during the 12-month 

period from October 1977 to September 1978 (A/31/30, paras. 149-167) showed that 

the margin of UN remuneration over that of the US federal civil service, had fallen 

during that period to 9.3 per cent [A/33/30, para. 131].  

The experience of 1977-1978, in fact, confirmed that of earlier years, as recorded by 

ICSC in paragraph 40 of its previous report (A/32/30), namely, that "over a period of a 

number of years, with the exception of the years of high inflation 1973-1975, the annual 

increases in salaries of the US federal civil service had equalled or exceeded the rise in 

the cost of living". As long as that continued to be so, there was no danger that the 



operation of the PA system would result in a widening of the margin. As remarked by 

ICSC in 1976, the risk of widening the margin would occur only "in so far as the US 

federal civil service might from time to time lag behind the maintenance of real income 

of its staff". The record showed that when such lags had occurred, they had been 

corrected the following year or soon after that. ICSC thus concluded that the risk of a 

widening of the margin through the operation of the PA system, while it theoretically 

existed, was practically remote. It was in the perspective of the low degree of 

probability that such an event would occur that ICSC viewed the feasibility of 

introducing into the system a safety device to prevent it from ever happening. ICSC 

stated that such a device was technically feasible; the PA in New York would be 

"frozen" and would only be "unfrozen" when, and to the extent that, an increase in US 

federal civil service salaries was announced. The "freeze" could not, in equity, be 

applied only to staff in New York; consequently, when the index of New York was 

"frozen" that of every other duty station would have to be frozen to the same extent as 

that of New York, but any increase in the local index exceeding that of the New York 

index would be implemented normally [A/33/30, paras. 133-135].  

By resolution 33/199, the GA (a) noted the ICSC report on the evolution of the 

relationship between remuneration of the P and higher categories of the common 

system and the comparator national civil service and the ICSC conclusions on 

safeguards existing against possible undue widening of the margin between levels of the 

remuneration of the two services resulting from the operation of the PA system; (b) 

approved the use, for the purpose of making such salary comparisons, of the table of 

grading equivalencies recommended by ICSC in para. 92 of its report (A/33/30); (c) 

requested ICSC to continue its study of grade equivalencies between the UN common 

system and the comparator national civil service, in order to determine the proper 

equivalent grades in the comparator system for the UN grades of D-2 and ASG, and to 

report its findings to the GA at its 34th session; (d) requested ICSC to study the 

feasibility of identifying posts of equivalent functions and responsibilities for the post 

of USG and to report to the GA at its 34th session.  

1979 9th session (February/March): ICSC considered whether the salary rates of the US 

federal civil service grades to be used in calculating the margin should be those of the 

officially published salary scales or those of the salary rates resulting from the 

temporary ceiling imposed by the US Congress. It decided that the published salary 

scales should be used, because they resulted from the normal process of job analysis 

and comparison with salaries paid in the marketplace for work of equivalent value and 

responsibility and thus provided a scale of compensation which differentiated between 

positions with different levels of responsibility. They were the rates of pay established 

by the comparator country under normal salary administration principles. ICSC also felt 

that it was questionable whether the UN salary system should fluctuate according to 

domestic political considerations of the comparator country, having regard to the 

temporary nature of the current salary ceiling [A/34/30, para. 122].  

The GA by resolution 34/165, approved the grading equivalency recommended by 

ICSC to be used in comparing US and UN remuneration.  



1980 11th session (February/March): ICSC noted that the margin stood at 113.9 during the 

period October 1978-September 1979 and at 116.0 during October 1979-September 

1980 [A/35/30, para. 91].  

1981 13th session (February/March): ICSC recognized the difficulties for margin 

calculations that had been created by the introduction in the comparator country of the 

SES which was still in a state of evolution. While the comparisons for the year October 

1978 to September 1979 had been based on the US equivalents of P-1 to D-1, the 

comparisons for the past two years had been based on levels P-1 to D-2, as approved by 

the GA in resolution 34/165 of 17 December 1979. ICSC considered that a certain 

stability in the basis for the calculation of the margin was desirable, and that it could be 

achieved by calculating the margin on the basis of the General Schedule grades 

equivalent to grades P-1 to P-5 (GS-9 to GS-15). Since, however, the GA had requested 

it to extend the basis of the margin calculation to D-2, ICSC decided to continue to use 

grades D-1 to D-2 as the basis for the current calculation of the margin until the GA 

decided otherwise [A/36/30, para. 44].  

Using the UN/US total compensation ratios obtained at grades P-1 to D-2 and the 

weights at these grades based on the latest statistics provided by CCAQ, a weighted 

average total compensation ratio of 120.9 and an average net remuneration ratio of 

117.8 were obtained [A/36/30, para. 60].  

1982 15th session (March): ICSC noted the following developments in the US federal civil 

service salary structure: (a) an increase in base salary; (b) changes in the US rates of 

federal taxation; (c) further implementation of the SES system; (d) bonuses and 

performance awards issued by those in SES grades; (e) implementation of the merit-pay 

system (A/37/30, para. 59). The average net remuneration ratio for the period October 

1981-September 1982 was calculated at 118.2 [A/37/30, para. 60].  

1983 18th session (July/August): ICSC noted the following developments in the US federal 

civil service salary structure: (a) an increase in the base salary; (b) changes in the US 

rates of federal taxation; (c) bonuses and performance awards received by those in the 

SES; (d) the availability of more detailed and recent statistics that could be used for the 

conversion of the US federal civil service salaries from gross to net (A/38/30, para. 18). 

The margin was calculated at 116.5 for the period October 1982 to September 1983 

[A/38/30, paras. 18 and 19].  

1984 19th session (March): ICSC noted the following developments in the US federal civil 

service which were taken into account in the margin calculations: (a) an increase in the 

base salary; (b) further implementation of the SES system. On the basis of the results of 

a new equivalency study, ICSC decided that the weighted average of all the SES 

salaries paid to the total relevant SES population should be used when calculating the 

margin between SES and levels D-1 and D-2. The net remuneration margin stood at 

117.0 for the period October 1983 to September 1984 [A/39/30, paras. 72 and 74].  

ICSC decided by a majority that the level of the margin must continue to be determined 

in a pragmatic manner. It was felt that the level of the margin should be determined on 



the basis of a range below which and above which UN salaries should not be permitted 

to fall or rise significantly over a period of time, e.g., five years. That view was linked 

to the national levels concept of the basis of P remuneration, so that there would be a 

review of the level of UN salary every 4 or 5 years to bring it into line with that range 

of the margin [A/39/30, para. 105].  

(See section 2.1.70 for the reflection of the ICSC decision on the adjustment of the New 

York PAI.)  

In resolution 39/27 the GA requested ICSC to: (a) re-examine, in the light of the views 

expressed in the Fifth Committee, what would constitute a desirable margin between the 

net remuneration of the UN in New York and that of the comparator civil service and its 

effect on the operation of the PA system; (b) submit its recommendations to the GA at 

its 40th session on: (i) a specific range for the net remuneration margin, together with a 

concise summary of the methodology applied in calculating that margin, taking into 

account that, on average, the margin in the past had been within a reasonable margin 

range of 15 per cent; (ii) the technical measures that would be applied by ICSC to 

ensure that the PA system operated within the framework of the defined margin range; 

(c) take the necessary measures to suspend implementation of the increase in PA for 

New York envisaged for December 1984, pending receipt by the GA at its 40th session, 

and action thereon, of the ICSC recommendations regarding the margin and other 

measures referred to in (a) and (b) above; (d) take whatever related measures were 

required in respect of the PA levels at other duty stations to ensure equivalence of 

purchasing power as soon as possible at all duty stations in relation to the level of net 

remuneration in New York.  

1985 21st session (March): During the consideration of the matter of the desirable range for 

the net remuneration margin, ICSC noted the views expressed by the organizations that 

further studies should be undertaken by ICSC relating to the elements that should be 

taken into account in the determination of the margin and the quantification of the 

elements thereof. However, as the organizations had not been able to provide detailed 

information concerning their proposals, ICSC decided to confirm the definition of the 

net remuneration margin on the basis currently available [A/40/30, para. 119].  

The use of the cost-of-living differential between New York and Washington, D.C., 

emanated from the ICSC decision to compare the HQ of the UN system (New York) 

with the HQ of the US federal civil service (Washington, D.C.). Further, New York was 

not the HQ of the US federal civil service and might not have all the jobs required for 

the comparison. It was pointed out that, if for any reason a change in the comparator 

country occurred, then the places of comparison would be New York and the capital of 

the new comparator country. One of the underlying principles of the UN system of 

remuneration was that of equalization of purchasing power between New York and all 

other duty stations through the PA system. Consequently it was appropriate to reflect 

the cost-of-living differences between New York and Washington, D.C., in the margin 

calculations [A/40/30, para. 57].  



ICSC decided to continue reporting the margin based on net remuneration as calculated 

on the basis of the current methodology (A/40/30, annex I). However, in view of the 

mandate in GA resolution 31/141 B, requiring ICSC to keep the margin continually 

under review and in the light of information received by ICSC that might suggest a 

further rationalization of the comparison, ICSC decided to review certain aspects of the 

methodology at a future date certain [A/40/30, para. 58].  

ICSC cited three factors for having a margin: (a) the relatively better position of 

national, as compared with international, civil services to guarantee stability and 

security of employment; (b) the more limited prospects of promotion to the highest 

posts in an international secretariat compared with such prospects in most national 

services; (c) the fact that a large proportion of any international staff was required to 

incur additional expense and to make certain sacrifices by living away from their home 

country used as the basis for the margin on the UN side. One of those factors resulted in 

shorter careers for UN officials. That in turn resulted in the difference in average 

lengths of service applicable on both sides, which up until now had been taken into 

account in calculating the total compensation margin. The continued inclusion of the 

difference in career lengths as an element in total compensation calculations would 

mean that the three factors would be used for defining the net remuneration margin, 

while one of them would be used in making actual total compensation comparisons. 

That was an inconsistency that was bound to result in introducing further confusion in 

the already complex total compensation methodology [A/40/30, para. 64] (see also 

section 2.1.50 below).  

ICSC: (a) informed the GA that in response to the request made in resolution 39/27, it 

had decided to recommend to the GA a range of 110 to 120 for the net remuneration 

margin, and considered that a mid-point of approximately 115 would constitute a 

desirable level around which the net remuneration margin should be maintained over a 

period of time; (b) decided to recommend a procedure for the operation of the PA 

system within the approved margin range; (c) decided to inform the GA that the net 

remuneration margin between the remuneration of UN officials in New York and that of 

the US federal civil service employees in Washington, D.C., for the current margin 

period, i.e., from 1 October 1984 to 30 September 1985, stood at 121.3, i.e., at a level 

higher than the upper limit of the recommended margin range; (d) informed the GA that 

preliminary indications were that no increase in salaries would be granted to US federal 

civil service employees during 1986 [A/40/30, para. 37].  

22nd session (July): In its consideration of the basis on which comparison was made 

between the UN and the US federal civil service, ICSC was provided with details on the 

remuneration of US federal civil service pay systems in Washington, D.C. Specifically, 

six pay systems were examined, in addition to the General Schedule used traditionally 

for comparison with the UN P staff remuneration system, as follows: (a) the special rate 

programme of the General Schedule; (b) the merit pay system; (c) the Foreign Service 

system; (d) the system applicable to staff of the Department of Medicine and Surgery, 

Veterans Administration; (e) the system applicable to staff of the Commissioned Officer 



Corps of the Department of Health and Human Services; (f) the independent schedules 

known as the "GG" schedules [A/40/30, para. 68].  

It was proposed that a new comprehensive equivalency study be undertaken between 

comparable positions in the UN and the US federal civil service. Additionally, the 

following analytical improvements in the comparison methodology were suggested: (a) 

use of regression analysis and the dual pay line concept as used by the 1985 comparator 

in its own salary-setting process; (b) use of average salaries to calculate the difference 

between the remuneration of US and UN officials in comparable positions; (c) use of a 

weighting scheme to account for the number of staff in comparable positions, as well as 

the number of staff in both the grades and the pay systems represented by those 

positions; (d) use of specific tax statistics to be provided by the US Internal Revenue 

Service (IRS) [A/40/30, para. 69].  

ICSC decided to request its secretariat to: (a) report further on the six pay systems for 

the purposes of determining the comparability of those systems in the context of UN/US 

comparisons; (b) proceed with the new comprehensive grade equivalency study as part 

of its work programme; (c) study the SES structure in five US government agencies and 

report thereon to ICSC, including whether a positive correlation between job content 

and pay level could be established; (d) proceed with the studies relating to proposed 

analytical improvements (regression analysis and the dual payline, use of average 

salaries and revised weighting techniques for both US and UN data) in the context of 

the approved equivalency study [A/40/30, para. 79].  

By resolution 40/244, the GA: (a) approved the range of 110 to 120, with a desirable 

mid-point of 115, for the net remuneration margin, on the understanding that the margin 

would be maintained at a level around the desirable mid-point of 115 over a period of 

time; (b) requested ICSC: (i) to develop further the methodology for calculating the net 

remuneration margin, taking into account the views expressed at the session, and to 

study the possibility of calculating the margin as specified and to report thereon to the 

GA at its 41st session; (ii) to further elaborate procedures for the operation of the PA 

system within the approved margin range of net remuneration which would enable 

ICSC to maintain the margin at a level around the desirable mid-point of 115 over a 

period of time, and report thereon to the GA at its 41st session.  

1986 23rd session (March): In accordance with the GA request, ICSC continued to keep 

under review the relationship between the levels of remuneration of the UN and the 

comparator. In its 11th annual report, ICSC provided a description of the methodology 

used for calculating the margin based on net remuneration [A/41/30, para. 48].  

Since 1976, the margin calculations reported by ICSC to the GA had been carried out 

on the basis of remuneration at step I on both sides. In its second annual report 

(A/31/30, paras. 168-187), ICSC had provided details of its consideration of that issue 

and had expressed the view that, once grade equivalencies were established, it could be 

assumed that staff members in comparable grades in both services not only performed 

work of a comparable level but also reached comparable points in their respective 



careers. On the basis of that consideration, the use of step I for the purposes of margin 

calculation was considered appropriate. The above decision, however, had been taken 

before the US federal civil service introduced the merit pay system and also before the 

special rates programme became more widely applicable. With the introduction of the 

merit pay system, which had no steps but only a range of salaries within which merit 

increments were granted, comparable points in the respective UN and the US careers 

could no longer be measured in terms of steps. By restricting the comparison to step I of 

each grade, the data on actual salaries for each matching grade were based on a limited 

number of staff in both civil services [A/41/30, para. 67].  

24th session (July): ICSC noted that, under the merit pay plan, nine within-grade 

increases at each grade level were replaced by annual increases based on its merit pay 

"pool". That plan covered about 120,000 supervisors and managers in grades 13-15 of 

the General Schedule, about 50 per cent of whom were in the Washington, D.C. area. 

Only 358 employees covered by the merit pay plan were at step I of their respective 

grades. The implications for the accuracy of the margin comparison of ignoring actual 

salaries paid to such a large body of staff in the Washington, D.C. area were obvious. 

Consequently, only a comparison based on average net remuneration for each grade 

could properly reflect actual salaries paid in the US federal civil service. ICSC further 

noted that it was a widely accepted practice in compensation comparison studies to use 

average salary data. In view of the above considerations, ICSC decided that average 

salaries applicable at each grade for staff in the two civil services should be used for net 

remuneration margin calculations [A/41/30, para. 68].  

ICSC agreed to the following: (a) grade equivalencies should continue to be established 

using UN common system jobs from the P and higher categories and the US federal 

civil service jobs in Washington, D.C.; (b) remuneration comparisons should be carried 

out on the basis of the net remuneration of the two civil services in New York. As there 

was no differential between the remuneration of US federal civil service employees in 

New York and Washington, D.C., the remuneration amounts for US federal civil 

service employees in Washington, D.C. should be used for those in New York; (c) the 

cost-of-living differential between New York and Washington, D.C. should not be 

taken into account in margin calculations; (d) only that part of bonuses and performance 

awards which formed part of the base pay of the US federal civil service employees 

should be taken into account in margin calculations; (e) average salaries applicable at 

each grade for staff in the two civil services should be used for net remuneration margin 

calculations [A/41/30, para. 69].  

ICSC recalled that the margin figures it had reported to the GA for the period 1976-

1985 had formed the basis of its recommendations to the GA in 1985 concerning the 

desirable range for the net remuneration margin. As the GA had noted earlier, the cost-

of-living differential between New York and Washington, D.C. had been taken into 

account in the margin figures reported to the Assembly during that period (ranging from 

109.3 to 121.3, with an average of 115.8). This average had been used as the mid-point 

of the range and, allowing for approximately one class of PA in either direction, a range 

of 110-120 had been arrived at and recommended to the GA. If the cost-of-living 



differential had not been taken into account, the margin would have ranged from 118.8 

to 127.6 for the same period and the average for the period 1976-1985 would have been 

123.7 [A/41/30, paras. 70 and 71].  

The GA by resolution 41/207: (a) noted that, as regards the broad principles for the 

determination of the conditions of service of the staff, the role of ICSC, under article 

10(a) of its statute, was to make recommendations to the GA; (b) recalled that by 

resolution 40/244 it had approved a range of 110 to 120 for the net remuneration 

margin, on the understanding that the margin would be maintained at a level around the 

desirable mid-point of 115 over a period of time, and considered that the margin range 

should be maintained for some time; (c) noted that in its discussions in 1986 on 

recommendations ultimately to be placed before the GA, ICSC had, inter alia, agreed 

that remuneration comparisons should be carried out on the basis of the net 

remuneration of the two civil services in New York, and that the cost-of-living 

differential between New York and Washington, D.C. should not be taken into account 

in margin calculations; (d) noted that in paragraph 70 of its report (A/41/30). ICSC had 

noted that the decisions made at its 24th session would result in significant changes in 

the margin calculation methodology, the level of the margin and the margin range itself; 

(e) noted that ICSC, when reporting on the margin, had always taken into account the 

cost-of-living differential between Washington, D.C., and New York; (f) requested 

ICSC to review, taking into account the views expressed at the current session of the 

GA, the issues dealt with in paragraphs 69(b) and (c) of its report (A/41/30) and to 

submit to the GA at its 42nd session its recommendations on the methodology for 

calculating the margin based on net remuneration.  

1987 25th session (March): In accordance with the mandate given by GA resolution 40/244, 

ICSC continued to keep under review the relationship between the levels of net 

remuneration of the UN and the US federal civil service. By resolutions 40/244 and 

41/207, the GA had requested ICSC to develop further the methodology for calculating 

the margin based on net remuneration. The present comparison had been made on the 

basis of the net remuneration of the officials of the two civil services with a dependent 

spouse but no children and between the HQ of the two systems. Differences in cost of 

living between the two cities were also taken into account in the margin calculations. 

Grade equivalencies, as approved by the GA in resolution 34/165 (1979), were used for 

the purposes of margin calculations. The calculations were averaged over the 12-month 

period 1 October 1986 to 30 September 1987 [A/42/30, para. 48]. Subsequent to the 

previous ICSC report to the GA, the US Tax Reform Act of 1986 had been signed into 

law. That Act had certain implications for the margin calculation concerning the netting 

down of US federal civil service salaries used in the present calculations. Two 

alternative margin calculations were considered. They were based on the use of: (a) 

1986 income tax rates and 1983 statistics for itemized and standard deductions; or (b) 

1988 income tax rates and 1988 estimates of itemized and standard deductions 

[A/42/30, para. 48]. ICSC decided to apply the 1988 income tax rates and the 

corresponding estimates of tax statistics for netting down US federal civil service 

salaries. It took note of the margin level of 116 for the period 1 October 1986 to 30 



September 1987 calculated on the basis of the existing methodology [A/42/30, para. 

52].  

Taking into account the preamble of resolution 41/207 and the fact that the 

methodology for pensionable remuneration for the P and higher categories, which had a 

link with net remuneration, was expected to be reviewed in three years in accordance 

with resolution 41/208, ICSC, in accordance with its rules of procedure, recommended 

that the present net remuneration margin calculation methodology, as modified in 

paragraphs 69(a), (d) and (e) of its 12th annual report (A/41/30), should continue to be 

applied for the next three years, after which it would be reviewed and reported on to the 

GA at its 45th session. ICSC would therefore report annually to the GA on: (a) the 

actual difference between the net remuneration of the UN and the comparator civil 

service, and (b) on the margin as calculated at present and as modified above [A/42/30, 

para. 83].  

By resolution 42/221, the GA: (a) decided to maintain the methodology described in 

annex I to the ICSC report submitted to the GA at its 40th session (A/40/30) for the 

calculation of the net remuneration margin; (b) requested ICSC to continue its 

examination of the methodology for calculating the net remuneration margin and to 

report thereon to the GA at its 45th session; (c) further requested ICSC to continue 

reporting annually to the GA on the net remuneration margin calculated in accordance 

with the methodology referred to above and to ensure that the margin was maintained at 

a level around the desirable mid-point of 115 over a period of time.  

1988 27th session (March): ICSC reviewed in detail the question of the lifting of the PA 

freeze in New York. It considered the impact of a decision it had taken at its July 1987 

session on the introduction, with effect from 1 September 1987, of a revised 

methodology for the calculation of the out-of-area price progression factor in the PA. 

That decision, reported to the GA at its 42nd session, had been intended to abate the 

effects of currency fluctuations on take-home pay. It was not, however, foreseen that 

this revised methodology would also impact on the cost-of-living differential between 

New York and 1988 Washington, D.C., and thus affect the margin calculation. This 

change in the methodology, furthermore, directly affected the date of implementation of 

class 8 of PA in New York, which would have become due on 1 February 1988 as 

compared to a 1 June 1988 effective date under the previous methodology. Bearing in 

mind that, by resolution 42/221, the GA had requested ICSC to maintain the 

methodology for the calculation of the net remuneration margin as described in annex I 

to the 11th annual report (A/40/30), ICSC decided that the previous methodology for the 

calculation of the out-of-area price progression factor should continue to apply for New 

York and Washington, D.C. [A/43/30), paras. 15 and 16].  

ICSC unanimously decided that: (a) the PAI for New York should be updated from 

October 1982, the date of the last comprehensive survey, using the consumer price 

index (CPI) published by the US Bureau of Labour Statistics (BLS) to adjust the in-area 

expenditures and the old out-of-area price progression factor using the calculation 

methodology in effect until 31 August 1987 to adjust out-of-area expenditures; (b) the 



PAI for Washington, D.C. should be updated from November 1982, using the BLS/CPI 

and the out-of-area price progression factor referred to in (a) above; (c) the PAIs 

calculated in accordance with (a) and (b) above should be used for the determination of 

PA classifications for New York and Washington, D.C., respectively, and for the 

calculation of the net remuneration margin; (d) the revised out-of-area price progression 

factor introduced by ICSC as from 1 September 1987 should continue to be used for the 

calculation of PAIs for all other duty stations until 31 August 1988 [A/43/30, para. 17].  

28th session (July): ICSC noted that, on the basis of its decisions at the March 1988 

session, PA class 8 had become applicable in New York with effect from 1 June 1988. 

Based on this change, the net remuneration margin for the period from 1 October 1987 

to 30 September 1988 was 112.9. ICSC recalled that, on its recommendation, the GA, 

by resolution 40/244, had approved a margin range of 110 to 120, on the understanding 

that the margin would be maintained at a level around the desirable mid-point of 115 

over a period of time. When the GA had approved the margin range, the net 

remuneration margin had stood at 121 (A/43/30, paras. 18 and 19). The margin had 

been brought to its current level by not implementing PA classes due in New York on 

four separate occasions since December 1984 (April and December 1985, December 

1986 and October 1987). On each occasion the PAI for New York had been scaled back 

to correspond to the PAC in effect. In order to equalize purchasing power between New 

York and other duty stations, PAIs for other duty stations had also been scaled back as 

of the same date and to the same extent. The PAI currently being used to determine 

PAC for New York was thus approximately 17 per cent lower than the PAI derived 

from the evolution of the cost of living in New York. ICSC had decided that through the 

continued application of the above-mentioned procedures it would henceforth maintain 

the margin around the desirable mid-point of 115, as requested by the GA. To that end, 

it would continuously monitor the following four factors which had an impact on the 

net remuneration margin: (a) size and timing of increases in US federal civil service 

salaries; (b) inflation in New York and its impact on the New York PAI; (c) US federal 

income taxes; (d) cost-of-living differential between New York and Washington, D.C 

[A/43/30, paras. 18-21].  

