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Report of the Director-General 

At its Seventeenth Session the Board was informed of the appointment b y the 

United Nations x General Assembly of a Committee to review the p r e s e t ^jrstem of 

salarie ŝ , a l l i a n c e s and benefits which is applicable to the United Nations and the 

specialized agencies (the United Nations Assembly resolution is reproduced in 

Annex A of this document)• The Director-General stated that he intended to 

co-cperate f n U y in the work of thigj Committee as required b y Article X I I of the 

Agreement between W H O and the United Nations， and the Board expressed its concern 

in the matter by adopting the following resolution：'1' 

"The Executive Board, 

Ifeving noted that the General Assembly of the United Nations has decided 

to appoint a Committee of Experts to review the present system of salaries> 

allowanoes and benefits which is applicable to the United Nations and the 

specialized agencies; 

Noting that the specialized agencies have been invitod b y the General 

Assembly of the United Nations to co-operate in this review; and 

Recalling that Article X I I of the Agreanent between the United Nations 

and the World Health Organization provides for co-operation and consultation 

between the two agencies on personnel arrangements} 

Cognizant of the importance of having the view of "WHO adequately 

presented to and thoroughly studied by the Coiranittee of Experts, 

!• INVITES the Committee of Experts to hold some of its meetings at the 

Headquarters of the World Health Organization in order to study at first 

hand the problems and obtain the views of the Organization； 

2à REQUESTS the Direct or -General to transmit this resolution to the 

Secretary-General of the United Nations 

Resolution EB17,R69 
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This Gonmiittee，which in United Nations terminology oame to be known as the 

"Salary Review Committee 1^ opened its sessions in New York in early M a y 1 9 5 6 . 

After several weeks of examining the situation at United Nations Headquarters, the 

Committee moved to Geneva where it spent three weeks in hearing the views of the 

specfialized agencie s • Thereafter it returned to New York where it continued its 

work during the months of June, September and part of October • The Committee has 

made an extensive study of a l l the major elements of the £¡ystem of salaries, 

allowances and benefits# In doing so it has provided an opportunity for each 

Organization to present a fall report on its problems. 

A t the invitation of the Coranittee^ and in furtherance of the e ^ r e s s e d desire 

of the Executive Board for a full presentation of W H O views, the Director^General 

submitted t o the Oommittee a formal document describing the functions, structure 

and staffing of the Organization, stating the staffing problems for w h i c h relief 

w a s sought, and suggesting some solutions to these problems. 

W h e n the Committee recessed for two months at the end of June, it issued to 

the organizations a summary statement of its tentative conclusions at that point, 

and on a number of issues asked the organizations to consult together w i t h a 

view to presenting a co-ordinated response. To this end A C C convened a working 

group of representatives of the United Nations and of the specialized agencies in 

New York in September, This group was authorized to formulate, and present 

directly to the Salary Review Committee, the views of the several Executive Heads 

represented, not only on the questions raised by the Committee， but on all matters 

dealt w i t h in the Committee
1
s summary of tentative conclusions. 

This working group met almost continuously from 4 September t o 1 0 October. 

In the first part of its deliberations it achieved unanimous agreement on a joint 

statement to b e made to the Salary Review Committee• (The substance of this 

statement appears in column 3 of Annex E)• 

Subsequently, the group worked closely w i t h two sub-committees of the Review 

Ci^nmittee in the formulation of detailed proposals concerning the manner of dealing 

w i t h differences in cost of living and concerning reconciliation of the terms of 

employment among the several programmes. 



EB19/50 
Page 3 

The final report of the Salary Review Committee^ United Nations Assembly 

document A/3209 is submitted to the Board separately as EB19/51 Add.l. 

Simultaneously with the examination being made by the Salary Review Committee 

of the United Nations General Assembly, the matter of salaries and allowances - and 

p a r t i c u l a r t h e reoonoillation of conditions of service between various groups of 

staff - has been under study by the Pan American Sanitary Organization Executive 

Committee and Direoting Council, the latter acting also as the Regional Oommittee 

for the Amerioas ̂  The document on this subject submitted by the Director to the 

Executive Committee at its meeting in Guatemala in September 1956 is attached as 

Annex Bo The minutes of the ensuing discussion i n the Council are contained i n 

Annex C^ The resolution adopted by the Council appears as Resolution XVII in 

document EB19/28, Report of the PASO Directing Council^ WHO Regional Committee for 

the Ajnerioas, 

The resolution of the United Nations 1 General Assembly which created the 

Salary Review Committee, invited the Secretary-General and the Director-General of 

the specialized agencies to submit to the General Assembly, their views on the 

report of the Review Corranittee prior to consideration of the report by the Assembly. 

