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This document contains the text of the statement by the repre-

sentative of the WHO Staff Associations to the sixty-fifth session of 

the Executive Board, in accordance with resolution EB57.R8， together 

with the Director-General
1

s comments. 

The staff making up the WHO Secretariat - working in the six WHO regions, the 

International Agency for Research on Cancer, and the Geneva office - have the honour once 

again to present to the Executive Board a statement containing their views on subjects of 

interest to staff, many of which are reflected in the agenda of the Board. 

1. Major staff concerns 

Loyalty and devotion to the goals of WHO continue to inspire the staff of the 

Organization the world over. A t the same time, there is concern over certain issues not only 

because they involve staff interests but because of their implications for the effective 

functioning of the Organization, The issues of greatest concern at the present time are: 

- t e n u r e of employment and job security (cf. agenda items 9 and 18)； 

- a n equitable pension scheme; 

- p o s s i b l e dislocations of staff (agenda item 19)； 

- p a r t i c i p a t i o n of the staff in shaping and determining their working conditions； 

- c o h e r e n t career policies and plans (agenda item 18)； 

- s a f e t y and independence of international civil servants； 

- s e v e r e staff/management problems in one WHO region; 

- e q u a l chances for promotion of women staff members. 

We shall elaborate on only a few of these issues. 

2• Implications for staff of the study of WHO's structures in the light of its functions 

(agenda item 18) 

In his report (document EB65/18), the Director-General draws certain conclusions about 

the staffing structure of the Organization that will be required by its new and changing 

functions. We have little disagreement with the intentions he expresses. These h a v e , 

however, implications which deserve more than cursory attention. 

Let us begin with the Director-General
1

 s conclusion that "certain staff will have to be 

retained for longer periods than others". When read in context with other points made in 

the Director-General's and the Regional Committees' reports, this seems to imply a 

Secretariat composed of two distinct groups of staff: a "core
1 1

 group of more or less 

permanent people and a "rapid turnover" group composed of seconded nationals and other 

experts serving on non-renewable contracts of a few years
1

 duration. 
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If this approach is adopted, the first question that arises is how the transition is to 

be effected from the present Secretariat - composed mainly of staff who are on fixed-term 

contracts but who have been serving the Organization well for so many years that the 

Director-General recognizes a "historical" obligation to renew their contracts - to the dual 

structure. Arid assuming this difficult transition can be m a d e , a series of questions 

remains to be answered about the two groups of staff• Will their salaries, allowances, and 

pension schemes not have to be differently structured? What point would there be for the 

"rapid turnover" staff to contribute to a pension fund if they will never serve long enough 

to earn a pension? Would these staff members not need different employment conditions to 

compensate for the lack of social security benefits? 

And what of the career implications of a dual structure? Clearly, one cannot speak of 

a "career" for the rapid turnover staff. M o r e o v e r , any form of rotation from field to 

regional office to headquarters would be pointless for staff serving for a few years only. 

What of the "core" staff? Would it be known from the beginning that certain staff members 

belonged to the core group? If n o t , how could a career path involving rotation be planned? 

A n d how much rotation, indeed, would be compatible with the key function of core staff, which 

is to maintain the continuity of essential services? How could even "a flexible process of 

staff rotation" be achieved unless something is done to diminish the "difficulties of an 

administrative, financial and personal nature" (paragraph 75 of the report) with which such 

movement is fraught, including financial disincentives to outposted service? (The "tendency 

towards seven independent • • • regional and global organizations" against which the 

Director-General warns (paragraph 78) is yet another constraint on rotation.) 

The Director-General
e

 s conclusions also raise less tangible but equally important 

psychological and indeed sociological issues. For example, how can we meet "the increasing 

need for staff who are capable of working in multidisciplinary teams" (paragraph 62)? Can 

we reasonably expect most staff members to volunteer for work in multidisciplinary groups 

that cut across the hierarchical structures of "units" and "divisions"? The unusually 

motivated individual w i l l , of course, have enough persistence and determination to engage 

with others in collective, innovative, and even revolutionary team w o r k , but the prevailing 

incentives in WHO • as in most large organizations - tend to reward the individual who works 

within his own u n i t , on his o w n , in harmony with the surrounding bureaucratic structures. 

Realistic ways need to be found to give effective inducement and recognition to the new 

attitudes and skills required of WHO staff. 

The intentions expressed by the Director-General as regards staff in his report can 

become reality only if detailed strategies are worked out to move the Organization and its 

staff in the right direction. Inertia needs to be overcome ; disincentives need to be 

neutralized； coherent financial and contractual policies need to be developed. We would be 

happy to work with representatives of the Director-General to address seriously, and in the 

necessary detail, the elaboration of such strategies. 

3• Viviana Micucci 

W e regret to inform the Board that, despite our and the Director-General's strenuous 

efforts to determine the whereabouts of this РАНО/WHO staff member who was abducted from her 

home in Buenos Aires on 11 November 1976, there is still no trace of her. The independence 

and physical security of international civil servants are among our major concerns. 

4 . Mission to AMRO/РАНО 

Last January the staff representative alluded briefly to certain staff/management 

problems in the Region of the Americas and welcomed the signing of an agreement between the 

administration and Staff Association that seemed to promise an improvement in the situation. 
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Unfortunately, the hoped-for improvement did not materialize, and in September, at the 

request of member associations, the Federation of International Civil Servants Associations 

(FICSA) sent an official mission to investigate the facts and contribute, jointly with the 

AMRO/РАНО Staff Association, to finding a satisfactory solution. The mission met with the 

Regional Director and staff and has prepared a report, which is being submitted to the 

Director-General and the Regional Director. 

5. Situation of women in the WHO Secretariat 

Recent resolutions of the Executive Board and Health Assembly have called for greater 

efforts by WHO to recruit and promote women. We are pleased to note that some progress has 

been made towards attaining the 20% recruitment target for professional-graded women in the 

established offices of WHO (resolution EB63.R25), although the proportion of women among 

field staff has actually regressed (document ЕВ65/ 30). However, the Organization has yet to 

begin equalizing the chances for promotion of women and men already in the service of the 

Organization. W o m e n , far more than m e n , tend to remain for many years at the grade at 

which they entered the Organization; upward movement, when it comes at all, is slower and 

less steep than in the case of mefi, as evidenced by the year-by-year figures on distribution 

of staff by sex and grade. We are in no way implying that this inequality is the result of 

premeditated discrimination. Rather, it stems from a quasi total lack of awareness of 

women's ability to assume higher responsibilities on the part of largely male supervisors 

working in what is still very much of a man's world. In the coming y e a r , staff and women's 

group representatives will be trying, with the administration, to find realistic ways of 

changing this unsatisfactory situation. 

COMMENTS BY THE DIRECTOR-GENERAL 

Section 2 - Implications for staff of the study on WHO structures in the light of its 

functions 

Most of the questions and problems raised by the staff representative relate to 

modalities of implementation of the concepts outlined in the study contained in document 

ЕВ65/18. These problems will have to be considered after the Executive Board and the World 

Health Assembly have examined the report and commented on the ideas expressed therein. 

A t that stage, it will be appropriate to define and establish the necessary policies and 

procedures for achieving the objectives approved by the Health Assembly. The Director-

General will then consult the Staff Associations. Their willingness to cooperate in a 

positive spirit is noted with satisfaction. 