ICSC agreed that, based on the evolution of the above four factors under the normal 

functioning of the PA system, it would decide on the date of the PAIs for New York in 

such a way as to ensure that the resulting margin remained around 115. In this regard, 

ICSC recalled that it had already delegated responsibility for the operation of the PA 

system to its Chairman. However, with specific reference to operating the PA for New 

York to achieve the above objective, ICSC decided on the following guidelines to be 

followed by the Chairman: (a) PA increases in New York for a given year should 

normally take effect on or after the date of the increase in US federal civil service 

salaries; (b) they should normally take place either on the date of the increase in US 

federal civil service salaries or on the date when the revised PA class became due in 

New York as part of the normal operation of the PA system, it being understood that in 

either case the resulting margin would remain between 114 and 116; (c) if, as a result of 

the implementation of an increase in New York on one of the dates mentioned in (b) 

above, the margin was lower than 114 or higher than 116, an alternative implementation 



date for a PA increase in New York would be selected so as to ensure that the resulting 

margin would be as close to 115 as possible [A/43/30, para. 23].  

ICSC would report on its continuous monitoring of all factors relating to the net 

remuneration margin and the resulting level of the margin to the GA each year 

[A/43/30, para. 24].  

By resolution 43/226, the GA: (a) took note of the guidelines to be followed for 

maintaining the net remuneration margin around the desirable mid-point of 115 over a 

period of time, as contained in the ICSC report (A/43/30. para. 23); (b) decided that the 

resulting margin related to the average of the successive margins reported to the GA 

beginning with the margin period 1 October 1985 to 30 September 1986 and continuing 

until the submission of the report on the margin methodology requested by the GA for 

presentation to its 45th session; (c) decided as an interim measure and until the 45th 

session of the GA, that the application of the above guidelines should not result in the 

granting of successive classes of PA in New York at less than 4-month intervals.  

Also in this resolution, in providing guidelines for the conduct of the comprehensive 

review (section 2.1.90) in relation to the Noblemaire principle and the comparator, the 

GA requested ICSC to undertake a comparative study of the concept of the margin, 

including the way it was intended to compensate for expatriation.  

1989 29th session (March): ICSC noted that on the basis of PA class 9 which had been 

implemented for New York from 1 January 1989, the margin for the period 1 October 

1988 to 30 September 1989 was estimated at 111.1. This would have resulted in a 

cumulative margin for the successive margin periods from 1 October 1985 to 30 

September 1989 of 115.2. The application of PA class 10 for New York, with effect 

from 1 May 1989 would result in an estimated margin level of 113.4 for the current 

margin period and cumulative margin level of 115.8 [A/46/30, vol. 1, para. 63].  

ICSC was informed that there was an expectation among the organizations and staff that 

PA class 10 would be granted for New York from 1 May 1989, particularly in view of 

the implications of this for some other duty stations which had remained at frozen PA 

levels since 1985. It noted that the PA index for New York for January 1989, which 

would be used for the determination of PA classification for May 1989, was 158.9. In 

order to grant PA class 10 effective May 1989 the minimum level of the index would 

have to be 162.6. Consequently the index for New York would have to be increased by 

2.3 per cent in order to bring it to the level required to grant class 10 in New York. This 

would also necessitate upward adjustments of PA indices of all duty stations by the 

same percentage, thereby defreezing some of the duty stations where PAs had remained 

unchanged since 1985. On the other hand, if the implementation of class 10 for New 

York was delayed in the context of the cumulative margin range requirements, these 

duty stations would have continued to remain frozen for a further period [A/46/30, vol. 

1, para. 65].  



ICSC decided that in the interest of good personnel management practice and relations 

with staff it was both desirable and appropriate to grant PA class 10 for New York with 

effect from 1 May 1989. It was also of the view that in granting PA class 11 for New 

York in 1990, due regard would be paid to the GA's decision that the cumulative margin 

be maintained around the desirable mid-point of 115 [A/44/30, vol. I, paras. 64-67].  

30th session (August): ICSC took note of the procedures applied in netting down US 

federal civil service salaries before comparison with UN net salaries. It noted that the 

margin for the period October 1988 to September 1989 was 111.0, calculated on the 

basis of the existing methodology. Using this margin figure, the average margin for the 

period 1985-1989 was 115.2 [A/44/30, vol. 1, para. 71].  

Bearing in mind the views of the GA and the fact that the net remuneration margin and 

all aspects relating thereto represented an important element of the conditions of service 

for staff in the P and higher categories, ICSC agreed that all aspects of the margin, 

including the calculation methodology, should be addressed as part of the 

comprehensive review. The Working Group on the Comprehensive Review reviewed 

the following aspects: (a) concept of the margin; (b) type of comparison (net 

remuneration versus total compensation); (c) comparison methodology; (d) 

measurement and management of the remuneration system [A/44/30, vol. II, paras. 129 

and 130].  

(a) Concept of the margin.  

In response to the GA's specific reference to the treatment of expatriation within the 

margin, ICSC re-examined whether that element could better be treated in some other 

way, either: (i) by separating out expatriation from the margin and paying it by means 

of an expatriation allowance; or (ii) by establishing degrees of expatriation in the 

margin. In the context of the discussion it was noted that, among international staff, 

there was a small minority (some 10 per cent of staff) who worked at any one time in 

their country of origin. It had been argued that the inclusion of an element of 

expatriation in the margin overcompensated such staff. It had also been argued that it 

might be more appropriate to differentiate compensation for expatriation depending on 

length of stay in one location rather than maintaining a uniform expatriation factor in 

the margin.  

ICSC also addressed the question of whether the expatriate factor in the margin should 

continue to be paid to all staff, including those who were not expatriate at a given point 

in time. It noted that the suggestion had been made on several occasions that the 

expatriate element of the margin should be discontinued for non-expatriate staff; 

alternatively, the expatriate element could be dispensed with altogether and replaced by 

an expatriation allowance. It recalled that an expatriation allowance had been payable 

between 1947 and 1951, when it had been replaced by a lump-sum repatriation grant 

designed to compensate staff for the extraordinary expenses incurred in connection with 

re-establishment in the home country. The reintroduction of an expatriation allowance 

had been considered on several subsequent occasions (for example, by the 1956 Special 



Review Committee and 1972 Review Committee), but those reviews had concluded 

that, in addressing situations that were seen as anomalous, an expatriation allowance 

would, in turn, create other anomalies. It was also recalled that an expatriation element 

had already existed in the margin prior to the introduction of the expatriation allowance 

[A/44/30, vol. II, paras. 149 and 152].  

The general view in ICSC was that the main objections to the establishment of an 

expatriation allowance remained issues of principle, having to do with the nature of the 

international civil service and the principles on which its remuneration was based. All P 

and higher category staff were potentially subject to expatriation under the terms of 

their employment; and in fact at any given time, approximately 90 per cent of them 

were serving outside their home country. At issue therefore was the treatment of some 

10 per cent of staff who were themselves not a constant population, that is, they might, 

a year earlier, have been serving outside their country, or conversely, might receive an 

overseas posting a year later. Of that 10 per cent of non-expatriate P staff the largest 

concentration was in New York. Reducing the salaries of that group would create a flaw 

in the application of the Noblemaire principle, since staff from the country with the 

highest-paid national civil service would receive a lower salary than their colleagues 

from other countries working alongside them. Bearing in mind the above 

considerations, ICSC agreed that the possibility of establishing an expatriation 

allowance should not be pursued further and the current concept of the margin should 

remain unchanged [A/44/30, vol. II, paras. 153 and 154].  

(b) Type of comparison (net remuneration versus total compensation)  

ICSC recalled that comparisons with the comparator had been made annually on the 

basis of both net remuneration and total compensation using non-expatriate benefits. All 

recent GA decisions with regard to the margin had been made in the context of net 

remuneration. At the same time, the GA had requested ICSC, on a number of occasions, 

to develop a methodology for the comparison of total compensation or total 

entitlements (see also section 2.1.50).  

The majority of ICSC considered that, in the framework of an overall system for the 

measurement and management of the remuneration system, the two approaches could 

be seen as mutually complementary. Net remuneration comparisons could be used for 

ongoing measurements between the United Nations and the comparator, while total 

compensation comparisons could be applied in periodic checks for competitiveness 

[A/44/30, vol. II, paras. 155 and 157].  

(c) Net remuneration margin methodology  

ICSC recalled that, in resolution 42/221 (1987), the GA had requested it to maintain the 

then existing margin methodology for the time being, but to study the methodology 

further and to report thereon in 1990. ICSC concluded that the review should be brought 

forward under the comprehensive review. It considered the following aspects:  



(i) Place at which US/UN comparisons should be made: Washington or New York. 

ICSC recalled that it had been agreed in 1986 that salary levels at the base of each 

system, namely New York for the UN and Washington for the US federal civil service, 

should continue to be compared, with due account being taken of the difference in the 

cost of living between the two cities (the "cost-of-living differential"). In reviewing the 

possible retention of that procedure, ICSC noted that theoretically, four possible options 

could be envisaged as the basis for comparing salaries for purposes of computing the 

net remuneration margin. They were:  

1. United Nations: New York versus With a cost-of-living differential United 

States: Washington  

2. United Nations: New York versus Without a cost-of-living differential United 

States: Washington  

3. United Nations: Washington versus Without a cost-of-living differential United 

States: Washington  

4. United Nations: New York versus Without a cost-of-living differential United 

States: New York  

ICSC agreed that, if option 2 were pursued, the margin range would need to be 

redefined accordingly, since the existing margin range was established taking into 

account the cost-of-living differential. That being so, the net result of the various 

options would be the same. ICSC expressed the view that it was only at the respective 

bases of the two systems that sizeable numbers of comparable jobs could be found. It 

therefore concluded that the comparison could be made for the US in Washington and 

the UN in New York, either: (a) with a cost-of-living differential factor (option 1); or 

(b) without a cost-of-living differential but with a consequent redefinition of the margin 

range (option 2). With regard to options 3 and 4, ICSC considered that basing the 

comparison on a limited number of comparison points (equivalent jobs/grades and 

related salary levels) on either the US side (in the case of New York) or the UN side (in 

the case of Washington) would add a degree of instability to the comparison that should 

be avoided [A/44/30, vol. II, paras. 159 and 160].  

(ii) Margin reference period. ICSC had earlier expressed the view that it would be more 

appropriate to use the calendar year instead of the comparator's fiscal year for the 

margin reporting period. Since the comparator now granted its annual pay adjustments 

at the start of the calendar year (1 January), the use of the calendar year would facilitate 

the calculation of US federal civil service salaries for the 12-month reporting period. In 

that context ICSC also reviewed the cumulative margin period recently imposed by the 

GA. It noted that both the cumulative margin period and the restriction on the granting 

of successive classes of PA in New York at less than 4-month intervals were interim 

measures that the GA planned to review. ICSC could not find technical arguments for 

the continuation of those measures [A/44/30, vol. II, para. 161].  

(iii) Use of average salaries versus step I salaries. ICSC recalled that in 1986 it had 

recommended to the GA the use of average salaries instead of step I salaries. It noted 

that the use of step I rates continued to have a number of disadvantages. The use of 



average salaries had the advantage of permitting the inclusion of a number of pay 

systems and relevant emoluments, while reflecting the relative significance of the 

systems and emoluments in the comparator. ICSC therefore endorsed its earlier 

recommendation to use average salaries [A/44/30, vol. II, paras. 162 and 163].  

(iv) Bonuses and performance awards. ICSC had decided in 1986 to exclude those 

bonuses and performance awards which were not included by the US Government in 

base salary, from future net remuneration comparisons. That decision meant that 

bonuses and performance awards that had previously been included with regard to the 

SES would no longer be included. With regard to the merit pay system, which had been 

proposed for inclusion in the comparison, a part of the merit awards would be included 

and a part would not, based on the US Government's definition of base salary. ICSC had 

also decided to include 100 per cent of the bonuses paid to doctors under three different 

US pay systems, recognizing that in many instances bonuses for that occupational group 

were a significant part of total net remuneration.  

In reviewing this decision, ICSC noted that the bonuses and performance awards 

granted by the US Government were, in all instances, taxable and in some instances 

pensionable. None of the bonuses and performance awards being recommended for 

exclusion was pensionable. In addition, even though for some groups of US staff, such 

as those in the SES and the merit pay system, awards in any given year applied to less 

than 50 per cent of staff, it was likely that over a number of years more than 50 per cent 

of staff would receive such awards. In the view of some ICSC members, a rationale 

continued to exist for the inclusion of bonuses and performance awards, in their 

entirety, in the comparison process. Others noted that the same considerations that 

applied now had applied in 1986 when ICSC had taken its decision on that item 

[A/44/30, vol. II, paras. 164 and 165].  

(v) Treatment of taxes. Following a detailed review of the procedure used for 

calculating the net salaries of US federal civil service employees in Washington, ICSC 

concluded that, in the interest of greater precision in the margin measurement 

methodology and on the basis of a further analysis of the issue and additional data 

provided by the US/IRS, the tax calculation procedure reported to the GA in 1985 (i.e., 

use of Washington, D.C. area tax statistics) should be maintained [A/44/30, vol. II, 

para. 166].  

(vi)  

Average Washington/New York cost-of-living differential. In the interest of 

introducing greater stability in the net remuneration margin, the use of a 12-

month average of the Washington/New York cost-of-living differential was 

considered instead of the spot measurement currently taken. ICSC recalled that 

it had earlier confirmed the desirability of using instead an average calculated 

over 12 months, but had taken no action on the matter, pending completion of 

the review of the margin methodology called for by the GA [A/44/30, vol. II, 

para. 167].  

(d) Management of the margin  



ICSC considered the procedures that should be used to monitor and regulate salary 

levels over time. It recalled that, before 1985, increases in total net salary had been 

generated by cost-of-living movements reflected in a revised PAC. The margin had 

been determined pragmatically. It was only when, as a result of internal policy 

considerations, the comparator began to lag significantly behind the UN system that the 

GA had decided that a limit to the margin should be established. The range (110 to 120, 

with a desirable mid-point of 115) had been determined by reference to the average 

margin figures over the period October 1976 to September 1984. The rigid margin 

control mechanism currently in place had the effect of further disrupting the normal 

operation of the PA at the base of the system. ICSC noted that, from a conceptual point 

of view, it was anomalous to control overall remuneration levels through manipulation 

of the cost-of-living mechanism. At the same time, it did not consider it realistic to 

allow the system to operate completely unchecked in the future. It therefore agreed that, 

as a general principle, the basis for management and control of the system in the future 

should be an approach between the two extremes of a non-defined margin range and a 

narrow margin range, that is, a range within which the margin level would be allowed to 

float, without being constrained to remain constantly at or near the mid-point. That 

margin range would allow for a reasonable cost-of-living movement, while ensuring 

some overall control through the application of margin considerations at a certain point. 

One member did not agree with the proposal for a flexible operation of the margin 

within the range. He was of the view that the margin should be maintained at or near the 

desirable mid-point approved by the GA [A/44/30, vol. II, paras. 169 and 170].  

ICSC made a number of recommendations to the GA, as follows: (a) the current 

concept of the margin should continue to apply to all staff in the P and higher 

categories. The existing margin range of 110 to 120 should continue to apply; (b) the 

margin should be allowed to fluctuate freely within the range. If it became evident that 

the margin would drop below the lower limit, ICSC would make a recommendation to 

the GA for an across-the-board salary increase. On the other hand, if it became evident 

that the margin would exceed the top of the range, a freeze on emoluments would be 

applied until the margin was brought within the approved range; (c) the cumulative 

margin procedure and the 4-month waiting period between the granting of successive 

classes of PA for New York approved by the GA at its 43rd session should be 

discontinued; (d) in order to calculate the net remuneration margin: (i) comparisons 

should continue to be based on the net remuneration of UN officials in grades P-1 

through D-2 in New York and that of their counterparts in the comparator civil service 

in Washington; (ii) the COL differential between New York and Washington, based on 

the PAIs for the two cities, should continue to be taken into account. A 12-month 

average of the amount of the New York/Washington COL differential should be 

applied in margin calculations, rather than the spot measurement currently taken; (iii) 

the margin reference period should be changed to the calendar year (1 January to 

31 December) of each year; (iv) average salaries at each grade should be used on both 

sides of the comparison; (v) bonuses and performance awards that were not considered 

by the US Government to be included in base salary should be excluded from these 



comparisons; and (vi) the tax calculation procedure reported to the GA at its 40th 

session should continue to apply [A/44/30, vol II, para. 172].  

By resolution 44/198, the GA confirmed that the current concept of the margin and the 

current margin range should continue to apply. It endorsed the methodological approach 

recommended by ICSC for the calculation of the net remuneration margin, and 

requested ICSC to continue to report this margin on an annual basis. The GA also 

requested ICSC to monitor the annual net remuneration over the five-year period 

beginning in 1990 with a view to ensuring, to the extent possible, that by the end of that 

period the average of the annual successive margins was around the desirable mid-point 

of 115 and to report on the experience gained to the GA at its 49th session. In the 

meantime, ICSC was requested to present an interim report on the margin for the period 

1990-1991 to the GA at its 47th session.  

1990 30th session (July/August): ICSC noted that the margin for the calendar year 1990 was 

estimated at 117.4 [A/45/30, paras. 173 and annex XII]. It reviewed the various 

developments which would have led to an increase of some 14.5 per cent in the 

remuneration of P and higher category staff in New York over the period 1 January to 

31 December 1990 [A/45/30, paras. 179-182].  

Over the same period, the increase for US federal civil service (USFCS) employees in 

Washington was 3.6 per cent (The respective figures for 1989 were 9.0 and 4.1 per 

cent). ICSC was of the view that while the movements of remuneration for UN staff in 

1989 and 1990 relative to those for their counterparts in the USFCS were justifiable in 

terms of margin management, they could nonetheless result in some difficulties in the 

context of the margin in the near future [A/45/30, para. 182].  

ICSC also noted that a 4.1 per cent across-the-board increase in salaries was anticipated 

for USFCS employees; furthermore, on average a 22 per cent increase in salaries was 

expected to be granted to the Senior Executive Service of the comparator civil service. 

Assuming that the PAC reached in New York towards the end of 1990 was maintained 

throughout 1991 and that the cost-of-living differential remained unchanged, the margin 

for 1991 could reach a level around 120. This very preliminary estimate could be 

influenced by several factors [A/45/30, para. 183].  

ICSC recalled that it had recommended to the GA that the margin should be allowed to 

fluctuate freely within the range and that the cumulative margin procedure approved by 

the GA at its 43rd session should be discontinued. However, the GA in resolution 

44/198 had requested ICSC to monitor the annual net remuneration margin over the 5-

year period beginning 1990 with a view to ensuring, to the extent possible, that by the 

end of that period the average of the successive annual margins was around the 

desirable mid-point of 115. Bearing in mind the projected margins for 1990 and 1991, it 

was apparent that the 5-year averaging arrangement would require the maintenance of 

the average margin at around 112.5 in the remaining 3 years (1992-1994). This could be 



achieved only if the remuneration in New York were to remain frozen for the next 3 

years [A/45/30, paras. 184 and 185].  

The continued lag of the comparator's salaries vis-à-vis CPI movements was viewed by 

ICSC as establishing long-term disparities in the comparison process. In this regard, 

ICSC noted US salary movements had diverged considerably from CPI movements 

[A/45/30, annex XIII].  

ICSC considered that the requirement that the margin be maintained around the mid-

point of the range on an average basis was unrealistic, particularly at a time when the 

USFCS was some 30 per cent behind its own comparator and was proposing legislation 

to restructure its remuneration system in recognition of significant deficiencies 

[A/45/30, para. 186].  

Freezing the remuneration in New York over extended periods of time would have 

undesirable consequences not only in New York but also other duty stations, some of 

which had not yet received a normal PA increase as a result of the freeze imposed in 

1984. The GA requirement that the average margin be maintained around the mid-point 

of the range would have precisely that impact. However, if the margin were allowed to 

fluctuate freely within the range, while it may still become necessary to freeze the 

remuneration in New York, and consequently at other duty stations, to ensure that it did 

not go beyond the upper limit of the range, such a freeze would be of a short duration 

and, therefore, less disruptive [A/45/30, para. 187].  

ICSC decided: (a) to report a net remuneration margin of 117.4 for the year 1990 to the 

GA; (b) to inform the GA that the net remuneration margin for 1991, based on current 

predictions, could be around 120; (c) to monitor the level of the net remuneration 

margin and consider the calculation for 1991 once all relevant information was 

available at its 34th session; (d) to request the GA to reconsider its request to ICSC to 

manage the margin over a 5-year period so that the average margin would be around the 

mid-point of the range; (e) to monitor the net remuneration margin closely and report 

thereon to the GA so as to keep the GA abreast of all developments in this regard 

[A/45/30, para. 188].  

3rd special session (November): ICSC was informed that ACC had decided that ICSC 

should be requested urgently to devise a way of ensuring that purchasing power was 

maintained across the common system and, in the meantime, to ensure that the PA 

system operated smoothly through the coming year in accordance with the normal 

movement of the cost of living at the base of the system. In view of that request, ICSC 

examined updated information concerning the evolution of the PAI, the anticipated date 

of application of the next class of PA for New York and its impact on the estimated 

level of the margin [addendum to A/45/30, para. 2]. ICSC decided: (a) to report the 

revised level of the net remuneration margin of 116.8 for the calendar year 1990 to the 

GA; (b) to inform the GA that, based on current predictions, there was a possibility that 

the net remuneration margin for the calendar year 1991 could exceed 120; (c) to 

reiterate its earlier request to the GA to reconsider its request to ICSC to manage the 



margin over a five-year period so that the average margin would be around the mid-

point of the range; (d) in view of the developments regarding the level of the margin, to 

address the issue of the freeze methodology as a priority issue at its March 1991 session 

and to submit a report thereon to the GA at its 46th session.  

ICSC was also informed by its secretariat of the recent developments regarding the pay 

system for the US federal civil service as stated in the Federal Employees Pay 

Comparability Act (FEPCA) of 1990. Along with the preliminary estimates of the 

evolution of the margin and the resulting impact on the operation of the PA system, 

ICSC also decided to present to the GA the following details of the Act. Under this 

legislation, the process of overhauling the uniformity in the current General Schedule 

would commence. The current system would be replaced by one in which a portion of 

workers' annual raise would be linked to local labour markets. For 1992 and 1993, 

employees would be guaranteed up to a 5 per cent annual raise based on the 

employment cost index (ECI), which measured the changes in private local labour 

market salaries and wages. Should the ECI exceed 5 per cent, the President could 

decide whether to grant workers a higher increase. Under those provisions of the Act, a 

4.2 per cent increase in salaries was likely to be granted to federal civil service 

employees from 1 January 1992. In accordance with the Act, locality adjustments 

would begin in 1994 and annual raises equal to the ECI up to 5 per cent minus 0.5 per 

cent were guaranteed. Additionally, workers in high-cost cities would receive an 

adjustment based on the locality. That adjustment would amount to 20 per cent of the 

total federal-private pay gap in 1991 and would be applied only in areas where the gap 

was at least 5 per cent. Beginning in 1995 and every year thereafter, the remaining gap 

between federal and non-federal wages would be narrowed at the rate of 10 per cent of 

the gap. If the FEPCA provisions were implemented fully, a significant impact on US 

federal civil service salaries for employees in Washington, D.C. could be expected in 

1994. This in turn could reduce the UN/US net remuneration margin [addendum to 

A/45/30, paras. 9 and 10]. 

By resolution 45/241, the GA, recalling the provisions of resolutions 40/224 and 

44/198 relating to margin management, and noting the above recommendations of 

ICSC, as well as the possibility of a freeze in PA in 1991 for duty stations throughout 

the UN common system, as mentioned in the statement by ACC: requested ICSC to 

continue to monitor the evolution of the margin and the impact of the potential changes 

in the UN federal civil service pay levels, as a result of the implementation of the 1990 

Federal Employees' Pay Comparability Act (FEPCA), and to submit recommendations 

to the GA at its 46th session, with a view to avoiding a prolonged freeze of PA within 

the 5-year period from the calendar year 1990.  

1991 33rd session (March) and 34th session (August): ICSC assessed the probable effect 

of FEPCA, the essential aspects of which it had reported on in its 1990 annual report 

(see also A/46/30, vol. I, annex III for information on FEPCA). While salary surveys, 

which would indicate the size of the pay disparity in the Washington, D.C. area, had not 

yet been conducted, the US General Accounting Office had estimated a disparity of 

some 20 per cent. Thus, ICSC believed that it was reasonable to anticipate that salary 



increases for US civil servants stationed in Washington, D.C. would outpace inflation in 

New York for at least a reasonable period of time. As the remuneration of UN officials 

in New York would move on an average basis with inflation, it might be concluded that 

the increases in salaries for US federal civil service employees in Washington, D.C. 

would outpace the PA increases for UN officials in New York. This, in turn, would 

result in a gradual systematic decrease in the level of the margin beginning with 1994. It 

was estimated that with the full implementation of FEPCA, the margin could reach a 

level around the desirable midpoint of 115 in 1994 and could be further reduced to a 

level around 110 by the year 1996 [A/46/30, vol. I, para. 103].  

