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National Professional Officers have been used by UNICEF and UNDP for a number of 
years with reportedly good results. 

This report presents the specific features of this category of staff, the experience of other 
organizations of the United Nations system, and suggests the introduction of the category 
in WHO. 

I. BACKGROUND 

Features of the National Professional Officer category 

1. National Professional Officers (NPOs) are generally defined as staff members who are nationals of tihe 
country in which they serve, recruited specifically to carry out professional functions on which they could 
bring to bear their knowledge of the local environment (the national as opposed to the international 
dimension). 

2. ICSC has, this year, recommended to the United Nations General Assembly the following criteria for 
the employment of NPOs at non-headquarters duty stations: 

(a) The employment of NPOs by a given United Nations common system organization should be 
grounded in a policy framework established by that organization，s legislative body. This practice 
should be set forth in a clearly enunciated policy statement demonstrating its consistency with the 
organization 's operational requirements; 

(b) National Professional Officers should be nationals of the country where they are to serve, should 
be recruited locally and should not be subject to assignment to any duty station outside the home 
country; 

(c) The work performed by NPOs should have a national content. It should be at the Professional 
level, and the same standards of recruitment qualifications and performance as are required for other 
Professional staff should apply. The functions of all National Professional Officer posts should be 
justified within the overall efforts of the United Nations system to increase national development and 
other related categories. National Professional Officers should bring to bear in the job national 
experience and knowledge of local culture, language traditions and institutions; 
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(d) Organizations employing NPOs should maintain a balance between international and local 
Professionals appropriate to their needs, bearing in mind the need to preserve the universal character 
and the independence of the international civil service; 

(e) National Professional Officer posts should be graded on the basis of the Master Standard for the 
classification of Professional posts (and related Tier II standards where these have been developed). 
Their conditions of service should be established in accordance with the principle of the best prevailing 
conditions in the locality for nationals carrying out functions at the same level, through the application 
of the NPO salary methodology promulgated by ICSC; 

( f ) The career prospects of NPOs are necessarily limited, given (i) the continued employment of 
international staff in senior management positions, (ii) the number of grades in the category and 
(iii) the fact that the functions they perform may be finite. Organizations should make NPOs aware 
of these limitations. Within that context, however, organizations should endeavor to develop the 
potential of NPOs as a matter of sound personnel policy. 

3. NPOs are locally recruited staff employed under an organization's staff rules/regulations. The salary 
scale of NPOs is based on the best prevailing conditions for staff of equivalent competence in the local 
employment market (Flemming principle). This approach is similar to the salary-setting formula for locally 
recruited staff in the General Service category. It may be noted that in all countries, NPO scales are higher 
than government remuneration for equivalent jobs. 

4. The NPO category has proven to be cost-effective, as NPOs are not entitled to a number of elements 
of remuneration of the Professional category related to expatriation (repatriation and education grants, home 
leave, etc.). However, the current trend shows that, in a growing number of countries, the remuneration gap 
between national professional staff and that of international staff is closing. 

5. As stated in the ICSC，s recommended criteria above (paragraph 2)，the posts of NPOs, as well as of 
internationally recruited professional staff, are classified according to the ICSC Master Standard of Job 
Classification, while their compensation packages differ since NPOs are remunerated according to the best 
local prevailing conditions. 

6. United Nations Joint Staff Pension Fund coverage is provided, as is medical insurance coverage. 

II. EXPERIENCE OF OTHER ORGANIZATIONS IN THE UNITED NATIONS SYSTEM 

7. A number of such organizations or bodies employs NPOs in non-headquarters duty stations. UNICEF 
(since I960) and UNDP (since 1975) have gained considerable experience in employing NPOs. Overall, both 
organizations and Member States have expressed their full satisfaction with the arrangement. 

