
щШ World Health Organization 
^^^^ Organisation mondiale de la Santé 

EXECUTIVE BOARD 
Ninety-fifth Session 

Agenda item 20 EB95/INF.DOC./21 
25 January 1995 

Statement by the WHO Staff Associations 
on matters concerning personnel policy 

and conditions of service 

1. As WHO approaches its fiftieth anniversary, like most of the organizations of the United Nations system 
it is at a crossroads. WHO is needed for international health work probably more than ever, but it is also 
under sustained attack. Staff see articles in the press criticizing the Organization and even attacking the 
Director-General personally. However, there are other balanced and thoughtful reports which merit attention. 
Such reports are a source of information for staff, for example, on threats to WHO's financial situation; these 
have given rise to anxiety about continuing employment. 

2. The security and safety of staff, especially in high-risk areas, have rarely been more important. We 
have lost five colleagues in Rwanda: Mr Jean Baptiste Musabjmana; Mr Emmanuel Mpogoma; Mr Valère 
Ntampaka; Mr Bernard Kayitare; Mr Martin Kalisa. We offer our sympathy to their families. We have also 
been informed that colleagues in Bosnia and Herzegovina and in Croatia have been wounded in the course 
of duty. 

3. Cuts in posts, notably in the Global Programme on AIDS, which the staff of WHO have learned about 
from press reports, came as a shock, as we had been reassured in a report of a Global Policy Council meeting 
that "Contracts of staff in GPA" would "continue to be extended normally, as activities are not expected to 
slow down in 1994-1995" (GPC/ExN/4 Rev. 1). 

4. Between June 1988 and October 1994，headquarters posts at the level of assistant director-general, 
executive director, or special adviser increased from 7 to 14 (100%); those in the director category from 30 
to 40 (33%), and those at P6 from 35 to 57 (63%). The grand total of high-level positions at headquarters 
thus increased from 72 to 111 (54%). In contrast, the freezing of posts at lower levels in the technical and 
administrative areas is obliging staff at those levels to take on more functions to maintain programmes. 
While we welcome promotional opportunities, many upgradings and appointments in the higher categories 
lack transparency. 

5. Despite continual emphasis on the importance of human resources development, WHO still has no 
career policy. Recommendation 39 of the Executive Board Working Group on WHO's Response to Global 
Change dealt with this issue, as does the Ninth General Programme of Work. A joint staff-management 
working group is now at work. In response to resolution EB91.R22, a working group with staff participation 
proposed a revised appraisal system which needs to be tested. 

6. We are concerned about the situation of field staff whose conditions of employment are often not 
sufficient to attract and retain people of high calibre. We are also concerned at the lack of rotation within 
WHO, which is limiting organizational knowledge and experience. 
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7. In May last year the World Health Assembly abolished longevity steps for 20，25 and 30 years service, 
to conform with the United Nations common system. Excellent service is rarely recognized. However, a 
handful of high-level staff have been privileged with four- or five-step increases - for which there is no 
provision in the Staff Rules. 

8. Our conditions of service are under constant pressure imposed by the International Civil Service 
Commission (ICSC) and its recommendations are accepted with alacrity by the Administrations. In mid-1995 
ICSC will carry out a survey of general service salaries in Geneva based on a flawed methodology; it has 
consistently refused to give serious consideration to staff views on the matter. As a result, the Federation of 
International Civil Servants Associations has withdrawn from working with ICSC and the staff of Geneva-
based organizations have reluctantly decided not to participate in the salary survey. 

9. Hitherto, international civil servants have paid no income tax, in the country of residence since their 
salaries are subject to assessment at source. Even in cases where staff, for example, nationals of the USA, 
pay national income tax directly, the taxes are reimbursed to the Organization through a tax equalization fund. 
Otherwise the contributions of all Member States, from which salaries are paid, would be taxed by a selected 
number of Member States where staff reside. This would be in addition to the money they contribute to the 
economy through their living expenses. This principle is now threatened with violation by France, which 
plans to tax staff who work in Geneva-based organizations and reside in France. A greater anomaly is that 
the staff who work for the United Nations and those who will be working for the newly created World Trade 
Organization are exempt while those working in the other specialized agencies may not be. 

10. The evidence of disregard of Staff Rules and the "common system" is probably most manifest in the 
judgements of the ILO Administrative Tribunal. The proportion of complaints of staff upheld wholly or 
partially has risen from about 45% in 1988-1991 to about 70% in 1992-1994. The judgements in the last 
three years reveal repeated arbitrariness in decisions affecting the status of individual staff members. 

11. There are now two ages for retirement of international civil servants: 60 for those in service before 
1 January 1990 and 62 for those joining after. It is time to acknowledge the discrimination in the United 
Nations system and to allow all staff to retire at 62 if they so choose. On the other hand, we see that a 
handful of colleagues have been extended repeatedly - which has even provoked comments from the external 
auditor - and others have been recruited for extended consultantships after retirement. 

12. Employment of women in the higher professional grades is slowly increasing - although there are still 
no women in the UG categories. In the history of WHO there has been only one woman Assistant 
Director-General. More remains to be done. 

13. The Staff Association wants to support the Director-General in his reform but has been excluded from 
all development teams except that on personnel policy despite resolution EB91.R22, which called for active 
staff participation in the WHO response to global change. Staff are the main asset of WHO. We have much 
to contribute to the functioning of the Organization but are not given sufficient opportunity to do so. We 
have no intention of telling our management what decisions they should take, but we should like to be 
consulted before decisions are taken and not forced to abide by those that we perceive as being detrimental 
to the Organization. 

14. Apart from the Regional Office for the Americas/Pan American Health Organization and the 
International Agency for Research on Cancer, staff associations in the regional offices have no opportunity 
to address their regional committees. Regional committees have an essential role to play in WHO 
management and need to be fully aware of staff issues and concerns. We encourage Board members from 
the African Region, the Eastern Mediterranean Region, the European Region, the South-East Asia Region and 
the Western Pacific Region to promote a dialogue with their regional staff association. 
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15. We, on our part, offer our loyalty and devotion to WHO. We are fully prepared to participate and 
contribute to staff consultations in order to improve WHO's image and to help imbue the Organization with 
a new sense of purpose. 