In view of these anticipated developments, ICSC questioned whether it made sense to 

adhere to rigid margin management for the years 1992 and 1993. It identified two 

alternative approaches to the current margin management procedures, on the 

assumption of an annual increase of 7 per cent in the PA for New York for the years 

1992 and 1993: (a) suspension of automatic freezes: the current procedure whereby 

the PA in New York was automatically frozen if the granting of a PA increase meant 

breaching the upper limit of the margin range would be suspended. Increases in 

remuneration in New York would continue to be granted for the years 1992 and 1993 

even if the resulting margin levels were to go beyond the upper limit of the margin 

range. (b) partial PA increases: less than the full increase warranted by the movement 

of the PA index for New York would be granted, it being understood that the resulting 

margin would still remain within the range approved by the GA [A/46/30, vol. I, para. 

109].  

ICSC concluded that the solution which would result in the least disruption of the 

system, while remaining within margin limits, would be to manage the PA system on 

the basis of partial PA increases, until the full impact of the locality pay provision of 

FEPCA became known in 1994 [A/46/30, vol. I, para. 114].  

ICSC decided to: (a) inform the GA of the net remuneration margin of 118.9 for 1991 

and the anticipated effects of FEPCA on the margin; (b) recommend that the GA 

rescind its earlier decision requiring it to manage the margin over a five-year period so 

that the average margin would be around the mid-point of the range; (c) endorse the 

procedure outlined above for managing the PA system within the current margin range 

as a transitional measure until the implementation of the locality pay provisions of 

FEPCA in 1994 [A/46/30, vol. I, para. 116].  

By resolution 46/191, the GA decided, without prejudice to previous decisions on the 

averaging of the margin around the mid-point over a five-year period, that any PA 

increase in New York which might become due until 1994 might be implemented to the 

extent that it was compatible with the upper limit of the margin. It requested ICSC to 

continue to monitor further implementation of the comparator's FEPCA, including the 

impact of its locality pay provisions in 1994, and to report thereon at its 49th session, in 

order to enable the GA to address the issue of the average margin over a five-year 

period around the desirable mid-point of 115. The GA endorsed the procedures for the 



management of the PA system within the current margin range, using partial PA 

increases, as proposed by ICSC.  

1992 35th session (March) and 36th session (August): ICSC decided to report to the GA 

that: (a) the net remuneration margin for 1992 was 117.6; (b) the average margin for the 

period 19901992 was 117.8; (c) in view of the above, no action was necessary at the 

current stage in the management of the margin over the five-year period 1990-1994 

[A/47/30, para. 108 and annex V].  

ICSC reviewed details on the remuneration practices of new or revised pay systems in 

11 US Government agencies (see also section 2.1.30). It noted that 9 of the 11 agencies 

proposed for inclusion in the context of margin calculations had been included in this 

exercise as a result of the 1985/1986 grade equivalency study. The question of whether 

they should continue to be included in margin calculations had arisen as a result of 

significant changes in job classification systems and salary-setting processes introduced 

in the meantime in those systems [A/47/30, paras. 145 and 149].  

ICSC decided that it was not imperative to include the proposed pay systems in the net 

remuneration comparison process at the present time. It also decided to maintain its 

decision on the exclusion of the comparator's bonuses and performance awards from the 

comparison [A/47/30, para. 153].  

By resolution 47/216, the GA requested ICSC to take into account the views expressed 

by Member States on the completion of the study of the methodology for determining 

the cost-of-living differential between New York and Washington, D.C. in the context 

of net remuneration margin calculations, and to submit a report on the application of the 

methodology.  

1993 37th session (March): ICSC noted that the forecast net remuneration margin for the 

calendar year 1993 was either 119.1 on the basis of the existing cost-of-living 

differential methodology or 114.2 using the revised methodology (details of the 

development of this methodology are reflected in section 2.1.70). It decided to review 

the margin situation at its 38th session on the basis of the views of ACPAQ concerning 

the technical aspects of the revised cost-of-living differential methodology and 

information to be provided at that time on the status of FEPCA [ICSC/37/R.18, para. 

23].  

38th session (July): ICSC noted that the application of the regular margin calculation 

methodology recommended by ICSC in its annual report for 1989 (A/44/30) and 

endorsed by the GA in resolution 44/198 (1989), together with the revised New 

York/Washington cost-of-living differential methodology, resulted in a margin for the 

calendar year 1993 of 114.2 [A/48/30, paras. 108 and 113].  

In resolution 48/224, the GA: (a) took note of the ICSC decisions with regard to the 

new methodology for determining the cost-of-living differential between New York and 

Washington, D.C.; (b) noted the net remuneration margin of 114.2 for the calendar year 



1993; (c) also noted that the UN/US remuneration ratios ranged from 186.0 at the P-1 

level to 116.5 at the D-2 level. It considered that this imbalance should be addressed in 

the context of overall margin considerations established by the GA and reiterated its 

request to ICSC to make proposals in this regard to it at its 49th session.  

1994 39th session (February/March): ICSC took note of the forecast net remuneration of 

113.9 for the period 1 January to 31 December 1994. It also addressed proposals by 

CCISUA for the elimination of square root weighting and regression analysis in margin 

calculations. ICSC noted that the question of whether to use regression depended on the 

statistical technique to be used. While the impact either way was negligible in terms of 

the overall margin, the use of regression introduced a complication and resulted in 

distorting salary ratios at individual grades. The use of unregressed salaries would 

address, at least in part, the GA concerns in that regard. An additional reason for 

discontinuing the use of regression analysis in the common system was that, under 

FEPCA legislation, the comparator was no longer using it.  

ICSC recalled that it had decided to use square root weights in margin calculations in 

order to reduce the dominance of any particular occupational group. It noted the rather 

minimal impact of square root weighting on overall margin results, and the need for 

consistency in the calculation process. On the basis of the above considerations, ICSC 

decided to report to the GA that the margin methodology would be revised so as to 

eliminate the use of regression and square root weighting in future margin calculations 

[ICSC/39/R.10, paras. 49-52].  

39th session (February/March) and 40th session (June/July): In the context of its 

review of the application of the Noblemaire principle (see also section 2.1.10), ICSC 

took up a number of issues of relevance to the net remuneration margin, as reflected 

below:  

(a) Developments pertaining to FEPCA. The future impact of the implementation of 

FEPCA on margin management and the 5-year average margin were examined under a 

number of different scenarios. ICSC decided to report to the GA that: (i) a number of 

FEPCA provisions were relevant for net remuneration margin comparisons and had 

been incorporated into the comparison; (ii) FEPCA had established a number of new 

pay systems that ICSC intended to review at the time of the 1995 US/UN grade 

equivalency study; (iii) a number of FEPCA provisions were gradually being 

implemented within the US federal civil service and ICSC intended to monitor their 

application for possible relevance to the UN common system; (iv) employment cost 

index (ECI) and locality-pay increases under FEPCA would, if continued over the 9-

year period 1994-2002, result in a need to adjust UN salaries if the US were retained as 

the comparator and if the margin range were to be respected [A/49/30, paras. 71-79].  

ICSC noted that FEPCA was designed to reduce the pay gap with the US non-federal 

sector by the year 2002. The comparator's implementation of the locality pay provisions 

of FEPCA in 1994 demonstrated an initial willingness to begin closing that gap; 

however, FEPCA had not been fully implemented in 1994. It appeared that the full 



implementation of FEPCA, as legislated, would not be possible due to 

budgetary/political considerations of the comparator [A/49/30, paras. 67 and 68].  

ICSC considered a proposal by CCAQ for basing UN salaries on the pay rates 

envisioned by FEPCA rather than the actual raises granted the US federal civil service. 

It also examined a number of scenarios that projected common system remuneration 

over the next several years in a manner designed to maintain the level of the margin 

above the bottom of the margin range (110) and near the desirable mid-point of 115. It 

noted that all of the scenarios were based on the assumption that, under FEPCA, salary 

movements would be greater than inflation in order to meet the stated objective of 

closing the salary gap by the year 2002. In the first year of the gap-closing measures the 

comparator had slipped behind the stated objective. Therefore, it did not seem that any 

of the scenarios were currently relevant because they did not reflect actual, or currently 

anticipated pay for the US federal civil service. ICSC noted that several of the scenarios 

presented were based on the assumed maintenance of a 5-year margin around 115 

pursuant to GA resolution 46/191. However, the 5-year period of concern to the GA at 

that time had related to 1990-1994. It recalled in this regard that when the 5-year 

average margin was established, the annual margin was near the top of the margin 

range. Preliminary consideration was given to a rolling 5-year rule, i.e., updating the 

average every year by adding the most recent year and dropping the 1994 earliest year) 

along with the possibility of an arrangement similar to that used for 1990-1994 by 

adoption of a rule for 1995-1999. It was agreed to revert to the specifics of a margin of 

115 for a fixed period, a rolling period or simply a margin range after further study at 

the spring 1995 session. 

As 1994 was a personnel year based on the biennialization of the GA's work 

programme (see section 1.1.40), ICSC expressed a desire to proceed with initial 

recommendations which the GA could address in 1994 while continuing study on items 

which required further work. Whatever initial measures ICSC decided to recommend, it 

considered that the long-term studies should be completed within a 2-year period. In 

examining a number of initial measures which could be recommended, it considered the 

possible incorporation of features of the 5-year average margin and the CCAQ proposal 

for a 4.5 per cent real salary increase (see section 2.1.10). It noted that the CCAQ 

proposal would mean that the margin would rise above 115 in 1995 and would soon 

breach the upper end of the margin range, necessitating another salary freeze thereafter. 

ICSC had long expressed the view that it was an undesirable remuneration practice to 

grant significant salary increases followed by freezes. It considered that it would, 

however, be desirable to maintain the average margin around the mid-point of 115 over 

a 5-year period.  

(b) Reflection of the comparator's special pay systems in margin calculations. ICSC 

examined information on 116 of the comparator's pay systems. It considered criteria 

that could be applied in determining which of those systems were relevant to net 

remuneration margin calculations. Some of these pay systems had previously been 

reviewed by ICSC. In particular, the special pay systems of 11 US government agencies 

that had been reviewed in 1992 were reviewed again in 1994: (i) Federal Deposit 



Insurance Corporation (FDIC); (ii) Federal Reserve Board (FRB); (iii) National 

Institute of Standards and Technology (NIST); (iv) Government Printing Office (GPO); 

(v) Farm Credit Administration (FCA); (vi) Office of the Thrift Supervision (OTS); 

(vii) Office of the Comptroller of the Currency (OCC); (viii) National Credit Union 

Administration (NCUA); (ix) Resolution Trust Corporation (RTC); (x) General 

Accounting Office (GAO); (xi) Federal Housing Finance Board (FHFB). Others had 

been more recently established, e.g., with the implementation of FEPCA. Under normal 

procedures, inclusion of these new FEPCA pay systems in net remuneration margin 

comparisons would be considered at the time of the next grade equivalency study. ICSC 

further examined how US federal civil service pay systems could be incorporated in the 

comparison process as related to: (i) the use of an averaging method; or (ii) the selection 

of the appropriate United States federal civil service pay system for each occupation 

included in the comparison [A/49/30, paras. 79 and 80].  

ICSC decided to examine this issue, noting that it had not, in prior reviews, 

substantively addressed the weighting procedure to be used. The current weighting 

procedure reflected a number of incremental changes which had evolved in response to 

the establishment of new or revised pay systems. It used the number of incumbents in 

each occupation of the relevant comparator pay system at each relevant grade. Since the 

GS represented the largest comparator pay system, special pay systems, representing 

relatively few staff, have been minimally reflected in margin comparisons. The 

secretariat informed ICSC that, as a result, incremental changes did not fully reflect the 

better paid comparator pay systems in the comparison process. ICSC examined the 

following alternative methods for incorporating the comparator's special pay systems in 

net remuneration margin measurements: (i) the selection of the highest paying system, 

by occupation, for comparison purposes; (ii) the use of an equal weighting method that 

would give the better paid comparator pay systems the same weight in the aggregation 

process as those not so well paid; (iii) the use of a logarithmic weighting method that 

would reduce the weights of the larger comparator pay systems (currently not the better 

pay systems) in the aggregation process.  

ICSC was informed that the margin under the current methodology was 113.0. 

Selection of the "highest paying method" would reflect a margin of 98.4. Use of "equal 

weighting" would result in a margin of 109.7. Use of logarithmic weighting would 

produce a margin of 110.6 [A/49/30, paras. 82-84].  

ICSC noted that it had for a number of years included in margin calculations US federal 

civil service pay systems that departed from the General Schedule. Inclusion of such 

pay systems would continue to be necessary, as the US federal civil service evolved.  

It considered the criteria that had been applied in the past in selecting comparator pay 

systems for margin calculations to be largely satisfactory. It might, however, be 

necessary to establish a specific number of United States federal civil service staff in 

professional occupations that should be in a pay system before it could be considered 

for inclusion in margin calculations.  



ICSC examined the three approaches as well as the appropriateness of retaining the 

current approach (which provides for representation of some of these pay systems in the 

comparison process using the actual number of US federal civil service staff within 

each pay system at each relevant grade for all occupations determined to be comparable 

to each of the occupations used in the remuneration comparison process).  

It decided that it would report to the GA that it had reviewed all relevant pay systems of 

the US federal civil service and had decided: (a) to reflect fully all relevant occupations 

of each of the comparator's special pay systems of the 11 US government agencies 

reflected above; (b) to continue to use as weights in the remuneration averaging 

process, the actual number of incumbents in each relevant occupation of each special 

pay system; (c) to keep under review further developments in the US federal civil 

service as they related to the establishment of new or revised pay systems and to review 

any new or revised pay systems at the time of the next grade equivalency study in 1995, 

for possible inclusion in UN/US net remuneration margin comparisons; (d) to apply the 

following criteria in reviewing US federal pay systems for inclusion in UN/US net 

remuneration comparisons consistent with its decision in (c) above: (i) whether the pay 

system employed staff in a professional category; (ii) whether those professional staff 

were located in Washington, D.C.; (iii) whether the professional staff located in 

Washington were in occupations of relevance to the comparison process; (iv) whether 

there were sufficient numbers of US federal civil service staff in the professional 

category in the relevant jobs to make a comparison worthwhile; (v) whether the pay 

system had a structured approach to job classification and pay-setting [A/49/30, paras. 

92-105].  

The GA, in resolution 49/223, took note of the ICSC conclusions in respect of the 

further refinements to margin calculations.  

1995 41st session (May): In documentation prepared by the secretariat (ICSC/41/R.5/Add.2 

and appendix) it was suggested that, with the inclusion of additional pay systems in the 

current grade equivalency exercise, ICSC would need to re-examine in further detail 

options for reflecting special pay systems in margin calculations. ICSC considered that 

it should first address whether as a matter of principle, it considered it appropriate to 

take steps to reduce dominance in margin comparisons. Once the matter had been 

resolved at that level, the specific technique for achieving that objective could be 

examined. In addressing the matter of principle, ICSC recalled the GA's request, in 

resolution 47/216, that it examine all aspects of the application of the Noblemaire 

principle, with a view to ensuring the competitiveness of the UN common system. 

Under the current averaging procedure, the dominant effect of the General Schedule -- 

the lowest-paid pay system of the comparator -- was not being mitigated.  

It seemed difficult to reconcile this situation with the GA mandate and the objectives of 

the Noblemaire principle. ICSC further noted that among the considerations that had led 

to the use of the current weighting procedure was that, under FEPCA, which was 

designed to bring the comparator's salary levels into closer alignment with its own 

comparators, the comparator's need for special pay systems had been expected to 



decrease. With the effective non-implementation of FEPCA, that was becoming 

increasingly unlikely. A further consideration related to the difficulty experienced with 

respect to the possible use of special occupational rates on the UN side. ICSC had 

provided for the use of such special occupational rates in principle; however, it had 

subsequently become apparent that the organizations' proposal for the use of such rates 

would be tantamount to special agency rates. ICSC had seen such special agency rates 

as incompatible with the common system. Under the circumstances, it became 

particularly important to reflect adequately all relevant special pay systems in the 

margin calculation process. Taking the above factors into consideration, ICSC decided 

that it would be appropriate to take steps to reduce dominance in margin calculations. 

Having reached a position of principle on reduction of dominance, ICSC considered the 

means by which that could be achieved. The three options that had previously been 

presented to it in that regard were: (a) use of the highest paying system by occupation; 

(b) use of equal weighting; and (c) use of logarithmic weighting. ICSC considered that 

it was not essential to choose a specific dominance-reduction technique at the current 

session. It requested its secretariat to examine appropriate technical options in that 

regard and to provide it with technical options at its 42nd session [ICSC/41/R.19, paras. 

148-153, 163].  

Bonuses, performance and merit awards: ICSC considered this issue on the basis of 

a paper presented by CCISUA (ICSC/41/R.5/Add.5). It also reviewed additional 

information (ICSC/41/CRP.10) with regard to the bonuses and performance awards 

specifically granted to the SES. It noted that bonuses and performance awards had been 

included in UN/US remuneration comparisons until 1990, when the results of the 

1985/86 grade equivalency study were implemented. Although views were somewhat 

diverse, ICSC as a whole agreed on balance that it would be appropriate to reflect 

bonuses and performance awards subject to the conditions specified below. It was 

agreed that if and when performance awards were introduced in the common system, 

they would be factored into the calculations [ICSC/41/R.19, para. 159].  

Assistant Secretary-General/Under-Secretary-General levels: ICSC noted that the 

current grade equivalency study, like the 1990/91 exercise, did not include approximate 

working equivalents for the ASG/USG levels. It reviewed information on the prior 

consideration of the matter which highlighted the difficulty of establishing direct 

equivalencies between the common system and the comparator's civil service at those 

levels. ICSC noted that in the secretariat's view, it would be no less difficult to establish 

such specific grade equivalencies at the present time. The inclusion or exclusion of 

approximate working equivalents at those levels would have no impact on the level of 

the margin and would become significant only if salaries at the senior levels were to be 

examined separately from those at other levels. ICSC noted that the grade equivalency 

study was not fully complete inasmuch as updated information on two special pay 

systems might be forthcoming: moreover, the final phase of the grade equivalency 

process -- the validation exercise -- had yet to be carried out. It was satisfied, however, 

that the results presented to it thus far had been arrived at in a technically sound manner 

and in accordance with the process ICSC itself had established. It therefore endorsed 

the equivalencies for remuneration comparison purposes, subject to any adjustment 



arising from the validation exercise and from the updated US agency information 

[ICSC/41/R.19, paras. 160-161].  

ICSC decided: (a) to include SES salaries in remuneration comparisons on the basis of 

pay levels determined by the established grade equivalencies; (b) to exclude comparator 

GS-7 positions from future remuneration comparisons; (c) to include the SL and ST pay 

systems of the comparator in remuneration comparisons; (d) to include bonuses and 

performance awards granted to US and UN common system staff, except for those 

granted to eligible SES staff as meritorious and distinguished awards and comparable 

awards on the UN side; (e) to endorse, for remuneration comparison purposes, the grade 

equivalencies for the comparator, subject to any adjustment arising from the validation 

exercise and from updated information from those US Government agencies that had 

not yet been able to provide complete information; (f) to note the exclusion of the 

ASG/USG levels from the current grade equivalency study; and (g) to request the 

secretariat to provide the following to ICSC at its 42nd session: (i) updated grade 

equivalencies with regard to 2 of the 11 US Government agencies that had not yet been 

able to provide complete information; and (ii) details and results of the validation 

exercise [ICSC/41/R.19, para. 162 and annex VI].  

42nd session (July/August): ICSC reverted to the issue of the weighting procedure to 

be used in margin calculations. Having agreed in principle at its 41st session that it 

would be appropriate to take steps to reduce dominance in those calculations (see 

above), it reviewed an analysis by its secretariat (ICSC/42/R.8) of 4 possible 

alternatives to the current straight weighting procedures: the log weight method; equal 

weights; the 75th percentile method; and the best paid system. ICSC considered that in 

selecting the most appropriate weighting procedure, it should review those options 

against the following criteria: responsiveness to the competitiveness requirements of the 

Noblemaire principle; stability over time, transparency, and feasibility of application. It 

was noted that each of the options carried advantages and drawbacks. The log weight 

method, while providing relatively competitive results, yielded pay levels still 

substantially lower than the best paid systems; it also lacked transparency. The equal 

weight system was readily understandable, as it used the simple average of all pay 

systems. It might, on the other hand, be considered by some as giving insufficient 

importance to the large pay systems. The 75th percentile method was comparable to 

that already approved by ICSC for use in GS salary survey calculations: it also provided 

results that compared favourably with the better paying systems without actually being 

the absolute best. On the minus side, it required vast amounts of detailed data that were 

not always available for all pay systems; its application would therefore have to be 

restricted in terms of pay systems covered. The best paid system approach provided a 

fully competitive remuneration level, but could not be considered representative of the 

federal civil service as a whole [A/50/30, paras. 115-116].  

ICSC as a whole concluded that the use of the equal weights procedure would be an 

appropriate method of reflecting the comparator's pay systems in margin calculations, 

and thereby reducing the dominance of the General Schedule. It noted that the effect of 



applying that procedure would be to reduce the margin by approximately four 

percentage points [A/50/30, para. 118].  

ICSC decided to report to the GA that it had decided as follows in respect of the 

remuneration comparisons resulting from the 1995-96 grade equivalency study with the 

comparator (see section 2.1.30): (a) to include SES in remuneration comparisons on the 

basis of pay levels determined by the established grade equivalencies; (b) to include 

bonuses and performance awards granted to US and UN common system staff (except 

for those granted to eligible SES staff as meritorious and distinguished awards) and all 

comparable awards on the UN side; (c) in order to reflect adequately all the 

comparator's relevant pay systems in remuneration comparisons, to reduce the 

dominance of the US federal civil service General Schedule in the current net 

remuneration margin comparison process using an equal weighting method applied to 

US federal civil service pay systems on an occupation-by-occupation basis [A/50/30, 

para. 119 (b)].  

Evolution of the margin between the net remuneration of the United States federal 

civil service and that of the United Nations: ICSC noted that the margin for 1995 

stood at 105.7, taking into account: (a) the 1995 grade equivalency results; (b) a revised 

New York/Washington differential; (c) the various methodological decisions it had 

taken, including the revised weighting procedure; and (d) a newly estimated post 

adjustment classification for New York in November 1995. It decided to report that net 

remuneration margin to the GA [A/50/30, paras. 120-121 and annex IV].  

In resolution 50/208, the GA decided to defer consideration of Chapter III A of the 

ICSC report (examination of the Noblemaire principle and its application) to its 

resumed 50th session and requested ICSC to review its recommendations and 

conclusions, taking into account the views expressed by Member States (in particular 

regarding the appropriateness of reduction of dominance and the treatment of bonuses 

in determining net remuneration comparisons) so as to assist in that consideration, and 

to adjust its programme of work accordingly.  

1996 43rd session (April/May): Specific aspects of net remuneration margin calculation 

methodology: ICSC re-examined in detail the two elements to which the GA, in 

resolution 50/208, had drawn its particular attention: (a) equal weighting approach; (b) 

treatment of bonuses and performance awards. It decided to report to the GA that it had 

carefully reviewed the issues raised by the GA regarding: (a) the reduction of 

dominance in margin comparisons through the use of the equal weighting method; (b) 

the inclusion in those comparisons of all bonuses and performance awards of the 

various pay systems except the distinguished and meritorious awards granted to SES. It 

had decided to reaffirm both these decisions, which had been arrived at after an in-depth 

consideration. In this regard, all prior ICSC recommendations as reflected in paragraphs 

90 to 119 of its 21st annual report (A/50/30), were reaffirmed [A/50/30/Add.1, para.32].  

44th session (July/August): Evolution of the margin between the net remuneration 

of the US federal civil service and that of the UN: ICSC noted that the margin for 



1996 stood at 109.7, taking into account: (a) the 1995 grade equivalency results; (b) a 

revised New York/Washington, D.C., differential;(c) the various methodological 

decisions it had taken and reaffirmed including the weighting procedure; (d) a new 

estimated post adjustment classification for New York in 1996. It decided to report to 

the GA a net remuneration margin of 109.7 [A/51/30, paras. 126-128 and annex V].  

In resolution 51/216, the GA: (a) decided that the net remuneration margin 

methodology without the modifications introduced by ICSC should continue to apply; 

(b) reaffirmed that the range of 110 to 120, with a desirable mid-point of 115, for the 

margin between the net remuneration of officials in the P and higher categories of the 

UN in New York and officials in comparable positions in the US federal civil service 

should continue to apply, on the understanding that the margin would be maintained at a 

level around the desirable mid-point of 115 over a period of time; (c) noted that, on the 

basis of its decision in (a) above, the US/UN net remuneration margin was 114.6.  