Pursuant to this request, the AOC instructed the working group which had met in 

New York in September^ to reconvene in Geneva in November with a view to developing 

an agreed inter-organization oommentary on the Review Conunittee ' s Report. Such a 

statement was prepared and has been formally approved by the Executive Heads of.all 

Organizations represented. This is reproduced in Annex D of this document. 

Annex E presents in a very condensed £ o m the present WHO Staff Rule provisions 

which are affected by the Review C#mmittee's recommendations， the substance of the 

Committee Î S proposals and the unanimous views of the Executive Heads of the United 

Nations and specialized agencies on these proposals• It will be seen from this 

analysis that most of the Organ i za t ions ^ comments on the Committee f
 s preliminary 

recommendations have boen given effeot in the final report of the Committee. It 

will also be apparent from Annex D that on all major points of substance the 

Committee and the Executive Heads of the organizations are in agreement, except 

for ohé broad question of just how adequate existing pay levels may be for the 

future. Otherwise the differences between the Coiranittee and the organizations 
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are differences of detail but involving administrative considerations which the 

Executive Heads of the organizations have felt were of considerable importance » 

The Director-General fully supports the joint views reflected in Annex D , 

In Annex F the Director-^General submits^ for the information of the Board, 

the entire group of Staff Rule amendments which would result from this review of 

salaries, allowances and benefits, even though certain of these changes cannot be 

implemented immediately f This is done in order to permit the Board to examine " 

the substance of the proposals as a whole and at one time» As is indicated in 

Annex F it is intended to make most of the changes effective for Heaaquarters and 

Regional Offices as from X January 1957• There would be no major change in the 

conditions of service for project staff until some later date to b© agreed by the 

Executive Heads of the several organizations after detailed arrangements for the 

transition to the new terms could be worked out # The changes relating to Pension 

Fund participation and special death and disability protection cannot, of course, 

be implemented without amendments to the Pension Fund regulations and possibly 

establishment of a special fund from which to provide the special death and 

disability benefits• 

With reference to the terms of Staff Regulation 3*2 it is to be rioted that 

certain of these proposed changes in salaries， allowances and benefits (e,g. some of 

those relating to dependency allowances and education grant) represent for the 

World Health Organization the application of provisions which already exist in the 

United Nations. Certain others (e.g, assignment allowance and service benefit) 

are divergent from present United Nations provisions but on these items the 

SecretaryGeneral has submitted to the United Nations General Assembly at its 

present session recommendations which are identical in substance to those submitted 

herewith. 

In making his original presentation to the Salary Review Committee the Director-

General called particular attention to the serious problems which he was encountering 

in attracting high calibre professional staff to an expatriate career in the World 

Health Organization, especially in view of the necessity for such staff to serve, 

on rotation, in any part of the organization in any part of the world» The Director-

General stated to the Salary Review Committee^ and would here reaffirm^ that the 
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functions of the organization cannot be accomplished and its constitutional structure 

upheld except by creating and maintaining a single， integrated, professional staff 

of high competence• The Director-General believes that the changes in the 双stem 

of salaries, allowances and benefits here proposed are essential to the existence 

of this kind of staff and he therefore recommends that the substance of these 

proposals in their entirety be approved by the Board without delay • 

With respect to those changes which are to Ъе effective immediately, the 

Director-General requests confirmation of the relevant amendments to the Staff Rules. 

With respect to those changes for which implementation must be delayed as indicated 

above, more precise staff rule amendments will be submitted to a subsequent session 

of the Board for confirmation. 

The financial implications for 1957 and 1958 of those proposals, to the extent 

that they can be estimated, are shorn in Annex G, It will be noted that substantial 

offsetting economies begin to becomo effective in 1958. Certain of these economies 

(e«g# savings on Pension Fund participation and repatriation grant) will continue to 

augment over a period of several years. There will be certain other savingsj over 

and above those shown^ which are difficult to estimate but which may be substantial 

(e.g* savings on removals of furniture) # 

As will be seen from Annex G, the introduction of a service benefit related to 

length of service and payable on termination will create, over a period of time， a 

considerable liability • Such a liability has already accumulated as a consequence 

of service entitlements for the repatriation grant• Prudent financial management 

would indicate the desirability of financing such liabilities currently by setting 

aside an appropriate reserve from each yearts budget• When this matter has been 

studied in.detail a further proposal in this regard will be submitted to a subsequent 

session of the Board. 