8. A breakdown of the number of NPOs employed by the organizations as at the end of 1993 is shown 
in Table 1 below: 
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TABLE 1. NATIONAL PROFESSIONAL OFFICERS BY 
ORGANIZATION AND GRADE LEVEL 

Level A В С D E Total 

Organization: 

United Nations 9 12 - - - 21 

UNDP/UNFPA/WFP 206 244 63 4 - 517 

UNICEF 149 335 359 60 2 905 

UNHCR 56 75 23 - - 154 

UNESCO 2 3 1 - - 6 

UNIDO - 1 - - - 1 

Total 422 670 446 64 2 1 604 

Note: United Nations posts are exclusively in information centres. 
UNDP and UNICEF posts are in programme, administration and managerial posts. 

9. The current grading system is based on four levels: NO-A，NO-B, NO-C and NO-D (exceptionally, 
UNICEF uses NO-E in two duty stations). These are equivalent to P.l to P.4 grades for international staff 
(P.l equals NO-A, P.2 equals NO-B, etc). The educational and experience requirements are the same, as both 
categories are classified according to the Master Standard. 

10. NPOs are used by organizations of the United Nations system to perform administrative and technical 
functions, often in managerial and supervisory roles. This is consistent with the philosophy current in the 
United Nations, favouring greater self-reliance, national capacity-building and national execution of 
programmes. 

11. The experience of such organizations with the use of the NPO category has reportedly been extremely 
positive. Recruitment at the national level has permitted the recruitment of high-level local professionals with 
all the resources necessary to work on an equal level with international staff. 

12. Currently, NPOs in the above organizations are considered a regular category of locally recruited staff 
equivalent to the General Service category. Their contracts are not necessarily of short or limited duration. 
UNDP and UNICEF currently have a certain number of NPOs with long-term or permanent contracts. 

III. WHO'S EXPERIENCE WITH THE EMPLOYMENT OF NATIONAL PROFESSIONALS 

13. Currently, WHO employs a large number of national professionals as National Professional Project 
Personnel (NPPP)/National Experts to work in their own country for relatively short periods of time (less 
than one year). These are persons engaged under contractual arrangements governed by local conditions of 
employment to render professional services to the Organization's projects. They are employed under Special 
Service Agreements (SSAs). 

14. Persons employed under SSAs do not have the status of staff members under the Staff Rules and 
Regulations of the Organization, are not members of the United Nations Joint Staff Pension Fund and are not 
covered by any medical insurance provided by the Organization. Generally, remuneration under SSAs is 
based according to the best prevailing local conditions, and often rates are based on the salary scales of the 
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NPO category in the duty station. In all cases salaries are paid in local currency and are not related to the 
remuneration of international staff. 

15. The use of SSAs has provided for much flexibility in the employment of national professionals/experts 
and is still considered in the WHO regions as a successful system to employ national capability for 
determined periods of time. Moreover, from a cost-benefit standpoint, NPPPs provide for flexibility and task-
oriented time-limited employment with a "product target" approach. However, some problems have been 
identified. NPPPs, due to the short-term nature of their contracts, may not be able to ensure sustainability 
in long-term projects. Moreover, they cannot provide continuity for the activities of the Organization when 
international staff are reassigned to other countries after a certain period of time. One regional office has 
reported that the lack of WHO staff member status leaves SSA holders unprotected in situations of political 
turmoil or armed conflict in specific areas. 

IV. CONCLUSIONS 

16. The Director-General, after consultation with Regional Directors, would now wish to have the flexibility 
to employ staff for WHO as National Professional Officers as and when they are considered the most 
appropriate to meet specific country needs. It is recommended that the category should be introduced on a 
trial basis for a period of three years starting on 1 March 1995. The criteria for recruitment of NPOs would 
be based on the revised criteria established by ICSC for common-system organizations, subject to any 
amendments made by the United Nations General Assembly in considering these criteria at its session in the 
autumn of 1994. 

V. ACTION BY THE EXECUTIVE BOARD 

17. The Board may wish to consider adopting the draft proposed resolution 1 (in document EB95/45) 
confirming the amendments to the Staff Rules reproduced in document EB95/INF.DOC./16, which contain 
new rules under section 13 of the Staff Rules concerning National Professional Officers. 