1997 46th session (July): ICSC decided (a) to report to the GA the forecast of the margin of 

115.7 between the net remuneration of the UN staff in grades P-1 to D-2 in New York 

and that of the US federal civil service in Washington, D.C., for the period from 1 

January to 31 December 1997; (b) to inform the GA that again in 1997 the comparator 

had not fully implemented FEPCA pay reforms; and (c) to report to the GA that, with 

regard to the German/US total compensation comparison, preliminary estimates showed 

no significant change from the results reported in 1995, when it was shown that the 

German civil service remuneration package was 10.5 per cent higher than that of the US 

federal civil service [A/52/30, para. 54].  

In resolution 52/216, the GA noted that the margin between net remuneration of 

officials in the Professional and higher categories of the UN in New York and that of 

officials in comparable positions in the US federal civil service for 1997 was 115.7.  

1998 47th session (April/May): At its 51st session, the GA reiterated its request to ICSC 

contained in resolution 50/208, to examine the possible partial phasing out of the 

expatriate elements of the margin for staff with long service at one duty station. It 

requested a report thereon at its 53rd session. ICSC studied documentation analysing 

expatriate elements in the UN common system, the comparator civil service, a number 

of national civil services and international organizations, as well as in the private sector. 

The analysis showed that provisions for expatriation in the UN common system did not 

compare favourably with those provided by a number of national civil services and 

private-sector employers, in particular with regard to housing (ICSC/47/R.10). ICSC 

also considered documentation presented by CCAQ reviewing the legal consequences 

of expatriation (ICSC/47/R.10/Add.2).  

ICSC decided to report to the GA that (a) it had examined the possible phasing out of 

the expatriate elements of the margin for staff with long service at one duty station. 

Noting that this and related issues had been addressed previously, it recalled that in 

1985 it had reported to the GA that: "...there had been general agreement on the 

importance of maintaining a reasonable margin above the level of civil service salaries 



of the highest paying country in order to attract and retain citizens of that country. As 

for the quantification of those factors, attempts had been made earlier, in particular by 

ACC, to assign specific values to individual factors. However, no clear rationale had 

ever been presented for the specific values proposed. The Commission was of the view 

that it would be impossible quantify those factors individually as the relative 

importance of each factor was bound to vary considerably from duty station to duty 

station and from one individual to the other. In view of these factors the Commission 

decided to approach the various questions relating to the margin in the context of 

historical perspective" [A/40/30, para. 113]; (b) ICSC recalled that the level of the 

desirable margin and the margin range had been established at that time on a largely 

pragmatic basis; (c) ICSC considered that it did not have all the quantifiable elements 

and other information necessary to ascertain the degree to which the expatriate elements 

of the margin could possibly be phased out for some staff; (d) it noted that additional 

aspects of the issue went beyond the GA's specific request, that is, the application of all 

aspects of the margin to non-expatriate staff. It was noted that additional research would 

be required; (e) ICSC could not justify a change, at this time, from the decision it 

reported to the GA in 1985 as reported in subparagraph (a) above [A/53/30, para. 117].  

48th session (July/ August): ICSC decided (a) to report to the GA the margin forecast 

of 114.8 between the net remuneration of the UN staff in grades P-1 to D-2 in New 

York and that of the US federal civil service in Washington, D.C., for the period from 1 

January to 31 December 1998; (b) to inform the GA that again in 1998 the comparator 

had not fully implemented FEPCA pay reforms; however, because of an improvement 

in economic and fiscal conditions of the comparator there were indications that future 

adjustments might be enhanced; (c) to request its secretariat to explore possible 

solutions to the problem of very low margins at the higher common system grades and 

to submit its findings to ICSC at its spring 1999 session [A/53/30, para.73]. 

In its resolution 53/209, the GA took note of (a) ICSC's intention, in light of its 

previous recommendations with respect to the above request, to explore possible 

solutions to the problems of imbalances in the US/UN net remuneration ratios at 

individual grade levels and; (b) noted that the margin between net remuneration of UN 

staff in grades P-1 to D-2 in New York and that of officials in comparable positions in 

the US federal civil service for 1998 is 114.8. With regard to the treatment of 

expatriation in the margin, the GA took note of the analysis and decisions of the 

Commission thereon and requested ICSC to continue to develop its study in this area 

and to report thereon to the GA at its 55th session.  

1999 50th session (July): ICSC decided: (a) to report to the GA the margin forecast of 114.1 

between the net remuneration of the UN staff in grades P-1 to D-2 in New York and 

that of the US federal civil service in Washington, D.C. for the period from 1 January to 

31 December 1999; (b) to inform the GA that again in 1999 the comparator had not 

fully implemented FEPCA pay reforms; however, there were indications that future 

adjustments to the salaries of the comparator employees could be higher than those in 

the past and; (c) that its secretariat, CCAQ and representatives of staff should discuss 

the imbalance in the margin levels (see Section 2.1.60) with a view to formulating 



alternative proposals that would be available to ICSC before its recommendation a real 

salary increase (A/54/30, para.53 and annex II).  

In resolution 54/238, the GA noted that, bearing in mind the imbalance in the margin 

levels, a recommendation for a differentiated salary increase by grades would need to be 

submitted to the GA at the time of any future recommendation for a real salary increase. 

It also noted that the margin between net remuneration of UN staff in grades P-1 to D-2 

in New York and that of officials in comparable positions in the US federal civil service 

for 1999 was 114.1.  

2000 52nd session (July/August): ICSC decided to report to the GA, in view of the revised 

grade equivalencies (see Section 2.1.30) between the United Nations and the United 

States federal civil service in Washington, a margin of 113.3 [A/55/30, para.116 (b)].  

In resolution 55/223, the GA noted that the margin between the net remuneration of 

United Nations staff in grades P-1 to D-2 in New York and that of officials in 

comparable positions in the United States federal civil service for 2000 is 113.3 based 

on the results of the grade equivalency study between the United Nations and the 

United States carried out in 2000. It also noted that the United Nations/United States 

remuneration ratios range from 119.9 at the P-2 level to 105.5 at the D-2 level, and 

considered that this imbalance should be addressed in the context of the overall margin 

considerations established by the General Assembly.  

2001 53rd session (June): ICSC decided to report to the GA a margin of 111 between the 

remuneration of the United Nations staff in grades P-1 to D-2 in New York and that of 

the United States federal civil service in Washington for the period from 1 January to 31 

December 2001. [A/56/30, para.107].  

In resolution 56/244, the General Assembly noted the net remuneration margin of 111 

for the year 2001 and also noted that United Nations/United States remuneration ratios 

range from 117.1 at the P-2 level to 104.4 at the D-2 level, and considers that this 

imbalance should be addressed in the context of the overall margin considerations 

established by the General Assembly.  

2002 55th session (July/August): ICSC noted that the net remuneration margin for 2002 was 

estimated at 109.3 on the basis of the approved methodology and existing grade 

equivalencies between United Nations and United Sates officials in comparable 

positions. ICSC decided to report a net remuneration margin of 109.3 to the General 

Assembly for the year 2002 (A/57/30, para. 153).  

In its resolution 57/285, the General Assembly (a) noted that the US/UN net 

remuneration margin was 109.3; (b) reaffirmed that the range of 110 to 120 for the 

margin between the net remuneration of officials in the P and higher categories of the 

UN in New York and officials in comparable positions in the US federal civil service 

should continue to apply, on the understanding that the margin would be maintained at a 

level around the desirable mid-point of 115 over a period of time; (c) requested ICSC to 

keep the matter under review with a view to restoring the margin to its midpoint over a 



period of time and to report to it on the outcome of its review at its 62nd session, taking 

into full account the Noblemaire principle.  

2005 61st session (July): The Commission decided to take note of the margin forecast of 

111.1 between the net remuneration of United Nations staff in grades P-1 to D-2 in New 

York and that of the United States federal civil service in Washington, D.C., for the 

period from 1 January to 31 December 2005. It also decided to draw the attention of the 

General Assembly to the fact that the current level of the margin was 3.9 percentage 

points below the desirable midpoint of 115 [A/60/30, para. 108].  

In resolution 60/544, the GA decided to defer to its resumed sixtieth session 

consideration of the report the International Civil Service Commission for the year 

2005.  

2006 62nd session (March):At its sixty-second session, the ICSC requested its secretariat to 

produce an integrated and up-to-date document outlining the complete procedure for 

calculating the net remuneration margin between the United Nations and its present 

comparator ï the federal civil service of the United Stated of America.  

63rd session (July): Document ICSC/63/R.8 was submitted in response to that request. 

The Commission was informed that the net remuneration margin for 2006 was 

estimated at 114.3 on the basis of the approved methodology and existing grade 

equivalencies between the United Nations and the United States officials in comparable 

positions. The Commission was also informed that the margin level for the past five 

years had remained below the desirable midpoint of 115 and stood at 111.3 [A/61/30 

paras.72-73].  

The Commission decided to inform the General Assembly that the forecast of the 

margin between the net remuneration of the United Nations staff in grades P-1 to D-2 in 

New York and that of the United States federal civil service in Washington, D.C., for 

the period from 1 January to 31 December 2006 was 114.0. It decided to draw the 

attention of the General Assembly to the fact that the margin had not reached the level 

of the desirable midpoint of 115 since 1997 and that its average level for the past five 

years stood at 111.3 [A/61/30, para.83]. Details of the margin calculation are found in 

A/61/30 annex II.  

In resolution 61/239, the General Assembly noted that the margin between net 

remuneration of the United Nations staff in grades P-1 to D-2 in New York and that of 

officials in comparable positions in the United States federal civil service in 

Washington for the period 1 January to 31 December 2006 is 114.3 (based on updated 

information provided by the Chairman). The General Assembly reaffirmed that the 

range of 110 to 120 for the margin between the net remuneration of officials in the 

Professional and higher categories of the United Nations in New York and the officials 

in comparable positions in the comparator civil service should continue to apply, on the 

understanding that the margin would be maintained at a level around the desirable 

midpoint of 115 over a period of time.  



2007 65th Session (July): The Commission decided to inform the General Assembly to take 

note of the margin forecast of 113.9, later updated to114.0, between the net 

remuneration of United Nations staff in grades P-1 to D-2 in New York and that of the 

United States federal civil service in Washington, D.C., for the period from 1 January to 

31 December 2007. It also decided to draw the attention of the General Assembly to the 

fact that the average margin level for the past five years (2003-2007) had been below 

the desirable midpoint of 115, currently standing at 112.3 [A/62/30, para. 24].  

In resolution 62/227, the GA took note of the forecasted margin and the average level 

of the margin for the past five years. It also reaffirmed that the range of 110 to 120 for 

the margin between the net remuneration of officials in the Professional and higher 

categories of the United Nations in New York and the officials in comparable positions 

in the comparator civil service should continue to apply on the understanding that the 

margin would be maintained at a level around the desirable midpoint of 115 over a 

period of time.  

2008 67th session (July): The Commission decided to inform the General Assembly that the 

forecast of the margin between the net remuneration of the United Nations staff in 

grades P1 to D2 in New York and that of the United States federal civil service in 

Washington D.C. for the period 1 January to 31 December 2008 was 114.7. It also 

informed the General Assembly that the average margin level for the past five years 

(2004-2008) stood at 112.9, below the desirable midpoint of 115.  

In resolution 63/251, the General Assembly (a) noted that the US/UN remuneration 

margin was 114.7, and that the average margin level for the past five years was 112.9 

and (b) reaffirmed that the range of 110 to 120 for the margin between the net 

remuneration of officials in the Professional and higher categories of the United Nations 

in New York and officials in comparable positions in the US federal civil service should 

continue to apply, on the understanding that the margin would be maintained at a level 

around the desirable midpoint of 115 over a period of time.  

2009 69th session(June/July): The Commission decided to inform the General Assembly 

that the forecast of the margin between the net remuneration of the United Nations staff 

in grades P1 to D2 in New York and that of the United States Federal Civil Service in 

Washington D.C. for the period 1 January to 31 December 2009 was 113.8.  It also 

informed the General Assembly that the average margin level for the past five years 

(2005-2009) stood at 113.6 below the desirable mid-point of 115. 

In resolution  64/231 the General Assembly (a) noted that the US/UN remuneration 

margin was 113.8, and that the average margin level for the past five years was 113.6 

and (b) reaffirmed that the range of 110 to 120 for the margin between the net 

remuneration of officials in the Professional and higher categories of the United Nations 

in New York and officials in comparable positions in the US federal civil service should 

continue to apply, on the understanding that the margin would be maintained at a level 

around the desirable midpoint of 115 over a period of time. 



2010 71st session (July/August): The Commission decided to inform the General Assembly 

that the forecast of the margin between the net remuneration of the United Nations staff 

in grades P1 to D2 in New York and that of the United States Federal Civil Service in 

Washington D.C. for the period 1 January to 31 December 2010 was estimated at 113.3. 

It also informed the General Assembly that the average margin level for the past five 

years (2006-2010) stood at 114.0, below the desirable mid-point of 115. The 

Commission also decided that its secretariat should commence work on the review of 

the net remuneration margin methodology in 2011 and to report on its findings at the 

seventy-fifth session of ICSC. 

In resolution 65/248, the General Assembly, recalled section 1.B of its resolution 

51/216 and the standing mandate from the General Assembly, in which the Commission 

is requested to continue its review of the relationship between the net remuneration of 

United Nations staff in the Professional and higher categories in New York and that of 

the comparator civil service (the United States federal civil service) employees in 

comparable positions in Washington, D.C. (referred to as ñthe marginò), reaffirmed that 

the range of 110 to 120 for the margin between the net remuneration of officials in the 

Professional and higher categories of the United Nations in New York and officials in 

comparable positions in the comparator civil service should continue to apply, on the 

understanding that the margin would be maintained at a level around the desirable 

midpoint of 115 over a period of time. The General Assembly also noted that the 

margin between net remuneration of the United Nations staff in grades P-1 to D-2 in 

New York and that of officials in comparable positions in the United States federal civil 

service in Washington, D.C., for the period from 1 January to 31 December 2010 is 

estimated at 113.3 and that the average margin level for the past five years (2006-2010) 

stands at 114.0 [A/65/30, paras. 129 and 130]. 

2011  73rd session (July)  The Commission decided to inform the General Assembly that the 

forecast of the margin between the net remuneration of the United Nations staff in 

grades P1 to D2 in New York and that of the United States Federal Civil Service in 

Washington D.C. for the period 1 January to 31 December 2011 was estimated at 114.9. 

It also informed the General Assembly that the average margin level for the past five 

years (2007-2011) stood at 114.1, below the desirable mid-point of 115. 

In resolution 66/235, the General Assembly, recalled section 1.B of its resolution 

51/216 and the standing mandate from the General Assembly, in which the Commission 

is requested to continue its review of the relationship between the net remuneration of 

United Nations staff in the Professional and higher categories in New York and that of 

the comparator civil service (the United States federal civil service) employees in 

comparable positions in Washington, D.C. (referred to as ñthe marginò), reaffirmed that 

the range of 110 to 120 for the margin between the net remuneration of officials in the 

Professional and higher categories of the United Nations in New York and officials in 

comparable positions in the comparator civil service should continue to apply, on the 

understanding that the margin would be maintained at a level around the desirable 

midpoint of 115 over a period of time. The General Assembly also noted that the 

margin between net remuneration of the United Nations staff in grades P-1 to D-2 in 



New York and that of officials in comparable positions in the United States federal civil 

service in Washington, D.C., for the period from 1 January to 31 December 2011 is 

estimated at 114.9 and that the average margin level for the past five years (2007-2011) 

stands at 114.1. 

  

2012 74th Session (Feb/Mar) The Commission reviewed the United Nations/United States 

net remuneration margin methodology. At the Session, the Commission discussed the 

following: (1) ways to improve the grade equivalencies; (2) inclusion of the 

performance bonuses payable to some jobs at the comparator into the base salaries for 

the margin calculations; (3) possible options to reduce the volatility of the weights in 

the margin calculations; (4) the present differentiation between the net remuneration of 

a single staff and a staff with a dependant. The Commission decided to keep the United 

Nations/United States net remuneration margin methodology under review while 

focusing first on the grade equivalency aspect. 

75th Session (Jul) The Commission was informed that: (1) in 2012 the comparator did 

not have the locality pay increases because of a statutory pay freeze through 31 

December 2012; (2) there was a revision of federal tax brackets and standard and 

personal deductions which resulted in a slight reduction in income taxes for all 

taxpayers in the Washington, D.C., metropolitan area; (3) a post adjustment multiplier 

was estimated at 68.0 for August through December 2012; (4) The grade equivalencies 

matrix with the comparator was approved by the Commission in 2010 at its seventy-

first session; (5) a revised cost-of-living differential between New York and 

Washington, D.C., was estimated at 111.6. Base on that, the margin for 2012 amounted 

to 117.7, with its five-year average (2008-2012) standing at 114.9. The Commission 

decided to defer the promulgation of the revised New York post adjustment multiplier 

in view of the financial situation of the United Nations as described by the Secretary-

General. It also decided that, unless the General Assembly acted otherwise, the 

multiplier would be promulgated on 1 January 2013 with a retroactive effect as of 1 

August 2012. 

In resolution 67/257 The General Assembly reaffirmed that the range of 110 to 120 for 

the margin between the net remuneration of officials in the Professional and higher 

categories of the United Nations in New York and officials in comparable positions in 

the comparator civil service should continue to apply, and that the margin should be 

maintained at a level around the desirable midpoint of 115 over a period of time, 

without prejudice to the Assembly's future decisions. Furthermore, the General 

Assembly requested (Decision 67/551) the Commission to maintain the current New 

York post adjustment multiplier to 31 January 2013, with the understanding that the 

normal operation of the post adjustment system would resume on 1 February 2013. 

2013 77th Session (July): The Commission decided: (a) to inform the General Assembly 

that the margin for 2013 amounted to 119.6 and its five year (2009-2013) average 

margin amounted to 115.7, which was above the desirable midpoint of 115; (b) to keep 



this matter under review; (c) to implement in February 2013 margin management 

procedures approved by the Assembly in its resolution 46/191, section IV, which would 

also call for scaling back of post adjustment indices for all duty stations other than New 

York. 

In resolution 68/253, the General Assembly: (1) reaffirmed the Noblemaire principle as 

the basis for the determination of the level of remuneration for staff in the Professional 

and higher categories in New York, the base city for the post adjustment system, and in 

other duty stations; (2) reaffirmed the margin range of 110 to 120 on the understanding 

that the margin would be maintained at a level around the desirable midpoint of 115 

over a period of time; (3) noted the elevated level of the margin; (4) welcomed the 

Commission's initiative to manage the margin and not to increase the post adjustment 

for New York in 2014 in view of the current margin level; (5) requested the 

Commission to submit to the General Assembly no later than the main part of the 69th 

session recommendations on the range of actions and time schedules that would permit 

to bring back the margin to its desirable midpoint of 115. 

2014 79th Session (July):  The Commission decided to report to the General Assembly that 

the margin between the net remuneration of officials in the Professional and higher 

categories of the United Nations in New York and officials in comparable positions in 

the United States federal civil service in Washington, D.C., for the calendar year 2014 

amounted to 117.4 and its five-year (2010-2014) average amounted to 116.4, which was 

above the desirable midpoint of 115. 

Bearing in mind section II.B, paragraph 5, of General Assembly resolution 68/25, 

which recalled that the five-year average of the net remuneration margin should be 

maintained around the desirable midpoint of 115, and requested the Commission to 

submit to the Assembly, no later than at the main part of its sixty-ninth session, 

recommendations on the range of actions and time schedules that would bring the 

margin back to its desirable midpoint, the Commission reviewed the range of actions 

and time schedules that would permit the margin to be brought back to its desirable 

midpoint. 

The Commission, noting, inter alia, that five-year averaging of the margin appeared to 

introduce instability in the margin management procedures which could have 

implications for net remuneration, decided: 

(a) The normal procedure for management of the margin within the established range 

would be suspended until further notice; 

(b) The freeze in net remuneration in New York would be continued until such time that 

the margin had been brought back to its desirable midpoint. (A/69/30, paras. 170 ï 

171). 

In its resolution 69/251, the General Assembly requested the Commission to continue 

action to bring the calendar year margin to around the desirable midpoint, without 



prejudice to any future decision of the General Assembly and to further examine issues 

relating to margin management in the context of its ongoing comprehensive review of 

compensation.(A/RES/69/251, section II.D) 

  

  

2015 81st Session (July):  The Commission decided to report to the General Assembly that 

the margin between the net remuneration of United Nations officials in the Professional 

and higher categories in New York and that of officials in comparable positions in the 

United States federal civil service in Washington, D.C., amounted to 117.2 both for the 

calendar year 2015 and for the five-year (2011-2015) average. (A/70/30, paras 36-41) 

By resolution 70/244 (section B) the General Assembly noted the estimated calandar 

and five-year average margin levels and that it was above the desirable midpoint of 115. 

2013 ï 2015: As part of the comprehensive review of the compensation package for 

staff in the Professional and higher categories, conducted by the Commission between 

its 76th to 81st sessions (March 2013 to July 2015), the Commission recommended to 

the General Assembly that one net salary scale be introduced for all staff in the 

Professional and higher categories, without regard to family status. (A/70/30, paras 210 

ï 211) 

With this in mind, and recalling the request of the General Assembly in its resolution 

69/251 that the Commission continue to act to bring the calendar year to around the 

desirable midpoint, the Commission considered a number of possible options relating to 

the measurement and management of the margin. It subsequently decided to 

recommend to the General Assembly (A/70/30/para 302): 

(a)That margin comparisons be based on officials with no dependants. The calculation 

of the comparator civil service gross salaries should be netted down by the continued 

application of the ñmarried filing jointlyò tax schedule, with the resulting averages for 

each grade reduced by a factor representing the United Nations spouse allowance; 

(b)That performance-related payments not be included in the margin comparison. 

In order for the Commission to manage the margin more actively within the range of 

110-120 with a desirable midpoint of 115, the Commission decided to recommend to 

the General Assembly that if the margin trigger levels of 113 or 117 were breached, 

appropriate action be taken through the operation of the post adjustment 

system.(A/70/30/para 303)  

In its resolution 70/244 the General Assembly approved the recommendations of the 

Commission on the margin management methodology and further decided that, if the 

margin trigger levels of 113 or 117 are breached, the Commission should take 



appropriate action through the operation of the post adjustment system. (A/RES/70/244, 

section II.B, para 5). 

2016  

83rd session (July): The Commission  decided to report to the General Assembly that 

the margin between the net remuneration of the United Nations officials in the 

Professional and higher categories in New York and that of officials in comparable 

positions in the United States federal civil service in Washington, D.C., amounted to 

114.1 for the calendar year 2016 (A/71/30, para 132 (a)). The figure was adjusted to 

114.5 based on the latest CEB statistics and presented during the introductory statement 

of the ICSC Chairman to the Fifth Committee of the General Assembly. 

In its resolution 71/264, section II.B, the General Assebly noted the estimated 

calendar magin level and reaffirmed that the range of 110 to 120 for the margin should 

continue to apply, on the understanding that the margin would be mantained at a level 

around the desirable midpoint of 115. It recalled the decision of the Commission to 

continue monitoring the margin level and to take the necessary correctve action should 

triger levels of 113 and 117 be breached. It also requested the Commission to include 

information on the development of margin over time in an annex to its annual reports. 

2017 85th session (July): The Commission decided to report to the General Assembly that 

the margin between the net remuneration of the United Nations officials in the 

Professional and higher categories in New York and that of officials in comparable 

positions in the United States federal civil service in Washington, D.C., amounted to 

113.4 for the calendar year 2017 (A/72/30, para 106 (a)). It was recalled that the 

Commission revised the post adjustment multiplier for New York in February 2017 to 

maintain the margin above the 113-trigger level. 

The Commission noted that the 2017 margin was close to the lower trigger point of 113 

and that there was some likelihood of action being required in 2018 to manage the 

margin level through the operation of the post adjustment system if the comparatorôs 

salary outpaces the common system pay level (ibid, para 105).  In this respect, the 

Commission requested its secretariat to continue monitoring margin so that corrective 

actions could be taken (ibid, para 106 (b). 

As per General Assembly resolution 71/264, the Commission also provided information 

on the development of the margin over time (A/72/30, annex VIII, B). 

It was agreed that a revised margin estimate would be presented to the General 

Assembly during the introduction of the Commissionôs annual report if updated 

personal statistics from the United States Office of Personnel Management or the 

secretariat of the United Nations System Chief Executives Board for Coordination 

becomes available. 

In its resolution 72/255, section II.B, the General Assembly: (1) reaffirmed that the 

range of 110 to 120 for the margin should continue to apply, on the understanding that 



the margin would be maintained at a level around the desirable midpoint of 115 over a 

period of time; (2) noted that the margin between net remuneration of the United 

Nations staff in grades P-1 to D-2 in New York and that of officials in comparable 

positions in the United States federal civil service in Washington, D.C for the period 

from 1 January to 31 December 2017 is 113.7[1]; (3) recalled its decision in resolution 

70/244 that, if the margin trigger levels of 113 or 117 are breached, the Commission 

should take appropriate action through the operation of the post adjustment system; (4) 

noted the decision of the Commission to continue monitoring the level of the margin 

and to take the necessary corrective action under the operation of the post adjustment 

system should the trigger levels of 113 or 117 be breached. 

 

 

[1] The revised number is due to the updated personnel statistics from the United 

Nations System Chief Executivesô Board for Coordination which became available 

before the consideration of the ICSC report at the Fifth Committee of the United 

Nations General Assembly.  

2018 87th session (July): The Commission decided to report to the General Assembly that 

the margin between the net remuneration of the United Nations officials in the 

Professional and higher categories in New York and that of officials in comparable 

positions in the United States federal civil service in Washington, D.C., amounted to 

114.4 for the calendar year 2018 (A/73/30, para 86).  As per General Assembly 

resolution 71/264, the Commission also provided information on the development of 

the margin over time (A/73/30, annex VII, B). 

The Commission noted that the updated margin had been estimated on the basis of the 

latest statistics available at the time of consideration. It was agreed that, should further 

data updates become available, a revised margin estimate would be presented to the 

General Assembly during the introduction of the Commissionôs annual report. 

 In its resolution 73/273, section II (B), the General Assembly: (1) Reaffirmed that 

the range of 110 to 120 for the margin between the net remuneration of officials in the 

Professional and higher categories of the United Nations in New York and officials in 

comparable positions in the comparator civil service should continue to apply, on the 

understanding that the margin would be maintained at a level around the desirable 

midpoint of 115 over a period of time; (2) Noted that the margin between net 

remuneration of the United Nations staff in grades P-1 to D-2 in New York and that of 

officials in comparable positions in the United Nations federal civil service in 

Washington D.C., for the period from 1 January to 31 December 2018 is 113*; (3) 

Recalled its decision contained in  resolution 70/244 that, if the margin trigger of 113 or 

117 are breached, the Commission should take appropriate action through the operation 

of the post adjustment system; (4) Noted the Commissionôs decision to continue 

monitoring the level of margin and to take the necessary corrective action under the 



operation of the post adjustment system should the trigger levels of 113 or 117 be 

breached. 

*Note: The number was revised because the personnel statistics of the United Nations 

System Chief Executives Board for Coordination was updated and became available 

before the consideration of the ICSC report at the Fifth Committee of the General 

Assembly 

2019 89th session (July): The Commission decided to report to the General Assembly that 

the margin between the net remuneration of the United Nations officials in the 

Professional and higher categories in New York and that of officials in comparable 

positions in the United States federal civil service in Washington D.C. amounted to 

113.4 for the calendar year 2019 (A/74/30, para 66). As per General Assembly 

resolution 71/264, the Commission also provided information on the development of 

margin over time (A/74/30, annex V, B).  

The Commission noted that the updated margin had been estimated on the basis of the 

latest statistics available at the time of consideration. It was agreed that, should further 

data updates become available, a revised margin estimate would be presented to the 

General Assembly during the introduction of the Commissionôs annual report.  

In its resolution 74/255B, section II (B), the General Assembly: (1) Reaffirmed that the 

range of 110 to 120 for the margin between the net remuneration of officials in the 

Professional and higher categories of the United Nations in New York and officials in 

comparable positions in the comparator civil service should continue to apply, on the 

understanding that the margin would be maintained at a level around the desirable 

midpoint of 115 over a period of time; (2) Noted that the margin between net 

remuneration of the United Nations staff in grades P-1 and D-2 in New York and that of 

officials in comparable positions in the United States federal civil service in 

Washington, D.C., for the period from 1 January to 31 December 2019 was 113.4; (3) 

Recalled its decision contained in resolution 70/244 that, if the margin trigger levels of 

113 or 117 were breached, the Commission should take appropriate action through the 

operation of the post adjustment system; (4) Noted the Commissionôs decision to 

continue monitoring the level of margin and to take the necessary corrective action 

under the operation of the post adjustment system should the trigger levels of 113 or 

117 be breached. 



SECTION 2.1.50 

TOTAL COMPENSATION  

1976 3rd session (March): ICSC recognized that for the purposes of the application of the 

Noblemaire principle, the comparison of UN remuneration of the P and higher 

categories with that of the selected comparator national civil service should be made in 

such a way as to take into account all elements of compensation and not just the net 

salaries as had been the practice. ICSC therefore stated its intention to devise a method 

for making the comparison in terms of "total compensation". It intended to pursue 

studies: (a) on the methodology for evaluating "total compensation" (i.e., all financial 

benefits provided by the employer to employees), for use primarily in a broader 

comparison of the remuneration of the UN and that of the comparator national civil 

service, but with possible applications also to the comparison of remuneration of the GS 

category with best prevailing conditions offered by other employers in the different 

duty stations; (b) on the comparison of the value of UN pension benefits with those of 

US civil servants.  

By resolution 31/141 B, the GA noted the intention of ICSC to pursue studies with a 

view to arriving at a methodology permitting comparison of "total compensation" 

between the comparator civil service and the UN salary system and requested ICSC to 

carry out this comparison at all levels and to report its findings to the GA no later than 

at its 33rd session.  

1977 5th session (February/March): ICSC recognized the advantage of combining the 

above two studies, pension benefits being the second largest element in "total 

compensation" after net remuneration, and commissioned a firm of consultants (Hewitt 

Associates) to assist it in its study. The comparison of pension benefits was carried out 

with the participation and collaboration of the Pension Fund [A/32/30, para. 59].  

6th session (August/September): ICSC considered further, on the basis of proposals 

by the consultants, the methodology to be adopted for the evaluation of other elements 

of compensation, in particular, the elements to be included and excluded, the treatment 

of the expatriation factor and the actuarial assumptions to be used [A/32/30, para 60].  

1978 7th session (February/March): ICSC examined the study prepared by the consultants, 

recalling that its concern was with the methodology to test whether the "group benefit" 

approach developed by Hewitt Associates was a valid method for the purposes of the 

common system. The "group benefit" approach consisted in taking the UN "population" 

(i.e., the staff of the P and higher categories of the common system at a given date) with 

its existing demographic characteristics (distribution by sex, age, family status, income 

level, length of service, etc.), calculating the aggregate value to this group of the 

conditions of service provided to them by the UN system, and then comparing this 

value with that which they, as a group, would receive if, instead, the conditions of 

service of the US Federal Civil Service were applied to them [A/33/30, para. 97]. The 

study showed that the UN conditions of service were reasonably in line with those of 

the comparator service. ICSC found that the study set out clearly the data being used the 

conditions of service and benefits in the two services, the demographic characteristics 



of the UN population, the actuarial assumptions, etc., and that the results obtained by 

the trial comparison were also clearly shown. However, the report did not reveal the 

details of the methodology used to get from the data to the results, which the 

consultants regarded as their trade secret. Consequently the results could not be verified 

by ICSC nor by Governments. Furthermore, if ICSC adopted this method of evaluating 

total compensation and made total compensation the basis of comparison in application 

of the Noblemaire principle - which ICSC was pledged to keep under continual review - 

it would have no alternative but to employ the same consultants to make the comparison 

each time it was needed and certainly not less than once a year. That would place ICSC 

and indeed the whole common system in a situation of total dependency. ICSC could 

not accept that situation and so concluded that the Hewitt Associates' trade-marked 

"group benefit" approach was not suitable for use by the UN common system [A/33/30, 

paras. 99 and 100].  

In the other major area compared, that of health care, the Hewitt study found the total 

health care benefits of the UN to be about 17 per cent higher than those of the US 

Federal Civil Service. However, this was stated to be due entirely to the existence of a 

dental plan at the UN; no dental costs were reimbursed to US federal civil servants. If 

the dental benefits were excluded, the values for medical benefits were found to be 1 or 

2 per cent higher for US federal civil servants [A/33/30, para. 114]. ICSC concluded 

that the particular benefits of the UN which had been analysed bore approximately the 

same relation to UN net pay as the corresponding US Federal Civil Service benefits did 

to United States net pay. It was emphasized by many members of ICSC that the 

Noblemaire principle called for a comparison of the general level of remuneration and 

conditions of service but had never been taken to require that each and every element of 

the conditions of service of the international organizations should be a carbon copy of 

the corresponding conditions in the comparator national civil service. ICSC declared its 

intention to continue its efforts to develop an appropriate methodology for making 

overall 1978 comparisons of total compensation. In the meantime, however, on the 

evidence of the present study, ICSC believed that a comparison based on net 

remuneration did provide a reasonable reliable interim basis for comparing the effective 

levels of remuneration of the two services [A/33/30, para. 117].  

1980 11th session (February/March): ICSC was informed that the US Federal Civil Service 

Commission and the Canadian Government were engaged in studies aimed at 

developing a method of total compensation comparison for the purpose of fixing 

compensation of their respective civil service employees. ICSC decided to await the 

results of the studies by these Governments in the hope that their experience might be 

useful to ICSC in its own search for a methodology for total compensation comparison 

[A/35/30, para. 106].  

12th session (July/August): ICSC examined the methods adopted by the US Federal 

Civil Service Commission and the Government of Canada and agreed that they were 

designed for total comparison within a national context and would need to be adapted 

for application in an international environment. Furthermore, although ICSC envisaged 

the use of its own method in comparing the levels of compensation of civil services in 



different countries in order to determine which should be taken as comparator, it 

decided to restrict itself at that stage to making the comparison of remuneration of the 

common system with that of the US Federal Civil Service, i.e., current comparator, in 

terms of total compensation. It, therefore, had requested its secretariat to identify the 

elements of compensation to be taken into account on both sides [A/35/30 para. 107]. 

Following an examination of this list of elements, ICSC decided to make the following 

two comparisons in terms of total compensation: (a) excluding expatriation benefits on 

both sides; (b) expatriation benefits on both sides [A/35/30, para. 108].  

The GA, by resolution 35/214, noted with appreciation the continuing efforts of ICSC 

to review the application of the Noblemaire principle, and invited ICSC to complete its 

examination as soon as possible, especially with a view to achieving comparability of 

total compensation of the UN remuneration of the P and higher categories with that of 

the selected comparator national civil service and to ascertaining whether the present 

comparator was still the highest paid civil service.  

1981 14th session (July): ICSC informed the GA of the progress made on the development 

of a total compensation methodology. The GA was also informed that ICSC had used 

the methodology for comparison of total compensation as developed by the US 

Government's Office of Personnel Management (OPM) after necessary modifications 

required for the adaptation of that methodology in the context of the UN/US total 

compensation comparison. ICSC requested the GA to note: (a) the results of the total 

compensation comparison based on non-expatriate elements only; (b) that some doubts 

had been expressed by the organizations and the staff concerning the use of the 

methodology as well as some of the assumptions made; (c) that the matter would be 

kept under review by ICSC and that further improvements to the methodology and the 

use thereof would be made bearing in mind the concerns expressed by the organizations 

and the staff; (d) that if the GA wished ICSC to continue its work on the methodology 

for comparison of total compensation to include expatriate benefits any such request 

must be accompanied by the allocation of the necessary resources in the Commission's 

budget [A/36/30, para. 65].  

The GA, by resolution 36/233, requested ICSC to give high priority to the completion 

of, inter alia, the following study and to report on it to the GA at its 37th session: the 

improvement of the comparison of total compensation between the comparator civil 

service and the international civil service, taking into account all relevant elements, 

including the level of pensions, but excluding expatriate benefits applicable to staff 

members in the P and higher categories in the comparator civil service.  

1982 16th session (July): ICSC agreed that its secretariat had made noteworthy 

improvements in the methodology for total compensation comparison. It decided that, 

for the purposes of quantifying pension benefits applicable on the US side, both UN and 

US population characteristics should continue to be used until it was satisfied that the 

differences in population characteristics of these two civil services had no significant 

impact on the results of this comparison. It further decided to request its secretariat to 

develop ratios of benefit values in terms of net base salaries applicable on both sides 



and to apply these ratios for the purposes of future total compensation comparisons until 

significant changes relating to benefits and/or population characteristics called for 

another comprehensive total compensation comparison [A/37/30, para. 77]. Since ICSC 

could not reach a consensus as to whether the application of the mandatory age of 

separation of 60 applicable on the UN side represented an advantage or a disadvantage 

to the international civil service, it requested the GA to take note of the results of the 

total compensation comparison based on the two assumptions [A/37/30, para. 84]. 

ICSC agreed that the comparison of total compensation should not only be based on 

non-expatriate elements of compensation but should also take into account expatriate 

benefits applicable on both sides. It further agreed that for the purposes of comparison 

based on expatriate benefits, the benefits outlined in annex V to document A/37/30 

should be taken into account. If the GA wished ICSC to undertake the development of a 

methodology for comparison of expatriate benefits then any such request must be 

accompanied by the allocation of the necessary resources in the ICSC budget [A/37/30, 

paras. 84 and 85].  

In resolution 37/126, the GA took note of the status of the comparison of total 

compensation between the comparator civil service and the UN system.  

1983 17th and 18th sessions (March; July/August): ICSC continued to address the issue of 

the differences in the length of service applicable on both sides arising from the fact that 

a mandatory age of separation of 60 was applied to UN staff members while no such 

restriction was placed on the federal civil service employees of the US. In document 

ICSC/18/R.5 the secretariat submitted statistics provided by the US Government which 

highlighted the fact that, under the eligibility provisions applicable to US federal civil 

service employees as part of their pension scheme, employees at age 60 with 20 years 

of service could retire without any reduction in benefits if they chose to do so. ICSC 

was also informed that the average extra length of service affected the pension annuities 

paid to the retirees from the US federal civil service and that those annuity values were 

taken into account as part of the pension value applicable on the side of the US Federal 

Civil Service.  

The ICSC secretariat was therefore of the view that, as this factor had been taken into 

account as an advantage on the side of the US Federal Civil Service, its effects on the 

UN side must also be taken into account by making appropriate adjustments for the 

differences in the average length of career. A majority of ICSC endorsed the 

methodology proposed by the secretariat to account for the differences in length of 

career [A/38/30, paras. 23 and 24]. The majority of ICSC agreed that, until further 

notice, two sets of margin calculations, one based on base salaries alone and the other 

based on the comparison of all non-expatriate benefits, should be submitted to ICSC 

[A/38/30, para. 30].  

ICSC decided that future margin calculations based on total compensation comparisons 

should address differences in US/UN average lengths of careers. Based on data 

provided by the US Government, it had been shown that 73.6 per cent of the US Federal 

Civil Service staff who retired under the "60 and 20" retirement provision, remained in 



service beyond normal retirement eligibility for an additional 3.25 years on average. 

ICSC therefore directed its secretariat to account for this difference in future total 

compensation comparisons. This difference amounted to 2.4 years (3.25 years x 73.6 

per cent) [A/39/30, para. 88].  

By resolution 38/232, the GA noted the progress made to date concerning the 

comparison of total compensation based on non-expatriate benefits applicable on both 

sides, and requested ICSC to inform the GA, on an annual basis, of the margin between 

the remuneration of the UN employees and those of the US Federal Civil Service on 

this total compensation basis.  

1984 19th session (March) : ICSC noted the above request and decided that the results of all 

margin calculations in future would be reported to the GA on the basis of total 

comparisons of non-expatriate benefits applicable on both sides (ICSC/19/R.22, para. 

69). It undertook an examination of pension benefits within the framework of total 

compensation comparisons and concluded that the basic features of the pension benefit 

schemes of the two civil services were virtually the same. This did not mean, however, 

that all the benefits provided within the framework of the two pension schemes were 

identical [A/39/30, para. 32]. ICSC had consistently maintained that any comparison 

should not be limited to net remuneration but should also take into account other 

elements of comparison, such as pension benefits. ICSC, therefore, developed a total 

compensation comparison methodology. ICSC also decided to calculate the UN/US 

margin on the basis of both net remuneration and a total compensation comparison 

including pension benefits [A/39/30, para. 34].  

20th session (July): ICSC agreed that the comparison of total compensation between 

the two services was a continually evolving process, and that there had been 

considerable developments in the US federal civil service retirement system and social 

security system over the past year, so that further developments could be envisaged in 

those systems in the foreseeable future, leading ICSC to conclude that those systems 

were in a state of flux which would necessitate a monitoring of developments on a 

continuing basis [A/39/30, para. 91]. ICSC decided to report the margin based on its 

comparison of non-expatriate benefits of total compensation developed to date as 110.6 

and to review and refine this methodology further, taking into account all new 

developments [A/39/30, para. 93].  

The GA, by resolution 39/27, decided that: (a) ICSC should continue to report the 

margins in respect of both total compensation comparisons and net remuneration 

comparisons of the UN system and the comparator civil service; (b) in determining the 

total compensation margin, ICSC should consider all relevant factors in the two services 

including, inter alia, the differences in annual leave, taking into account the views 

expressed in the Fifth Committee.  

1985 22nd session (July): Several ICSC members noted that the analysis of annual leave 

introduced an element of expatriation, namely home leave, which the GA had not yet 

requested ICSC to address. A suggestion was therefore made to report the results of 



such analysis to the GA but to record the total compensation margin without taking into 

account the difference in the annual leave provisions at the present stage. With regard to 

calculations relating to sick leave, holidays, annual leave and the differences in hours of 

work, ICSC prior consideration of those matters remained valid. However, ICSC noted 

that the total compensation margin would rise to 119.8 if the difference in annual leave 

(including home leave provisions for the US Federal Civil Service employees) were to 

be taken into account [A/40/30, para. 65].  

ICSC decided to report the total compensation margin to the GA excluding the 

calculations for career length differences. It reported to the GA a total compensation 

margin of 117.6, which reflected a comparison at step I of both the US Federal Civil 

Service and UN P and higher category salary scales that incorporated the following 

elements:  

United States United Nations  

  Base salary  Base salary  

Pensions  Post adjustment  

Health insurance  Dependency allowances  

Life insurance  Pensions and health insurance  

Death grant benefit  
 

[A/40/30, paras. 65 and 67].  
 

 

1986 24th session (July): ICSC considered documentation submitted by its secretariat that 

dealt with a comparison of total compensation based on non-expatriate elements of 

remuneration (ICSC/24/R.10 and CRP.11). On the basis of the decisions taken by ICSC 

to date concerning the total compensation comparison methodology and using the cost-

of-living differential between Washington, D.C. and New York as at May 1986, a 

margin figure of 118.8, calculated on the basis of non-expatriate elements of 

remuneration applicable on both sides was reported [A/41/30, para. 75].  

The ICSC secretariat was requested to prepare a document for the 25th session which 

would enable ICSC to undertake a comprehensive review of the usefulness of total 

compensation comparisons. The secretariat was therefore also requested to provide a 

brief summary of the quantification procedures. In the meantime, ICSC decided to 

request the GA to take note of the margin of 118.8 calculated on the basis of the total 

compensation comparison methodology previously reported to the Assembly [A/41/30, 

paras. 83 and 84].  

By resolution 41/207, the GA requested ICSC to examine the total entitlements 

(salaries and other conditions of service) of both services with a view to determining the 

feasibility and usefulness of a comparison and to report thereon to the GA at its 42nd 

session.  



1987 25th session (March): ICSC initially reviewed a number of issues relevant to the 

continued use of the total compensation methodology. Although ICSC had scheduled 

such a review as part of its work programme, the need for such a review was reinforced 

by the request of the GA, in resolution 41/207 [A/42/30, para. 88].  

Also, by resolution 41/213, the GA had requested the SG to transmit to ICSC for its 

review those recommendations of the Group of High-level Intergovernmental Experts 

having a direct impact upon the common system. In the context of the total 

compensation methodology, recommendation 61 of the Group of High-level 

Intergovernmental Experts was of particular relevance, since it stated that: "The total 

entitlements (salaries and other conditions of service) of staff members have reached a 

level which gives reason for serious concern and it should be reduced. In particular, the 

elimination of the education grant for post-secondary studies and the establishment of a 

four-week annual leave system for all staff members should be considered for prompt 

implementation" [A/42/30, para. 89].  

In response to the GA, ICSC requested its secretariat to undertake a comprehensive 

total compensation comparison by including leave, work-hour elements and the new 

pension scheme provisions of both civil services and, particularly, by including 

expatriate benefits on both sides [A/42/30, para. 90].  

26th session (July): Some members were of the view that only a total compensation 

comparison including expatriate benefits would enable the GA to make an overall 

comparison of the total entitlements of the staff of the UN common system and that of 

the comparator service. They concluded that such a total compensation comparison was 

not only feasible and useful but necessary, and could be carried out at a low cost. 

Noting numerous conceptual and technical complexities and the high level of 

expenditure needed to produce even marginal results, some members of ICSC 

concluded that the total compensation methodology was of very limited usefulness and 

definitely should not include expatriate benefits. They pointed out that the technical 

problems associated with comparisons of a single element, net remuneration, were 

substantial, and were growing. Since similar problems were evident with each element 

added in a total compensation approach, the imprecisions associated with each element 

multiplied and accumulated to unacceptable levels in a total measurement. These flaws 

were further exacerbated when expatriate benefits were included, since this approach 

involved situations in the US system that had not an appropriate basis for comparison in 

the international civil service. Therefore, it would be unwise and unproductive to pursue 

a costly methodology that yielded distorted, unreliable technical measurements and 

inflated expectations [A/42/30, paras. 103 and 104].  

In resolution 42/221 the GA took note of the above discussion and requested ICSC to 

develop a methodology regarding total entitlements and to present its recommendations 

to the 44th session (1989).  

1988 28th session (July): In accordance with its earlier decision to report to the GA on an 

annual basis the results of comparisons of non-expatriate total compensation, ICSC 



reviewed the level of the total compensation margin. It noted that, based on the 

methodology in use since 1981, the non-expatriate total compensation margin stood at 

111.7 as of June 1988. It decided to report that figure to the GA [A/43/30, paras. 25 and 

26].  

1989 30th session (August): ICSC considered, in the context of the comprehensive review, 

the role of total compensation comparisons in establishing appropriate remuneration 

policy. It recalled that comparisons with the comparator had been made annually on the 

basis of both net remuneration and total compensation using non-expatriate benefits. All 

recent GA decisions with regard to the margin had been made in the context of net 

remuneration. At the same time, the Assembly had requested ICSC, on a number of 

occasions, to develop a methodology for the comparison of total compensation or total 

entitlements. In assessing whether the margin should be determined in relation to net 

remuneration or total compensation, or both, ICSC noted that the value of the net 

remuneration and pension element in the current non-expatriate total compensation 

comparison, on both sides of the comparison, was well over 90 per cent of the entire 

non-expatriate remuneration package. Since net remuneration was currently being 

measured separately, the current total compensation comparison methodology 

represented, largely, a comparison of pension schemes, although health insurance and 

life insurance/death grant benefits were also included. It had therefore been argued that, 

for the total compensation methodology to become useful, expatriate benefits should be 

included.  

In that context, pensions and net remuneration became less significant elements of total 

compensation, representing approximately 70 per cent of the remuneration package. 

The majority of ICSC members considered that, in the framework of an overall system 

for the measurement and the management of the remuneration system, those two 

approaches could be seen as mutually complementary. Net remuneration comparisons 

could be used for ongoing measurements between the United Nations and the 

comparator, while total compensation comparisons could be applied in periodic checks 

for competitiveness [A/44/30, vol. II, paras. 155-157].  

ICSC noted that it had been reporting the non-expatriate total compensation margin to 

the GA since 1981. Accordingly, notwithstanding its recommendations on the 

comprehensive review, it decided to take note of the non-expatriate total compensation 

margin of 110.1 for the period October 1988 to September 1989 and to report this 

margin to the GA [A/44/30, vol. I, para. 72 and annexes II and III].  

2005 60th session (March): ICSC commenced its periodic Noblemaire study by reviewing 

data collected by its secretariat as part of phase I of the study. The Commission noted 

that the phase I analysis resulted in the identification of a number of civil services 

which could be considered for the phase II analysis, namely, the national civil services 

of Belgium, Germany, Singapore and Switzerland. The Commission therefore decided 

that it would: (a) proceed with a phase II study of the Belgian, German, Singaporean 

and Swiss national civil services in the context of determining the highest paid national 

civil services; (b) proceed to collect information on the remuneration levels of the 



World Bank and the Organization for Economic Cooperation and Development 

(OECD) as a reference check only; (c) request its secretariat to provide it with a 

progress report at its sixty-first session on both (a) and (b) above so that it could report 

to the General Assembly [A/60/30, para.212].  

61st session (July): The secretariat reported on its further progress on the study, noting 

that it was presenting additional information with respect to Germany, Singapore and 

Switzerland and had yet to collect information from Belgium and the organizations 

identified for the reference check. The additional information presented showed that: 

(A) with regard to Germany: (i) the issue of collecting data in both Bonn and Berlin 

would need to be resolved since portions of the German civil service are located in each 

of those cities; (ii) the issue of lower civil service salaries for ministries located in the 

former East Germany would need to be resolved (salaries in ministries located in the 

former East Germany are 92.5 per cent of what they are elsewhere in the country); (iii) 

pay adjustments for the civil service have lagged behind inflation; (iv) with the recent 

introduction of a pay and benefits reform package, which introduced pay for 

performance and other reforms on a cost-neutral basis, existing benefits have been 

reduced, as exemplified by: (a) a drastic reduction in pension benefits (although 

maintaining the non-contributory nature of the pension plan); (b) health insurance now 

requiring 50 per cent cost coverage by staff; (c) weekly work hours increasing from 

38.5 to 40. (B) with regard to Switzerland, a comprehensive review of the civil service 

has been conducted in recent years, resulting in: (i) the categorization of all staff as 

contract employees; (ii) the elimination of all automatic increases; (iii) all salary 

increases now being driven by performance; (iv) salary increases below the inflation 

rate in recent years; (v) the abolition of all movement through the grade structure (grade 

assigned at recruitment is retained); (vi) movement away from a defined-benefit 

pension plan to a defined contribution plan; (vii) no change in health benefits, i.e., civil 

servants pay all contributions, as they did in 1995; (viii) a work week of 42 hours. (C) 

with regard to the Singaporean civil service, a major restructuring of the civil service 

was initiated in 1994, resulting in: (i) the establishment of the ñcleanò salary concept 

based on performance measurements, i.e., salaries competitive with the private sector 

for high performers, with however, a minimalist approach to benefits and allowances; 

(ii) allowances only for specific and limited circumstances, e.g., unpleasant working 

conditions; (iii) a provident pension fund with no disability or death coverage and ad 

hoc adjustment of pension benefits; (iv) a reduced leave plan, introduced in 2004, with 

a maximum of 18 days for workers with less than 10 years of service and 21 days for 

those with 10 years or more of service; (v) a basic medical plan integrated with social 

security [A/60/30, para. 214].  

Based on the above considerations, the Commission decided to (a) to take note of the 

progress made thus far in the study; (b) to discontinue any further study with regard to 

Germany, Singapore and Switzerland; (c) to continue the study with regard to Belgium; 

(d) to continue the reference check with regard to the World Bank and OECD; (e) to 

request its secretariat to provide a further progress report on this item at its sixty-second 

session [A/60/30, para. 226].  



In resolution 60/544, the GA decided to defer to its resumed sixtieth session 

consideration of the report the International Civil Service Commission for the year 

2005.  

2006 62nd session (March): The Commission reviewed details of the Belgian civil service 

total compensation package on the basis of ICSC/62/R.11 and ICSC/62/CRP.5; the 

former was based on information available from Belgian government sources, the latter 

on meetings with Belgian government officials. As concerns the remuneration elements 

described in ICSC/62/CRP.5, the Commission noted that the comparison followed the 

preliminary approach and therefore compared salaries only at the bottom and top of the 

range of United States grades currently reflected in net remuneration margin 

comparisons (specifically, the minimum net salary at GS-9 of the regular pay scale and 

the maximum salaries of the United States Senior Executive Service as compared to the 

approximate equivalent levels and salaries of the Belgian civil service). Some members 

stated that the equivalent levels selected for the Belgian civil service were not 

comparable, particularly at the minimum. It was further noted that occupations in the 

United States civil service that were identified as critical or special, such as those 

identified by the Belgian civil service were not at the GS-9, step 1, of the regular pay 

scale. Such occupations were covered by specialized pay tables that were at a much 

higher rate of pay than the GS-9 regular pay scale. Therefore, these members concluded 

that it was inappropriate to compare Belgianôs critical occupations (at Rank 2) with the 

US regular pay scale GS-9, step 1. It was therefore considered more appropriate that 

rank 1, reflecting entry-level university graduates, would be the correct minimum level 

to be compared to the United States minimum level of GS-9, step 1 [ICSC/62/R.14, 

para. 137].  

The Commission considered the proposal that the cycle of Noblemaire studies be 

increased from the current 5-year cycle to 10 years. It was noted that the previous 

Noblemaire exercise had concluded in 1995, requiring the next cycle to commence in 

2000. However, due to competing work requirements, the current Noblemaire study 

was commenced in 2005. Some members considered that the issue should be addressed 

at the conclusion of the current exercise [ICSC/62/R.14, para. 140].  

The Commission decided to postpone the consideration of the item to its sixty-third 

session, where it expected a revised consolidated report reflecting the substance of 

ICSC/62/R.11 and ICSC/62/CRP.5 [ICSC/62/R.14, para. 141].  

63rd session (July): ICSC noted that the Noblemaire total compensation comparison 

was encompassed in a specific algebraic formula which set the total compensation 

package of the current comparator civil service equal to that of the civil service being 

evaluated as a potential replacement service. The formula was then solved to determine 

which civil service is better on a total compensation basis. Because the exercise was 

preliminary in nature, mathematical conclusions could not be drawn. Based on the 

study, ICSC therefore noted that the current comparator had significantly higher salary 

levels, while the Belgian civil service had more favourable provisions for 

leave/holidays/work hours and a more costly pension plan. Based on available 



information, health benefits were assumed to be approximately equal [A/61/30, 

para.131].  

The Commission decided that on the basis of the above information not to proceed to a 

phase II study for Belgium and to conclude its current Noblemaire study by noting that 

the current comparator would be retained [A/61/30, para.144].  

Under its mandate, ICSC periodically reviewed the application of the Noblemaire 

principle by studying the total compensation packages of national civil services that 

could potentially replace the current comparator in its role as the reference civil service 

in determining the appropriate levels of remuneration for the United Nations common 

system. The Commission commenced the current review at its sixtieth session in 2005, 

when it decided to include, as it had done at the time of the prior Noblemaire study, a 

reference check on the remuneration levels of the World Bank and the Organization for 

Economic Cooperation and Development (OECD) [A/61/30, para. 145].  

The Commission decided to report to the General Assembly that it had conducted an 

update of the 1995 reference check with the remuneration levels of both the World 

Bank and OECD as part of its current Noblemaire study and had found that these 

organizations were approximately 29 per cent ahead of the United Nations common 

system [A/61/30, para. 156].  

In resolution 61/239 the General Assembly took note of the Commissionôs decision to 

conclude its current total compensation study and to retain the current comparator.  



SECTION 2.1.60 

SALARY SCALES 

1972 At its 27th session, when the GA decided in principle to establish ICSC, it also decided 

to refer to ICSC, once established, the report of the Special Committee for the Review 

of the UN Salary System. When ICSC was established at the 29th session (1974), the 

GA requested it, in resolution 3357 (XXIX), "to review, as a matter of priority, the UN 

salary system in accordance with the decision in paragraph 5 of GA resolution 3042 

(XXVII), and to submit a progress report to the Assembly at its 30th session" [A/10030, 

para. 25].  

ICSC began the review by a general consideration of some of the aspects of the salary 

system which had been singled out in the report of the Special Committee and 

elsewhere as giving rise to problems. ICSC agreed that it would not be appropriate for it 

to reach decisions on specific points until it could form an idea of the total package of 

remuneration and other conditions of service. It soon became clear to ICSC that there 

existed a close interrelationship between the different elements of remuneration, which 

was the determining factor in the organizations' ability to attract and retain staff of the 

calibre required [A/10030, para. 28].  

1976 3rd session (March): ICSC concluded that no change should be made in the existing 

structure of categories. It noted for further study: (a) policy regarding promotions from 

the GS to the P category; (b) the optimum ratio of GS to P posts; (c) "local (or national) 

Professionals" and other special categories; (d) criteria for differentiating between 

senior GS and junior P posts [A/31/30, para. 48].  

The consensus of ICSC was that no change should be made in the number of grades in 

the P and higher categories. It noted for further study the possible extension of the 

practice, already existing in WHO, of designating certain very high-level technical 

posts, above the P-5 level but not carrying directorial responsibilities, as P-6, with a 

salary level the same as that of the D-1 grade. ICSC also noted for further study the 

question of a possible increase in the number of steps in some grades, possibly with a 

change in the length of service required for accession to the higher steps [A/31/30, 

paras. 116 and 117].  

ICSC concluded from the information given by the organizations that, although 

difficulties were experienced in recruiting certain types of specialists and from certain 

countries, the existing level of remuneration in general proved adequate for purposes of 

recruitment and retention of staff [A/31/30, para. 180].  

Having regard to its conclusions that: (a) the desired degree of differentiation between 

the total net remuneration of staff members of the P and higher categories with 

dependants and that of those without dependants should, in future, be achieved mainly 

through differentiated rates of staff assessment; (b) the remuneration of staff members 

with dependants should, in general, be maintained without change; (c) four or five 

classes of PA should be incorporated into base salary, ICSC recommended that the GA 



should: (i) adopt, with effect from 1 January 1977, revised scales of staff assessment, 

gross and net salary and rates of PA; (ii) authorize the payment to staff members whose 

total net remuneration would, by the application of these scales, be less than under the 

existing scales, of the difference, as a temporary, transitional measure, ICSC being 

authorized to determine the modalities for the gradual absorption and ultimate 

elimination of such transitional payments; (iii) decide that the existing scale of 

pensionable remuneration be maintained temporarily where it was higher than the 

revised level of pensionable remuneration until such time as it was overtaken by the 

new level following an adjustment by the movement of the WAPA index; (iv) decide 

that terminal payments expressed in terms of base pay should be expressed in terms of 

pensionable remuneration less staff assessment [A/31/30, para. 247 and annexes I, III, 

IV, V (corrigendum), VII and VIII].  

By resolution 31/141 B, the GA: (a) decided to consolidate the equivalent of five 

classes of PA into the base salaries of the P and higher categories; (b) approved the 

revised scales of staff assessment rates, PA rates and gross and net salaries for the P and 

higher categories; (c) authorized temporary transitional payments, not to be 

pensionable, to be made to staff members whose remuneration under the revised scales 

would be less than under the existing scales, the amounts of these payments and the 

modalities for their gradual reduction and ultimate elimination to be determined by 

ICSC; (d) decided to abolish for the P and higher categories the existing allowance for a 

dependent spouse, the prevailing amount of the allowance being incorporated into the 

revised base salary.  

1981 By resolution 35/214 A, the GA decided to consolidate 30 points of PA into base pay, 

with effect from 1 January 1981, in conformity with the ICSC recommendation 

resulting in the salary scales (gross and net), PA schedules and scales of staff 

assessment and pensionable remuneration as set forth in the ICSC report.  

1982 16th session (July): CCAQ introduced a document which had been unanimously 

adopted by the executive heads at the July 1982 ACC meeting. ACC could no longer 

delay presenting to ICSC and to the legislative bodies a recommendation for an increase 

in the level of salaries of the P and higher categories. ACC considered that the periodic 

review of the level of remuneration, which was an integral part of the salary system 

intended to permit correction of the effect of the regressive feature of the PA system, 

should not be further postponed, considering that 8 years had elapsed since the last 

salary adjustment (which was interim), whereas previously such adjustments had been 

made on average every 4 years. The delay was seen by the staff as an unfair interference 

with the normal working of the salary system [A/37/30, para. 107].  

In considering this recommendation, the majority of ICSC members favoured an 

increase in salaries for staff in the P and higher categories. Others viewed the increase 

as one to restore purchasing power since 1975 and favoured an increase of 3 per cent. In 

view of ICSC's inability to reach a consensus on the size of the increase, several 

members proposed that the decision on this issue be left to the Fifth Committee. 



Accordingly, it was agreed to transmit the above views for consideration and decision 

by the GA [A/37/30, para. 118].  

By resolution 37/126, the GA requested ICSC to review further the basis for the 

determination and level of remuneration of the P and higher categories, with a view to 

making recommendations thereon to the GA at its 39th session, and thereafter 

periodically, on the level of remuneration.  

1984 20th session (July): ICSC received a statement adopted by ACC, at an extraordinary 

session held in July 1984, on three major issues of personnel policy simultaneously 

confronting the UN common system. It was noted that after reviewing all elements of 

the situation, ACC considered that its 1982 recommendation for an increase in the 

salaries of staff in the P and higher categories continued to be justified.  

In addition, the ICSC secretariat provided information to ICSC, at its request, on the 

"Special rate programme" of the US Government, under which the US Government 

provided higher pay rates for approximately 34,000 US civil service staff in certain 

positions. The special rate programme, administered by the US Office of Personnel 

Management (OPM), was established by the Federal Salary Reform Act of 1962. The 

law authorized the US President to increase basic rates of pay upon a finding that 

private enterprise pay rates substantially exceeded government rates and significantly 

handicapped the Government's ability to recruit or retain well-qualified individuals. 

Most of the occupations identified were engineering or health-care occupations, 

although many of these were at a grade lower than GS-9. Officials at OPM estimated 

that two thirds of those special rates would be eliminated if the US Government applied 

full pay comparability with the US private sector. Although full pay comparability with 

the private sector was not applied under the special rate programme, salary rates were 

increased to a point where recruitment and retention problems were within acceptable 

ranges. Under the special rate programme, the General Schedule salary scale was used 

as the basis for constructing 9 additional steps beyond the 10 normally included in that 

General Schedule scale [A/39/30, paras. 110 and 111].  

In the absence of clear and definitive information on the provision by the US 

Government of higher pay rates to some members of the US Federal Civil Service staff, 

and in view of the fact that the application of the new PA classification to the base city 

could increase the margin in the future between the remuneration of the UN staff in the 

P and higher categories in New York and that of the US Federal Civil Service in 

Washington, D.C. to the order of 124, ICSC decided that there was no justification for 

any increase in the existing levels of the remuneration of the P and higher categories for 

the time being [A/39/30, para. 117].  

ICSC next undertook an examination of the current levels of gross salaries and the 

amounts used for pensionable remuneration and those used for the determination of 

separation payments with a view to keeping the costs relating to consolidation to the 

bare minimum. It decided that no changes with the exception of those referred to above 

should be made in the rates of staff assessment at the present time. If a part of PA were 



consolidated into base salary and if the resulting net salaries were grossed up using the 

current staff assessment formula, the resulting gross salaries would be higher by varying 

percentages than the corresponding amounts of gross salaries applicable currently. If a 

fixed relationship between the post-consolidation gross salaries and the amounts of 

pensionable remuneration used for the determination of separation payments were to be 

maintained, and if no losses in the amount of pensionable remuneration used for the 

determination of separation payments were to be experienced by any staff member, then 

gains in the amounts of pensionable remuneration used for the determination of 

separation payments, would result for some staff members, thus leading to additional 

costs relating to consolidation. In this regard, ICSC observed that the GA, by resolution 

35/215 (1980), had approved the dual mechanism for adjusting pensionable 

remuneration amounts by the application of WAPA or CPI or both, as appropriate. By 

decision 36/459 (1981), the GA had also approved the mechanism for adjusting the 

amounts used for the determination of separation payments by the application of the 

WAPA index. Inasmuch as these two scales had their own adjustment procedures, and 

in order to avoid further increases in the amounts of pensionable remuneration used for 

the determination of separation payments at some levels, ICSC decided that there was 

no need to maintain a fixed relationship between post-consolidation gross salaries and 

the amounts of remuneration used for the determination of separation payments 

[A/39/30, paras. 129 and 130].  

The GA in resolution 39/27 decided to consolidate 20 points of PA into base salary, 

with effect from 1 January 1985 in conformity with the ICSC recommendation in its 

report (A/37/30) thereby establishing the salary scales (gross and net), PA schedules and 

scales of staff assessment as set forth in the report.  

1986 23rd and 24th sessions ((March and July): In response to GA resolutions 38/233, 

39/246 and 40/245, ICSC examined the levels and other aspects of pensionable 

remuneration for the P and higher categories. In this connection, it recommended to the 

GA for approval, inter alia, revised scales of staff assessment contained in annex I to 

A/41/30 for implementation with effect from 1 April 1987. As a consequence, it 

recommended revised scales of base salaries (gross and net after the application of staff 

assessment rates at the single rates) and separation payments [A/41/30, annexes I, X, 

and XI].  

The GA, by resolution 41/207, approved the recommended revised scales.  

1987 26th session (July): In connection with a request by the UN for the consolidation of 20 

points of PA into base salary (see section 2.1.80), ICSC recommended proposed salary 

scales showing annual gross salaries and net equivalents at the dependency and single 

rates [A/42/30, annex VII].  

In resolution 42/221, the GA approved the above recommendations.  

1989 30th session (August): As part of the comprehensive review of conditions of service of 

the P and higher categories (see section 2.1.90), ICSC undertook a detailed analysis of 

the competitiveness of the UN salary system (for details, see section 2.1.10). On the 



basis of this analysis, the majority of ICSC members were of the view that a general 

improvement in salaries for all staff was justified at this time. ICSC therefore decided to 

recommend to the GA that a 5 per cent across-the-board increase in salaries for the P 

and higher categories of staff should be granted in 1990 [A/44/30, vol. II, para. 116].  

In conjunction with this general improvement in the level of remuneration, ICSC 

considered the question of minimum base salary levels for the system. It was of the 

view that it would be appropriate to establish minimum base salary levels for the system 

at more meaningful levels than were currently applicable. In this regard it noted that the 

GA had requested ICSC to use the non-diplomatic expatriate staff of the comparator 

civil service as a general point of reference. Consequently, it would be both appropriate 

and desirable to establish minimum base salary levels in line with the minimum 

amounts applicable to comparator civil service employees when they were stationed 

abroad. Bearing this in mind and the recommendations it was making for, inter alia, 

improvements in the functioning of the PA system (see section 2.1.70) and the 

introduction of a new mobility and hardship scheme (see section 3.80), ICSC decided to 

recommend to the GA the establishment of base/floor salary levels that would be 

approximately equal to current net base salaries plus 17 points of PA. The majority in 

ICSC was of the view that the recommendation concerning an across-the-board increase 

in salaries of 5 per cent, along with those concerning the establishment of base/floor 

salary levels, could be incorporated into a revised scale using the following procedures: 

(i) the current net base salaries should be 1989 increased by incorporating 

approximately 12 points of PA on a no-loss/no-gain basis; (ii) the resulting net base 

salaries should be increased by 5 per cent on an average basis; (iii) the net base salary 

should be grossed up using the current rates of staff assessment for those with a primary 

dependant; (iv) these gross salaries should be netted down by the application of the 

current rates of staff assessment for those without a primary dependant to arrive at net 

base salaries for such staff; (v) as it was proposed to eliminate all regressivity in the 

amounts of PA per index point (see section 2.1.70), the current schedule of PA amounts 

per index point would no longer be necessary. The amount of PA per index point at a 

given grade and step would be equal to 1 per cent of net base salaries for those with and 

without dependants at the same grade and step [A/4430, vol. II, paras. 116-120].  

ICSC considered that in arriving at a scale meeting the above criteria, the following 

considerations regarding the desirable characteristics of a salary scale should be taken 

into account: (a) the value of annual increments (step values) should be reduced; (b) the 

point in the salary grade at which overlap occurred with the next higher grade should be 

raised; (c) a number of steps should be added at the top of each grade at the P-2 to D-2 

levels, but these should be granted every two years; (d) the step I values of the grades 

should be increased, especially those at grades P-1 to P-3, to render the United Nations 

system more competitive on recruitment; (e) aberrations in the existing scale should be 

eliminated by: (i) making the average value of a step in each grade at least higher than 

the value of the step in the next lower grade; (ii) making inter-grade differentials 

descend as the grade increased; (iii) establishing salary spans that widened from grades 

P-1 to P-4 to reflect the distribution of staff at those levels, then decreased from levels 

P-4 to D-2 to reflect staff patterns at those levels; (f) if step values were changed, care 



should be taken to ensure that the last step of the new scale was never less than the last 

step of the present scale.  

ICSC also decided to recommend that the organizations modify their promotion policies 

to ensure that upon promotion the staff member was placed at a step in the higher grade 

representing no less in monetary terms than the value of two steps in the staff member's 

present grade [A/44/30, vol. II, paras. 356-357].  

Also in the context of the comprehensive review and in connection with the separation 

of the effects of currency fluctuations and inflation (see section 2.1.70 - post 

adjustment), ICSC considered the option of the establishment of separate salary 

scales in local currency for hard currency duty stations. In this regard, it considered 

two possibilities: (a) the establishment of two poles for the system (New York and 

Geneva or one other hard currency duty station); (b) the establishment of local currency 

scales for several hard currency duty stations (or multi-base system). Under the first 

approach, the salaries of designated hard currency duty stations would be expressed in 

the currency of the base other than New York. The second would involve a number of 

separate salary scales being expressed and paid in local currency. ICSC noted that GA 

resolution 43/226 provided that a single world-wide salary scale should be a 

fundamental goal of the remuneration system.  

Although that did not explicitly preclude the establishment of more than one salary 

scale, such an approach was to be considered with caution and pursued only if it could 

be convincingly demonstrated that it had clear advantages. Having weighed the pros 

and cons of the options, ICSC decided that the possible use of separate salary scales for 

hard currency duty stations should not be pursued [A/44/30, vol. II, paras. 239-246].  

By resolution 44/198, the GA approved the establishment of a floor net/base salary 

scale, revised rates of staff assessment and revised scales of gross and net salaries for 

staff in the P and higher categories, to take effect from 1 July 1990. The revised salary 

scale was constructed through a combination of: (a) consolidation of 12 PA multiplier 

points on a no-loss/no-gain basis; (b) elimination of regressivity in the PA system; (c) 

introduction of structural changes in the scale; (d) inclusion, on an overall average 

basis, of the 5 per cent remuneration adjustment recommended by ICSC. At the base of 

the system, the revised PA multiplier applicable on 1 July would be determined so as to 

arrive, on an overall average basis, at a 5 per cent increase in total emoluments (net base 

salary plus revised PA). At all other duty stations, the revised PA multipliers applicable 

on 1 July 1990 would be determined so as to arrive at total net emoluments, 

representing an adjustment equivalent in amount to that applicable of the base of the 

system. After 1 July 1990, at each duty station, the first change in PA classification 

resulting from COL movement would take place when the PAI applicable prior to the 

introduction of the scale reached the level that would have triggered the next full class 

of PA under the operation of the PA system. Thereafter, changes would be effected on 

the basis of the movement of the revised PA index. (Details on the construction of the 

scale, and implementation measures are given in annex III to the resolution).  



1990 32nd session (July/August): ICSC noted that US Federal Civil Service base salaries 

had been increased by 3.6 per cent on 1 January 1990, and a further increase of around 

4 per cent was anticipated as of 1 January 1991. An adjustment would also be required 

in view of changes in the comparator's tax calculation procedures. It therefore 

considered that it would be inappropriate to maintain the base/floor salary scale at its 

current level. It considered, however, that increases in the base salary scale should 

reflect comparator salary increases that had taken effect, not anticipated increases. ICSC 

accordingly decided to recommend to the GA that the base/floor salary scale should be 

increased by 8.5 per cent through consolidation of PA classes. The resulting scale 

should be implemented from 1 March 1991.  

ICSC would review in future the base/floor salary scale in the light of the changes in 

comparator salaries and the relevant rates of taxation and consider making 

recommendations to the GA as appropriate [A/45/30, paras. 206-208].  

By resolution 45/241, the GA approved, with effect from 1 March 1991, a 5 per cent 

increase in the base/floor salary scale (rather than the ICSC recommendation of 8.5 per 

cent). The GA also reiterated its request that ICSC report to the GA at its 47th session 

on the operation of the mobility and hardship allowance and, in particular, on the 

evolution of the mobility and hardship allowance in reference to equivalent allowances 

granted by the comparator and in relation to the base/floor salary itself.  

1991 34th session (August): CCAQ drew the attention of ICSC to the fact that the 

comparator's net base salary was 8.6 per cent higher than the UN level. (This shortfall 

reflected the 4.1 per cent increase granted to the US Federal Civil Service in January 

1991 and the balance of tax changes which had not been previously taken into account 

in 1990.) ICSC was also informed that, as a result of US legislation, federal civil service 

salaries would be further increased on 1 January 1991 by some 4.2 per cent. Hence, if 

no action were taken to increase the base/floor scale the cumulative shortfall between 

UN and US levels as of January 1992 would be 13 per cent [A/46/30, vol. I, para. 119].  

ICSC decided to recommend to the GA that the base/floor salary scale should be 

increased, through consolidation of PA classes, by 8.6 per cent. The resulting base/floor 

salary scale and associated staff assessment scale would be implemented from 1 March 

1992. ICSC noted that its commitment to report on the operation of the mobility and 

hardship scheme to the GA in 1992 should not influence the timing of the increase in 

the base/floor salary scale, to which the scheme was directly linked [A/46/30, vol. I, 

paras. 124-127].  

By resolution 46/191, the GA approved, with effect from 1 March 1992, a revised scale 

of gross and net salaries for staff in the P and higher categories reflecting a 6 per cent 

increase through consolidation of PA points in the base/floor salary scale and revised 

tables of staff assessment. The GA also recalled its request to ICSC to report at its 47th 

session on the operation of the mobility and hardship allowance and the assignment 

grant and further requested ICSC to include in its report a cost-benefit analysis of the 

operation of the mobility and hardship allowance, as well as an assessment of the 



personnel management benefits and details of savings achieved in other administrative 

costs with the introduction of the current arrangements.  

1992 36th session (August): ICSC recommended to the GA that the current base/floor salary 

scale should be increased by 6.9 per cent through consolidation of PA classes, with 

effect from 1 March 1993 [A/47/30, para. 118].  

ICSC also considered proposals by CCAQ and FICSA concerning the conditions of 

service of the P and higher categories. The CCAQ proposals were in response to the 

following ACC initiatives: (a) at its April 1992 session, ACC decided to propose to the 

GA, through ICSC, increases of 3 per cent and 5 per cent at the "D" levels of the salary 

scale; (b) in decision 1991/9 ACC requested CCAQ to submit concrete proposals to 

ICSC in 1992 on new approaches to conditions of employment of staff in the P and 

higher categories with a view to having the matter considered for submission to the GA 

as soon as practicable.  

Pursuant to (a) above, CCAQ was presenting ICSC with a proposal to increase net 

remuneration at the D-1 and D-2 levels by 3 per cent and 5 per cent, respectively, with 

effect from 1 March 1993. Those increases were proposed in the context of structural 

problems with the current salary scale [A/47/30, paras. 154 and 155]. Regarding (b), 

see section 2.1.140 (other salary matters), for further details.  

ICSC considered the following studies, prepared by FICSA, which compared the UN 

common system P salary and pensions scheme to those of other international 

organizations: (a) a comparison between UN P salary and pension structures and those 

of other large international organizations which competed for the same type of staff in 

the professional job market (the European Community, OECD and the World Bank); 

(b) the decline in the purchasing power of common system salaries between 1975 and 

1992 had been analysed in detail for most headquarters duty stations. Other studies by 

FICSA had examined the FEPCA, the use of special rates in the comparator and their 

implications for the common system and the deterioration in pensionable remuneration 

and pensions in the UN common system. A further study by FICSA, still to be finalized, 

compared UN employment conditions with the salary, allowances and other benefits 

provided by private international companies [A/47/30, para. 158].  

With regard to the FICSA documents, ICSC considered that, although information on 

the non-competitiveness of the common system was provided in great detail, it could be 

concluded that, rather than being an uncompetitive employer, the common system was 

merely less competitive than the international organizations to which it was compared. 

ICSC noted that its secretariat had also submitted a report on comparisons with 

international organizations in response to an ACC request and had concluded, like 

FICSA, that some international organizations paid higher net remuneration levels than 

those of the common system [A/47/30, para. 167].  

As to the CCAQ proposal for an increase in the net remuneration of levels D-1 and D-2, 

ICSC noted that certain technical aspects required further consideration. It considered 



that the proposal needed detailed study in a broader context. It was therefore not in a 

position to submit a recommendation to the GA at this stage [A/47/30, paras. 171 and 

176].  

In resolution 47/216, the GA approved the recommended increase in the base/floor 

salary scale. The GA invited ICSC to continue to keep under review the structure of the 

salary scale at all levels of the P and higher categories, taking into account, inter alia, 

the overall level of the margin as established by the GA and the imbalance between the 

margin levels for different P grade levels, and to report thereon to the GA at its 49th 

session.  

1993 38th session (July): ICSC recommended to the GA that the current base/floor salary 

scale should be increased by 3.6 per cent through consolidation of part of PA, with 

effect from 1 March 1994 [A/48/30, para. 120].  

By resolution 48/224 the GA: (a) approved the revised scales of gross and net salaries 

recommended in the ICSC report; (b) requested ICSC to review and, if necessary, 

recommend revised scales of staff assessment consequential upon changes in the 

base/floor salary scale. By the same resolution, the GA, noting from the ICSC report 

(annex VIII) that UN/US remuneration ratios ranged from 186.0 at the P-1 level to 

116.5 at the D-2 level, considered that this imbalance should be addressed in the context 

of the overall margin considerations established by the GA and reiterated its request to 

ICSC in resolution 47/216 to make proposals in this regard to the GA at its 49th session.  

1994 39th session (February): In the context of its review of the application of the 

Noblemaire principle, ICSC considered a preliminary analysis by the secretariat of 

various issues relating to the structure of the salary scale (ICSC/39/R.4/Add.5). A 

description was provided of the structure of the current scale in the context of changes 

recommended by ICSC as part of the 1989 comprehensive review. The current structure 

of the scale as it related to that of the comparator was also detailed. The question of 

imbalance in the UN/US remuneration ratios at different grades of the scale was also 

analysed in accordance with the mandate of the 47th and 48th sessions of the GA. It 

was emphasized in the document that a salary scale structure was not an end in itself, 

but derived from a series of policy and programme considerations and needs. A clear 

understanding of the organizations' current requirements in that regard would be 

essential to the development of further work. A first attempt had been made in the paper 

to address a number of issues and options. Those options, which were not mutually 

exclusive, included making greater use of the P-1 grade; increasing the number of 

grades (by adding one or more grades either in the middle of the scale, or at the top of 

the scale), and the feasibility and desirability of creating a Director category distinct 

from the P and higher categories. The management of the grade structure was analysed 

from the angles of the number, value and periodicity of step increments and the possible 

introduction of modifications through the salary adjustment process. A brief description 

of new trends in remuneration, i.e., performance pay, broad banding and competencies, 



which could have an impact on salary scale structure considerations, was also provided 

in the document [ICSC/39/R.10, paras. 113-114].  

CCAQ noted that it was currently embarked on some major proposals in respect of the 

introduction of a Director or managerial category of staff. Those proposals, which 

would be further elaborated for submission to ICSC at its summer 1994 session, marked 

the first step to establishing greater performance awareness and orientation in the 

organizations. At the current stage, the proposals pertained essentially to one category; 

that did not imply that they could not be applied to other categories of staff. The key 

elements of the proposals were: (a) to distinguish managerial jobs that were at the 

current D-1 and D-2 levels; (b) to revise the contractual arrangements for those 

managerial jobs; (c) to introduce rigorous performance appraisal standards based on 

predefined job goals and on management competencies; (d) to remunerate staff in the 

managerial category on the basis of performance, including the award of non-

pensionable lump-sum bonuses to the very best performers; (e) to introduce a P-6 grade 

level to accommodate posts currently graded D-1 that were not managerial in nature; (f) 

to develop a training and briefing programme to accompany the introduction of that 

new category. A briefing document containing details of the proposals was circulated to 

ICSC [ICSC/39/R.10, paras. 115-120].  

CCAQ stated that it no longer saw any organizational need to support the option of 

adding one or more grades in the middle of the scale. On the other hand, it supported 

the introduction of a P-6 grade equal to D-1, for posts without managerial 

responsibility.  

ICSC noted that a final determination as to what, if any, action would be required on 

structural issues could be made only after some of the other items related to the 

application of the Noblemaire principle had been resolved. These issues had been 

brought forward at the current stage mainly in order to avoid a recurrence of what had 

happened in previous reviews, when the practical implications of structural changes had 

prevented otherwise desirable reforms being undertaken. At the same time, ICSC fully 

shared the view expressed that the common system salary structure should not be a 

clone of the comparator's structure, since it needed to respond to certain internal and 

external needs, irrespective of which comparator was selected.  

ICSC considered that the first step in determining whether the current structure of the 

salary scale met the needs of the organizations and staff would be to ascertain what 

those needs were and whether they had changed over time. As to problems that had 

been raised in the present instance, these appeared to be basically two: one was the 

imbalance, noted by the GA and the organizations, in UN/US remuneration ratios at the 

top and bottom of the P salary scale. That issue had been addressed, at least in part, by 

the ICSC's decision on the methodology for margin calculation (see section 2.1.40). The 

second, noted by organizations and staff, was that of limited career prospects. ICSC 

recalled that, as recently as 1989, the organizations had considered that the problem 

could be addressed by adding a grade in the middle of the P salary scale. It noted the 

current view of organizations and staff on various structural matters, including the view 



that the problem lay with the level of remuneration rather than with the structure of the 

salary scale.  

ICSC noted with interest the CCAQ proposals on managerial effectiveness and 

accountability. It considered that there was a linkage between any proposals made in 

respect of the D-1 and D-2 levels and the still outstanding proposals that ICSC had 

made in 1992 in respect of the ASG/USG and equivalent levels. In respect of levels 

above D-1 and D-2, ICSC also noted that the proposal for the establishment of a D-3 

level, which had been put forward by the UN during the 47th session of the GA, 

appeared now to have been overtaken by events. ICSC concluded that it was not in a 

position at the current stage to provide specific guidance on issues relating to the 

structure of the salary scale, in view of the interlinkages with other aspects of the item, 

as well as with the CCAQ proposals. The question of imbalance in the scale as reflected 

in margin calculations for P-1s and D-2s was, however, noted to be an important issue 

on which the GA expected a report in 1994 outlining corrective proposals. ICSC 

decided to revert at its summer 1994 session to structural issues, including the 

imbalance in the scale, in the context of its review of the Noblemaire principle 

[ICSC/39/R.10, paras. 126-133].  

40th session (June/July): The question of imbalance in the UN/US remuneration ratios 

at different grades of the scale was considered in the context of the much higher UN/US 

remuneration ratios for P-1 and P-2 grades compared to D-1 and D-2 grades 

(ICSC/40/R.5/Add.4 and ICSC/40/CRP.5). As part of its review, ICSC also examined 

the salary scale structure of the comparator. It decided to report to the GA that: (a) 

pursuant to the request in GA resolution 47/216 it had reviewed the structure of the 

salary scale; (b) this review had been undertaken against the background of a review of 

the application of the Noblemaire principle that would not be completed until 1995 (see 

section 2.1.10); (c) the salary scale structure review had indicated that the imbalance for 

different P grade levels arose from a combination of apparent and real factors; (d) the 

imbalance resulting from the inappropriate use of regression analysis and square-root 

weighting in margin calculations had been corrected (see section 2.1.40). Some further 

elements of imbalance had been identified in connection with the use of GS-7 grade 

equivalencies and these would be addressed in the context of a grade equivalency study 

to be undertaken in 1995; (e) the remaining causes of imbalance were recognized to be 

specific to margin calculations vis-à-vis the current comparator and might not be 

significant in the case of other comparators. Accordingly, the remaining imbalance 

could not be addressed until the ongoing study to identify the highest paid national civil 

service was completed (see section 2.1.20); (f) the opportunity for revising the 

construction of the UN pay scale would only arise upon the implementation of a "real" 

pay increase [A/49/30, paras. 122-123 and 140].  

In view of a further 4.23 per cent movement of US Federal Civil Service salaries in 

1994, ICSC considered that an adjustment of the common system scale of 4.1 per cent 

would be necessary in 1995 in order to keep the base/floor salary scale in line with the 

comparator's scale. It therefore recommended to the GA that the current base/floor 



salary scale should be increased by 4.1. per cent through consolidation of an equivalent 

element of PA, with effect from 1 March 1995 [A/49/30, paras. 172-173 and 177].  

In resolution 49/223, the GA approved this recommendation.  

1995 41st and 42nd sessions (May and July/August): ICSC considered salary scale issues 

in relation to both the level and the structure of the salary scale (ICSC/42/R.11). The 

first consideration was a routine one arising from this introduction of the base/floor 

concept with effect from 1 July 1990. ICSC was informed that a 3.089 per cent 

adjustment of the common system scale would be necessary in 1996 in order to keep the 

base/floor salary scale in line with the comparator's scale. It was indicated that any 

restructuring of the common system scale would need to be anchored around the salary 

scale mid-point (P-4/VI dependency rate).  

Documentation analysing the possibilities for restructuring the common system salary 

scale assumed that an increase would be recommended without consolidation. ICSC 

was reminded that there were two main mandates from the GA of relevance to the 

structure of the salary scale. The first was the request in resolution 43/226 (1989), that 

consideration be given to enhancing rewards on promotion while reducing financial 

rewards for longevity. The second mandate arose from resolution 47/216 (as reiterated 

by resolution 48/224) (see above). An initial report had been made to the GA at the 49th 

session, and the review currently under way was anticipated to lead to the submission of 

a final report. It was recalled that the margin imbalance had been partly corrected over 

the past few years, but some considerable progress still remained to be made [A/50/30, 

paras. 198-201].  

ICSC was informed that past considerations of salary scale structure had provided a 

wide range of options for changes in the number and level of grades and steps of the 

salary scale. Associated with this had been proposals for changing the conditions under 

which staff proceed through the salary scale. However, as a salary scale was not an end 

in itself, it was necessary to reconsider the fundamental purpose of a scale so as to 

ensure that results met the needs of the common system. Accordingly, the remuneration 

philosophy of the common system required review before specific proposals could be 

made for revision of the salary scale to change the emphasis of the pay system between 

responsibility (job levels), seniority and other factors. In this regard it was observed that 

certain new trends in remuneration practices in the outside world could be pursued by a 

number of instruments, including the use of performance pay, broadbanding and 

competencies. However, it was apparent that most of those potential changes were not 

ripe for decision at the present time. Thus while the appropriate balancing of factors 

(job levels and seniority) within the existing remuneration philosophy of a rank-in-post 

system could be discussed, there was little realistic basis to expect radical change in the 

near future towards a full performance-based merit pay system which significantly 

discounted seniority factors. The questions remaining came down to an examination of 

appropriate intergrade and interstep differentials, bearing in mind the overall salary 

range (minimum to maximum) that would be required to accommodate these and to 

define appropriate career development expectations. It was reported that over time the 



salary scale had become very compressed as an unintended side effect of PA 

consolidation. This phenomenon had been accompanied by a reduction in the size of 

intergrade differentials and an increase in the maximum number of steps from 10 to 15. 

The consequence of this was that the rewards for promotion vis-à-vis seniority had been 

progressively eroded over a 30-year period.  

A range of options to improve the scale were before ICSC for consideration. These 

concentrated on the possibilities for widening the salary scale range (maximum to 

minimum), widening some of the intergrade differentials and reducing interstep 

differentials. It was also pointed out that revision of the P-1 to D-2 scale structure 

would have implications for the upper echelon. In this regard, it was presumed that any 

changes proposed for the D-2 level would not change the intergrade differential 

between the USG level and the ASG level, on one hand, and between the ASG level 

and the D-2 level, on the other hand. The proposals were therefore based on the 

assumption that whatever percentage change in salary level would be recommended for 

D-2 posts would also apply to these higher-level (ASG and USG) posts [A/50/30, paras. 

202-204].  

CCAQ noted that while the ICSC secretariat's proposals were interesting, they raised 

concerns regarding the balance between the potential increases at the lower and higher 

grade levels. CCAQ had, therefore, requested the ICSC secretariat to draw up a scale 

which would increase all grade and step levels by at least the proposed amount of the 

upward movement of the base/floor salary scale. Higher increases would be applicable 

at the top end of the scale, in order to help reduce compression. The revised scale 

incorporating these criteria was based on the premise that an adjustment of 

approximately 7 margin points would be made, so as to bring the margin to the mid-

point of 115. Those 7 points had been divided into 3 elements: (a) a 3.1 point movement 

at P-4 step VI; (b) 2 further points of margin movement to adjust inter-grade 

differentials in order to decompress the top of the scale; (c) the remaining 1.9 points 

would not be incorporated into the base scale in order inter alia to retain relativities 

with the comparator's base scale: CCAQ proposed that those points should be 

incorporated into the New York PA. As a result of place-to-place relativities, the same 

increase would take place at all other locations [A/50/30, para. 207].  

Base/floor salary: ICSC noted that the proposed adjustment to the level of base/floor 

salary scale resulted from the application of an established procedure and did not, in and 

of itself, give rise to problems. A significant impact of the proposed adjustment would 

be on the allowances which were pegged to the base/floor, notably the mobility and 

hardship allowance (see section 3.80). ICSC noted that concerns had been expressed in 

that regard. It noted that the adjustments in the base/floor salary scale approved by the 

GA since 1990 (when the system had been introduced) had accumulated to 28.32% as 

of 1 March 1995 and would equal 32.3% as of 1 March 1996 if the current proposals 

were approved. It was recalled that the adjustment mechanism now in place was 

modelled on that of the comparator and the increase in the common system base floor 

scale was therefore in line with the salary scale adjustments implemented on the 

comparator side. Adjustments were therefore designed to parallel those of the 



comparator; in fact the common system adjustment arrangements had a built in fourteen 

months time lag vis-à-vis the comparator. ICSC considered that the related impact of 

the base/floor salary scale adjustment reflected accurately the decisions taken at the 

time of the 1989 comprehensive review. It further noted that in accordance with GA 

resolution 47/216, it would be undertaking a review of the mobility and hardship 

scheme in 1996. The question of the base/floor salary linkage would be taken up at that 

time, as the GA had requested [A/50/30, para. 212].  

Structure of the salary scale: ICSC began its consideration by noting that the potential 

for implementing any structural changes in the scale was entirely dependent upon GA 

approval of related proposals for a real salary increase. It was observed that discussion 

should proceed from first principles before attempts were made to settle particular 

technical points. ICSC agreed that the remuneration philosophy of the common system 

should provide for an improved pattern of rewards for promotion vis-à-vis seniority. 

The overall approach proposed by CCAQ (see above) was acknowledged to be sound. 

The special needs of small technical agencies, as well of field staff in general, were 

considered. Nevertheless, the overall effect of applying markedly different levels of net 

remuneration increases to staff at different levels had to be taken into account. While 

the technical reasons for such increases might be clear, given the past compression of 

the scale and the future need to improve incentives, some moderation of approach was 

essential if unnecessary problems were to be avoided. It was apparent that, given the 

pattern of recruitment of many technical specialists in mid- to late career, there were 

special situations which the current salary scale did not meet well. In particular, the 

absence of promotion opportunities in the smaller units meant that the scale needed to 

continue to provide for some salary progression at the same level of responsibility. 

Otherwise such specialists would be without any motivation or incentive to maintain 

productivity. The particular needs of the small technical agencies were further explored 

in the light of past considerations which had been entertained for special occupational 

rates. Some discussion ensued about the possibility of special scales, but it was noted 

that the overall limited size of the common system and the need to retain cohesion 

meant that the prospects for successfully pursuing this option were no better than they 

had been a few years previously, when the matter had been explored in depth. It was 

observed that while the structure proposals had been examined in light of the P-1 to D-2 

situation, there were implications for the ASG, USG and the higher-level ungraded 

officials. It was understood that as regards base salaries the current proposals would 

maintain the present ASG/D-2 and USG/ASG intergrade differentials. In light of the 

above, ICSC agreed to make proposals to the GA which moderated the CCAQ proposal 

by taking into account some specific proposals of the UN. As a result, the intergrade 

differentials would be modified. Some concern was expressed that the resulting scale 

would not remove all imbalance in the scale vis-à-vis the US federal civil service. The 

view was also expressed that desirable scale structures had to be determined in the light 

of the needs of the common system, and a carbon copy of the comparator was not the 

goal. Nevertheless, it was observed that very substantial progress had been made in 

solving the problem of imbalance. It was clear that, by comparison with the situation 



existing in 1993, the major difficulty at the top of the scale had been resolved [A/50/30, 

paras. 215-222].  

ICSC decided to report to the GA on the following lines: (a) that its proposals with 

regard to the base/floor salary scale and the restructuring of the scale were just one part 

of an overall package of measures to recommend to the GA for implementation. The 

linkage of these measures to restoring net remuneration levels at a margin level of 115 

by scaling forward post adjustment indices at all duty stations as of 1 July 1996 by 5.1 

per cent (see also A/50/30, annex XII), and restoring overall competitivity in light of 

other potential comparators, was discussed; (b) as far as the structure of the salary scale 

was concerned: (i) further to its report to the GA at its 49th session, it had completed its 

review of the salary scale structure for the P and higher categories in the light of GA 

resolutions 43/226, 47/216 and 48/224; (ii) the review had revealed that the present 

structure was not serving adequately the needs of the common system, as it provided 

insufficient rewards for undertaking higher levels of duties and responsibilities as a 

consequence of structural weaknesses in the salary scale, including, inter alia, too low a 

ratio between the maximum and minimum salary levels; (iii) the remuneration needs of 

the common system should be met by providing: intergrade salary differentials 

sufficient to reflect appropriately the different levels of duties and responsibilities of 

posts at each grade as determined by application of the Master Standard for 

classification; adequate rewards on promotion throughout the grades so as to ensure 

retention of well-qualified and experienced staff; remuneration sufficient to attract 

recruit at all grades, bearing in mind the special need for the common system to remain 

a flexible employer prepared to facilitate universality in staffing at the early middle or 

later career stages; a structure that would facilitate and reinforce performance 

management; (iv) the imbalance in the scale structure as reflected in margin 

measurements with the current comparator had been significantly reduced in all matters 

specific to the current comparison through the following measures: discontinuation of 

statistical methods (regression analysis and square-root weighting) at variance with the 

purposes of margin measurement; elimination of GS-7 grade equivalencies in margin 

comparisons; the use of actual SES average salaries per SES level in place of the earlier 

use of a single SES average salary in comparisons; (v) the remaining imbalance in the 

scale structure reflected the compression of the salary range between the maximum (D-

2 top step) salary vis-à-vis the minimum (P-1 step I). This compression was the result of 

a misfit between the remuneration philosophy of the common system and the relative 

rewards actually provided by the current scale for responsibility vis-à-vis seniority; (vi) 

intergrade differentials should be adjusted and widened in the upper part of the scale to 

expand the overall salary scale range between P-1 and D-2 to address the imbalance in 

(v) above. The USG/ASG and ASG/D-2 intergrade differentials should be maintained at 

their present percentage levels; (vii) the current number of grades and steps should be 

retained in a single scale for the Professional and higher categories; (viii) the P-1 grade 

should be retained and its use encouraged by, inter alia, raising the entry-level salary 

vis-à-vis the rest of the scale. The value of steps for seniority at this level should be 

trimmed; (ix) The within-grade increment steps should continue to be granted with the 

current periodicity, but organizations should ensure that such steps are not granted to 

staff irrespective of performance; (x) the net base/floor salary at the P-4/VI dependency 



level should be increased to $55,795 (equivalent to 3.089 per cent), with effect from 1 

March 1996, in order to reflect the comparator's gross salary adjustment of 3.22 per cent 

of 1 January 1995; (c) the salary scale provided in A/50/30, annex X, had been arrived 

at on the basis of the above considerations and should be introduced as the new 

base/floor salary scale, without consolidation of post adjustment, effective 1 March 

1996 [A/50/30, para. 223].  

By resolution 50/208, the GA decided to defer to its resumed 50th session 

consideration of the above proposals.  

1996 44th session (July/August): Base/floor salary: ICSC emphasized the need to link its 

discussion of the 1997 base/floor adjustment to the recommendations it had made in 

1995 as part of its review of the application of the Noblemaire principle. It then turned 

to the specific modalities for updating its 1995 proposals in the light of current 

circumstances. The action required was: (a) to restore the margin level to around the 

midpoint (115) of the range; (b) to bring forward the proposals for the restructuring of 

the salary scale provided in the 1995 annual report;(c) to increase the base/floor salary 

to the level required under standard updating procedures linked to comparator salary 

movements (US$57,198 at the mid-point, P4, step VI). ICSC considered that the CCAQ 

proposals (scale should be reset at a level which would increase the base/floor to the 

required level as calculated by the ICSC secretariat and provide for the restoration of 

the margin to approximately 115 in 1997 and thereafter as a result of real increases at 

all grades and steps in the scale) provided a basis for achieving the above-stated 

objectives consistent with the 1995 ICSC recommendations in this regard. They 

provided for a scale that would: (a) yield a real increase in remuneration of at least 3.1 

per cent at each grade and step; (b) restructure the salary scale in the manner 

recommended by ICSC in 1995 (average increase of 1 per cent); (c) consolidate a 

portion (2.51 percentage points) of the 5.68 per cent recommended base/floor salary 

increase on a no-loss, no-gain basis. ICSC decided to make the following 

recommendations to the GA in the context of its 1995 recommendations: (a) the 

desirable mid-point of 115 for the UN/US net remuneration margin should be restored 

in 1997; (d) the net remuneration increase required to restore the mid-point should be 

attained by application of: (i) an across-the-board increase of 3.089 in the current 

base/floor salary scale, without consolidation (the 3.089 per cent adjustment to the 

base/floor scale corresponds to the 3.22 per cent gross salary increase or 3.089 per cent 

net average increase received by the comparator employees effective 1 January 1995); 

(ii) a further differential increase of 1 per cent (on average) at various grade/steps of the 

base/floor salary scale resulting from (i) above, to implement the scale restructuring 

proposals made by ICSC in annex X of its 1995 annual report; (iii) a consolidation of 

2.51 per cent of post adjustment on a no-loss no-gain basis into the base/floor salary 

scale in (ii) above to reflect a corresponding increase in net salaries of the comparator 

effective 1 January 1996; (iv) implementation of the base/floor salary scale resulting 

from (i) through (iii) above effective 1 March 1997 [A/51/30, paras.129-155].  



In resolution 51/216, the GA approved, with effect from 1 January 1997, a revised 

scale of gross and net salaries for staff in the P and higher categories reflecting an 

increase of 0.4 percent.  

1997 46th session (July): ICSC noted that an increase of 3.1 per cent for 1998 in the current 

base/floor salary scale (through the usual method of consolidating multiplier points on a 

no-loss/no-gain basis) would reflect the increase granted to the US federal civil service 

for 1997 and such recommendation would be fully consistent with the decision of the 

GA resolution 44/198 [A/52/30, para. 58]. ICSC recommended to the GA that the 

revised base/floor salary scale for the P and higher categories shown in A/52/30, annex 

V, be approved for implementation with effect from 1 March 1998. ICSC further 

recommended that the revised rates of staff assessment shown in A/52/30, annex VI, for 

those without primary dependents be used in conjunction with gross base salaries of the 

above-mentioned categories of staff also be introduced with effect from the same date 

[A/52/30, para. 62].  

By resolution 52/216, the GA approved the above recommendations by ICSC.  

1998 47th session (April/May): ICSC noted that the comparator's General Schedule salary 

scale for Washington, D.C., was increased as of 1 January 1998 by 2.45 per cent on a 

gross basis. This increase, combined with the effect of tax changes (the comparator 

adjusted its tax brackets), resulted in a net increase of 2.48 per cent at the P-4, step VI 

level [A/53/30, para. 89]. ICSC recommended to the GA that the current base/floor 

salary scale for the P and higher categories be increased by 2.48 per cent through 

standard consolidation procedures, on a no-loss/no-gain basis, with effect from 1 March 

1999 [A/53/30, para. 95 and annex IV]. ICSC further recommended that revised rates 

of staff assessment also be introduced with effect from the same date.  

In its resolution 53/209 the GA approved, with effect from 1 March 1999, the revised 

base scale of gross and net salaries for staff in the P and higher categories, and the 

consequential amendment to the UN Staff Regulations.  

1999 49th session (April): ICSC noted that an increase of 3.42 per cent for 2000 in the 

current base/floor salary scale (through the usual method of consolidating multiplier 

points on a no-loss/no-gain basis) would reflect the increase granted to the US federal 

civil service for 1999. ICSC recommended to the GA that the revised base/floor salary 

scale for Professional and higher categories be approved for implementation with effect 

from 1 March 2000 [A/54/30, annex V].  

Simplified procedure for revising the single rates of staff assessment: ICSC noted 

that the process of determining the revised net base salaries for staff receiving 

remuneration at the dependency rate and the revised gross salaries on the occasion of 

consolidating a part of the post adjustment into base salaries on a ñno loss/no gainò 

basis was a relatively simple one. However, the determination of the post consolidation 

net salaries for those receiving remuneration at the single rate was time-consuming and 

some gains or losses were nonetheless experienced by staff in that category. ICSC 

recalled that certain relationships had been established between net base salaries at the 



dependency and single rates when the differentiated approach to salaries to account for 

primary dependants was first introduced in 1977. As a result of successive 

consolidations of a part of post adjustment into base/floor salaries, while no losses or 

gains were experienced by staff receiving remuneration at the dependency rates, some 

such losses or gains had occurred randomly in the case of those receiving it at the single 

rate. However, that had not affected in a significant way the dependency-to-single 

salary relationships established in 1977. In view of that, maintaining the current 

relationships at various grades and steps between the two sets of net salaries would not 

pose any difficulties. With the adoption of the simplified procedure: (a) on the occasion 

of the consolidation of a part of post adjustment, the process of determining net base 

salaries at the single rate would be rendered simpler; (b) losses and gains in salaries for 

those receiving remuneration at the single rate would be eliminated; (c) the staff 

assessment scale used in conjunction with the base/floor salary scale would be 

simplified. The current scale with two separate rates of staff assessment for those with 

and those without dependants and 12 assessable income brackets would be eliminated. 

That would be replaced by a staff assessment scale for those with dependants consisting 

of four assessable income brackets and corresponding staff assessment rates; (d) staff 

assessment amounts for those without dependants at various grades and steps would be 

equal to the difference between the gross salary and the corresponding net single 

salaries in the scale to be approved by the GA (See A/54/30, Annex IV). ICSC noted that 

the change in the procedure for determining the base/floor salary scale would require 

some amendments to the staff regulations of the organizations. It was noted from the 

comments of the organizations that such modifications would not pose serious 

difficulties for them [A/54/30, paras. 71-74].  

In resolution 54/238, the GA approved, with effect from 1 March 2000, the revised 

base scale of gross and net salaries for staff in the P and higher categories and the 

consequential amendment to the Staff Regulations of the United Nations; and decided 

that, with effect from 1 March 2000, the staff assessment amounts at various grades and 

steps for those receiving remuneration at the single rate would be determined in 

accordance with the procedure outlined in the annex II to the resolution.  

2000 2000 51st session (April): ICSC noted that the comparatorôs General Schedule salary 

scale for Washington, D.C., was increased as of 1 January 2000 by 4.94 per cent on a 

gross basis. This increase, combined with the effect of tax changes, had resulted in a net 

increase of 5.1 per cent at the P-4, step VI level [A/55/30, para. 121]. ICSC  

2000 recommended to the GA that the current base/floor salary scale for the P and 

higher categories be increased by 5.1 per cent through standard consolidation 

procedures, on a no-loss/no-gain basis, with effect from 1 March 2001 [A/55/30, para. 

124 and annex VI]. ICSC also noted that the issue of the adjustment of the staff 

assessment rates to address imbalances in the Tax Equalization Fund had been 

discussed with the United Nations secretariat. The United Nations had informed the 

ICSC secretariat that no adjustment was necessary at the current stage; as a 

consequence no change in staff assessment rates would be required [A/55/30, para. 



122]. ICSC also noted the request from CCAQ to recommend a real salary increase on 

the basis of the margin [A/55/30, para. 123].  

In its resolution 55/223, the GA approved, with effect from 1 March 2001, the revised 

base scale of gross and net salaries for staff in the Professional and higher categories. 

The GA requested ICSC, in the context of the review of the pay and benefits system, to 

review the linkage between the base/floor salary scale and the mobility and hardship 

allowance.  

51st session (April): ICSC noted that the comparatorôs General Schedule salary scale 

for Washington, D.C., was increased as of 1 January 2000 by 4.94 per cent on a gross 

basis. This increase, combined with the effect of tax changes, had resulted in a net 

increase of 5.1 per cent at the P-4, step VI level [A/55/30, para. 121]. ICSC 

recommended to the GA that the current base/floor salary scale for the P and higher 

categories be increased by 5.1 per cent through standard consolidation procedures, on a 

no-loss/no-gain basis, with effect from 1 March 2001 [A/55/30, para. 124 and annex 

VI] . ICSC also noted that the issue of the adjustment of the staff assessment rates to 

address imbalances in the Tax Equalization Fund had been discussed with the United 

Nations secretariat. The United Nations had informed the ICSC secretariat that no 

adjustment was necessary at the current stage; as a consequence no change in staff 

assessment rates would be required [A/55/30, para. 122]. ICSC also noted the request 

from CCAQ to recommend a real salary increase on the basis of the margin [A/55/30, 

para. 123].  

In its resolution 55/223, the GA approved, with effect from 1 March 2001, the revised 

base scale of gross and net salaries for staff in the Professional and higher categories. 

The GA requested ICSC, in the context of the review of the pay and benefits system, to 

review the linkage between the base/floor salary scale and the mobility and hardship 

allowance.  

2001 53rd session (June): ICSC noted that the comparatorôs General Schedule salary scale 

for Washington, D.C., was increased as of 1 January 2001 by 3.81 per cent on a gross 

basis. This increase, combined with the effect of tax changes, had resulted in a net 

increase of 3.87 per cent at the P-4, step VI level [A/56/30, para. 91]. ICSC 

recommended to the GA that the current base/floor salary scale for the P and higher 

categories be increased by 3.87 per cent through standard consolidation procedures, on 

a no-loss/no-gain basis, with effect from 1 March 2002 [A/56/30, para.97 and annex V]. 

ICSC also noted that the issue of the adjustment of the staff assessment rates to address 

imbalances in the Tax Equalization Fund had been discussed with representatives of the 

United Nations secretariat who had indicated that no adjustment was necessary. As a 

consequence, no change in staff assessment rates would be required [A/56/30, para.92, 

Annex V]).  

In resolution 56/244, the General Assembly noted the increasing number of duty 

stations where the post adjustment classification is equal or close to zero and requests 

the Commission review the methodology to ensure purchasing power equivalence is 



appropriately reflected. The General Assembly also approved, with effect from 1 March 

2002, as recommended by the Commission, the revised base scale of gross and net 

salaries for staff in the Professional and higher categories.  

2002 54th session (April/May): ICSC was informed that in view of the movement of the 

United States federal service salaries in the United States of America as of 1 January 

2002 (in Washington, D.C.), an adjustment of the United Nations common systemôs 

scale of 5.6 per cent would be necessary in 2003 in order to keep the base/floor scale in 

line with the comparator. ICSC was also informed that the net remuneration margin, 

which measured the relationship between United Nations net salaries and those of the 

comparator, would drop below the minimum of its range (ICSC/54/R.12).  

ICSC requested its secretariat to prepare a document for consideration at its 55th 

session, which would address the methodological issues related to the adjustment of the 

base/floor salary scale (ICSC/54/R.12 para. 92).  

55th session (July/August): ICSC, at its request, was presented by its secretariat with 

three options: (a) the standard adjustment of the base/floor salary scale on a no-loss/no-

gain basis; (b) a proposal for an across-the-board salary increase to bring the overall 

margin to its appropriate level; and (c) a proposal for a differentiated salary increase 

that would address the overall margin level and the low levels of the margin at the 

upper grades of the scale and the high margin levels at the lower end of the scale 

(ICSC/55/R.6). ICSC decided to recommend to the General Assembly, for 

implementation effective 1 March 2003, a differentiated real increase of the base/floor 

salary scale in order to restore the overall level of the margin to the desirable midpoint 

of 115 (A/57/30 para.174).  

The General Assembly did not approve the recommendation of ICSC but adopted, by 

resolution 57/285, a base/floor salary scale which was lower than the one 

recommended by ICSC.  

2005 61st session (July): The Commission was informed that, in view of the movement of 

federal civil service salaries in the United States of America as from 1 January 2005, an 

adjustment of the United Nations common systemôs scale by 2.49 per cent would be 

necessary in 2006 in order to maintain the base/floor scale in line with the comparatorôs 

General Schedule (base) scale. The Commission noted that the comparatorôs General 

Schedule (base) salary scale had been increased as from 1 January 2005 by 2.5 per cent 

on a gross basis. The 2005 General Schedule increase, combined with the effect of tax 

changes, had resulted in GS-13/GS-14 salary levels that were 2.49 per cent higher than 

the current base/floor salary scale. The Commission noted that the adjustment in the 

base/floor salary scale would be implemented by means of the standard method of 

consolidating post adjustment multiplier points on a no-loss/no-gain basis [A/60/30, 

para. 190] . The Commission noted further that representatives of the United Nations 

Secretariat had informed the ICSC secretariat that in order to address imbalances in the 

Tax Equalization Fund, a reduction in staff assessment would be required to lower the 

fund by 20 per cent. While the adjustment would have no impact on net salaries, it 



would lower the gross salaries of the scale by 20 per cent, as requested [A/60/30, para. 

191].  

The Commission decided to recommend to the General Assembly that the current 

base/floor salary scale for the Professional and higher categories be increased by 2.49 

per cent through the standard consolidation procedures, on a no-loss/no-gain basis, with 

effect from 1 January 2006 [A/60/30, para. 193].  

In resolution 60/544, the GA decided to defer to its resumed sixtieth session 

consideration of the report the International Civil Service Commission for the year 

2005.  

2006 63rd session (July): ICSC was informed that, in view of the movement of the federal 

civil service salaries in the United States of America since 1 January 2005 ï the date of 

the latest revision of the base/floor scale by the General Assembly ï a 4.57 per cent 

adjustment was required for the United Nations common system base/floor scale. The 

adjustment would be necessary in January 2007 in order to maintain the base/floor scale 

in line with the comparatorôs General Schedule base scale. The proposed increase of 

4.57 per cent included the increase proposed but not yet approved by the Assembly for 

1 January 2006. Thus, it took account of the relative movement over two years of net 

salaries in the comparator [A/61/30 para.85].  

The Commission informed the General Assembly that its present recommendation 

superseded its 2005 base/floor recommendation, which had not been acted on by the 

General Assembly and reflected the movement of comparator net salaries in the two-

year period 2005-2006 [A/61/30 para93].  

In that context, the Commission decided to recommend to the General Assembly that: 

(a) the current base/floor salary scale for the Professional and higher categories be 

increased by 4.57 per cent through the standard consolidation procedures on the basis of 

the standard method of reducing post adjustment multiplier points and increasing base 

salary, i.e. on a no loss/no gain basis, with effect from 1 January 2007; (b) the new 

arrangements for the mobility and hardship scheme, as recommended to the Assembly 

be introduced concurrently with the adjustment of the base/floor scale, that is, as from 1 

January 2007.  

In resolution 61/239, as recommended by the Commission, the General Assembly 

approved effective 1 January 2007, the revised base/floor scale of gross and net salaries 

for staff in the Professional and higher categories [A/61/30 para.94 and annex IV].  

2007 65th Session (July):  In document ICSC/65/R8 the Commission recommended to the 

General Assembly, for approval with effect from 1 January 2008, a new base/floor 

salary scale for the Professional and higher categories. The scale reflects a 1.97 per cent 

adjustment implemented through the standard consolidation method of increasing base 

salary and commensurately reducing post adjustment multiplier points.  



In resolution 62/227, the GA approved, with effect 1 January 2008, as recommended 

by the Commission in paragraph 30 of its 2007 annual report, the revised base/floor 

scale of gross and net salaries for staff in the Professional and higher categories 

contained in annex III to the report [A/62/30, annex III].  

2008 67th session (July): ICSC was informed that, in view of the movement of the federal 

civil service salaries in the United States of America since 1 January 2008, the date of 

the latest revision of the base/floor scale by the General Assembly, a 2.33 per cent 

adjustment was required for the United Nations common system base/floor scale. The 

adjustment would be necessary in January 2009 in order to maintain the base/floor scale 

in line with the comparatorôs General Schedule base scale.  

The Commission decided to recommend to the General Assembly that the current 

base/floor salary scale for the Professional and higher categories be increased by 2.33 

per cent through the standard consolidation method of increasing base salary and 

commensurately reducing post adjustment multiplier points.  

In resolution 63/251, as recommended by the Commission, the General Assembly 

approved effective 1 January 2009, the revised base/floor scale of gross and net salaries 

for the staff in the Professional and higher categories [A/63/30 para.79 and annex IV].  

2009 69th session (June/July): ICSC was informed that, in view of the movement of the 

federal civil service salaries in the United States of America since 1 January 2009, the 

date of the latest revision of the base/floor scale by the General Assembly, a 3.04 per 

cent adjustment was required for the United Nations common system base/floor 

scale.  The adjustment would be necessary in January 2010 in order to maintain the 

base/floor scale in line with the comparatorôs General Schedule base scale. 

The Commission decided to recommend to the General Assembly that the current 

base/floor salary scale for the Professional and higher categories be increased by 3.04 

per cent through the standard consolidation method of increasing base salary and 

commensurately reducing post adjustment multiplier points. 

The Commission also requested its secretariat in cooperation with the organizations, to 

collect the common system staff separation statistics every five years and, on that basis, 

to update as necessary the formula used for estimating the financial implications 

relating to separation payments. 

In resolution 64/231, as recommended by the Commission, the General Assembly 

approved effective 1 January 2010, the revised base/floor scale of gross and net salaries 

for the staff in the Professional and higher categories [A/64/30 para.66 and annex IV]. 

2010 71st session (July/August): ICSC was informed that, in view of the movement of the 

federal civil service salaries in the United States of America since 1 January 2010, the 

date of the latest revision of the base/floor scale by the General Assembly, a 1.37 per 

cent adjustment was required for the United Nations common system base/floor scale. 



The adjustment would be necessary in January 2011 in order to maintain the base/floor 

scale in line with the comparatorôs General Schedule base scale. 

The Commission decided to recommend to the General Assembly that the current 

base/floor salary scale for the Professional and higher categories be increased by 1.37 

per cent through the standard consolidation method of increasing base salary and 

commensurately reducing post adjustment multiplier points. 

In resolution 65/248, the General Assembly, recalled its resolution 44/198, by which it 

established a floor net salary level for staff in the Professional and higher categories by 

reference to the corresponding base net salary levels of officials in comparable positions 

serving at the base city of the comparator civil service (the United States federal civil 

service), approved with effect from 1 January 2011, as recommended by the 

commission in its report, the revised base/floor scale of gross and net salaries for the 

staff in the Professional and higher categories as contained in annex VI to the report 

[A/65/30, para. 120 and annex VI]. 

2011  73rd session (July) The Commission was informed that, as a result of the 

implementation of a pay freeze, the gross levels of the General Schedule of the 

comparator would not be adjusted between 1 January 2011 and 31 December 2012. 

However, a slight change in the federal tax rate schedule, as well as for personal 

exemptions and standard deductions, had occurred as of 1 January 2011, with taxes for 

the states of Maryland and Virginia and in the Federal District of Columbia remaining 

unchanged. Despite the pay freeze, the change in the federal tax rates resulted in an 

increase of the reference comparator pay level in net terms, which amounted to 0.13 per 

cent as compared with the 2010 level. 

 As part of the present review, the Commission also considered a request from the 

United Nations to revise the rates of the staff assessment. This request was made to 

address the surplus that had accumulated in the Tax Equalization Fund, in particular, in 

the sub-account of the United States of America. According to estimates by the United 

Nations, a 15 per cent reduction in staff assessment revenue was required to address this 

problem. 

The Commission decided to recommend to the General Assembly that the current 

base/floor salary scale for the Professional and higher categories be increased by 0.13 

per cent through the standard consolidation method of increasing base salary and 

commensurately reducing post adjustment multiplier points. Moreover, the Commission 

decided to recommend to the General Assembly the revised rates of staff assessment 

used in conjunction with gross base salaries for the Professional and higher categories 

of staff. The revised rates would be calculated and added to the net dependency rates of 

salaries to determine the corresponding gross salary levels. The staff assessment 

amounts for single staff would be computed by subtracting the net single rate from the 

gross salary at each grade and step in the salary scale. The Commission also decided 



that the staff assessment rates used in conjunction with gross salaries be reviewed every 

three years and revised as appropriate. 

 In resolution 66/235, The General Assembly, recalling its resolution 44/198, by which 

it established a floor net salary level for staff in the Professional and higher categories 

by reference to the corresponding base net salary levels of officials in comparable 

positions serving at the base city of  the comparator civil service (the United States 

federal civil service); (a) approved, the revised base/floor salary scale of gross and net 

salaries for staff in the Professional and higher categories, as contained in annex V.A to 

the report; (b) approved, with effect from 1 January 2012, as recommended by 

the  Commission, the revised rates of staff assessment  used in conjunction with gross 

base salaries for the Professional and higher categories of staff, and (c) endorsed the 

decision of the Commission, stated in paragraph 121 of its  report, to review the staff 

assessment rates used in conjunction with gross salaries  every three years, for revision 

as appropriate. 

2012 75th session (July): The Commission was informed that owing to the comparator civil 

serviceôs pay freeze in effect for 2011 and 2012, the gross levels of the General 

Schedule of the comparator had not changed from the levels in 2010. However, slight 

changes in the federal and Maryland tax schedules had occurred in 2012, while the 

taxes for the State of Virginia and in the Federal District of Columbia remained 

unchanged. Despite the pay freeze, the change in the federal tax rates resulted in an 

increase of the reference comparator pay level in net terms, which amounted to 0.12 per 

cent as compared with the 2011 level. 

The Commission decided to recommend to the General Assembly for approval, with 

effect from 1 January 2013, the revised base/floor salary scale for the Professional and 

higher categories reflecting a 0.12 per cent adjustment implemented by increasing the 

base/floor salary scale and commensurately reducing post adjustment multiplier points 

with no change in net take-home pay. 

In resolution 67/257, the General Assembly, while noting that tax-related changes in 

the comparator country resulted in an increase of 0.12 per cent in the salaries of its 

officials compared with 2011 levels, did not approve the revised scale. As a result, the 

scale effective 1 January 2012 remained unchanged. 

2013 77th Session (July): The Commission was informed that the comparator civil serviceôs 

pay freeze had been extended to 31 December 2013; therefore, the gross levels of the 

General Schedule of the comparator had not changed from the 2010 levels. However, 

the slight changes in personal exemptions and standard deductions of the federal tax 

schedule resulted in an increase of 0.19 per cent, in net terms, in the reference 

comparator pay level. This increase includes 0.12 per cent recommended by the 

Commission last year but on which the General Assembly had not taken action. 

The Commission decided to recommend to the General Assembly, for approval with 

effect from 1 January 2014, the revised base/floor salary scale reflecting a 0.19 per cent 



adjustment to be implemented by increasing the base salary and simultaneously 

reducing post adjustment, resulting in no change in net take-home pay. 

By resolution 68/253, the General Assembly approved the revised base/floor scale of 

gross and net salaries for staff in the Professional and higher categories as 

recommended by the Commission. 

2014 79th Session (July):  The Commission considered the impact to salaries in the 

comparator civil service of the lifting of the statuary freeze in Untied States federal pat 

adjustments, and the subsequent 1.0 per cent general increase, granted as at 1 January 

2014 for all statutory pay systems. Revisions in the federal tax brackets and standard 

and personal deductions, changes in the post adjustment multiplier for New York, as 

well as a revised cost-of-living differential between New York and Washington were 

also taken into account. 

On this basis, the Commission decided to recommend to the General Assembly for 

approval with effect from 1 January 2015, a revised base/floor salary scale for the 

Professional and higher categories, a 1.01 per cent adjustment, to be implemented by 

increasing the base salary and commensurately reducing post adjustment multiplier 

points, resulting in no change in net take-home pay. (A/69/30, para 175) 

By resolution 69/251, General Assembly approved the revised base/floor scale of gross 

and net salaries for staff in the Professional and higher categories as recommended by 

the Commission. It also requested the Commission to continue action to bring the 

calendar year margin to around the desirable midpoint, without prejudice to any future 

decision of the General Assembly and to further examine issues relating to margin 

management in the context of its ongoing comprehensive review of compensation. 

(A/RES/69/251, section II.C) 

2015 81st Session (July):  The Commission was informed that a 1 per cent increase had been 

implemented in the comparatorôs base General Schedule scale effective 1 January 2015. 

Minor changes were also introduced in the United States tax schedules at the federal 

level for 2015. For the State of Maryland and the State of Virginia, no changes were 

recorded in the tax legislation for 2015. For the Federal District of Columbia, several 

changes were introduced with a view to lowering the tax burden. A tax bracket was 

introduced for taxable income between $40,000 and $60,000, with a lower tax rate of 

7.0 per cent. Previously, taxable income between $40,000 and $350,000 was taxed at a 

rate of 8.5 per cent. In addition, the standard deduction was increased from $4,000 to 

$8,350. 

The Commission decided to recommend to the Assembly for approval with effect from 

1 January 2016 the revised base/floor salary scale for the Professional and higher 

categories, as shown in annex IV to the present report, reflecting a 1.08 per cent 

adjustment, to be implemented by increasing the base salary and commensurately 














































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