The proposed Staff Rale changes do not deal with the following re commendations 

of the Salary Review Coramittee, for the reasons indicated» 

Enlarged General Service category> No change in Staff Rules is required to 

implement this recommendation to the extent applicable in W H O . 
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Staff Assessment plan # This is for consideration at a later date by the 

Executive Board in accordance with the Board^s resolution on this subject adopted 
1 

at its Seventeenth Session. None of the proposed adjustments in salaries, 

allowances or benefits is in any way dependant on the application of a Staff 

Assessment Plan<, 

Salaries of Regional Directors and Assistant Directorэ-General# The Director-

General does not recommend any changa in tho salaries established for these officials 
о 

by the Executive Board at its Seventh Session. 

Recruitment at P a l lovel. The Committee has suggested that an earlier 

recommendation of I0SA3 be ii^lemerited so that initial recruitment to the 

Organization is of young university graduates at the P # 1 level, with rapid and 

automatic promotion for them as they acquire competence. The possibilities of 

applying such an arrangement in WHO rertain as limited today as they were at the 

time the proposal was originally made by ICSAB* 

Medical and Hospital Insurance « A study is now in progress with a view to 

developing an improved Organization— wide sickness insurance plaiu At such time as 

the plan is perfocted appropriate changos in the Staff Rules, if any prove necessary, 

•will be made. 

Machinery for dealing with pay and, personnel problems. This is a broad 

policy matter for consideration by the Administrative Committee on Co-ordination as 

indicated in the joint statement of views of tho Executive Heads (Annex D ) , 

1 Resolution EBiy,R44 

2
 Resolution EB7.R35 
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ANNEX A 

SALARY REVIEW COMMITTEE 

The General Assembly^ 

Having considered the reports of the Secretary-General relating to salary 

differentials^ cost of living adjustments, and dependency allowances (A/C.5/632 and 

А/С.5/6З6) and the recommendations thereon of the Advisory Committee on Adminis-

trative and Budgetary Questions (A/3038 and 3039)， 

Believing that the United Nations system of salaries, allowances and benefits, 

which is based on a survey conducted in 1949, should be reviewed to determine what 

adjustments should be made as the result of experience since the system became 

effective¡ 

Taking Into account that the United Nations and a majority of the specialized 

agencies have developed a common system of salaries and allowances； 

1 # Decides to establish a Review Committee of eleven experts nominated by 
Governments to undertake a comprehensive review of the salary, allowance and benefits 

system of the United Nations and to report its findings and recommendations to the 

eleventh session of the General Assembly； 

2, Requests the Governments of Argentina, Denmark, Egypt, France, India, 

New Zealand, the Union of Soviet Socialist R e p u b l i c s t h e United Kingdom of Great 

Britain and Northern Ireland and the United States of America each to nominate an 

expert to serve on such a Committee； 

3, Requests the Secretary-General, in consultation with the heads of the 
specialized agencies 5 to invite two Member States which are members of the 
co-operating agencies but not of the United Nations, to nominate experts to become 

members of the Review Coimnittee; 
• • 

4ф Invites the co-operation of the specialized agencies in this reviewj 

5 # Requests the Secretary--General in consultation with the eleven Governments 

concerned to appoint a time for the convening of the Review Committee and to provide 

the necessary services and facilities for the work of the Committee; 

6. Requests the Secretary-General to transmit the report of the Review 

Committee to the specialized agenciesj 

Invites the Secretary-General and also the heads of .the specialized agencies 
to furnish any concnents they, may wish to make on the Report of the Review Committee 
prior to its consideration by the eleventh s es sien of the General Assembly. 
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DOCUMENT SUBMITTED BY DIRECTOR, PASB TO 

EXECUTIVE COMMITTEE, PAjSO. 10 SEPTEMBER 1956 

CONDITIONS OF SMPLOIÏÎENT OF REGULAR AND PROJECT PERSONNEL 

I. Background Information 

A , PASB/ATHQ Staff Regulations and Rules 

Since 1949 the PASB Staff Regulations and Rules have been essentially uniform 

w i t h those of W H 0 5 thus ensuring uniformity in the conditions of employment of the 

entire staff of PASB/fiH05 facilitating transfers of staff between PASB and WH0> and 

simplifying personnel administration within PASB/WHO. 

In 1953 major changes were adopted by WHO，and subsequently by PASB, concerning 

special conditions of employment for projcct personnel. These changes resulted in 

double allowances to some but n o t all of the field staff of PASB/WHO because regular 

staff assigned to projects received both those allowances and benefits granted to 

regular staff and those granted to project staff. This was contrary to the intent 

of the changes which were basically designed to offset the advantages of a career 

appointment (pension fund participation, repatriation grant, transportation of 

household effects, etc,) with certain allowances and benefits (project service 

allowance, dependents allowance， field equipment allowance) payable t o the short-term 

project staff. In the rapidly expanding programs of PASB/WHO, however 5 it was 

necessary to assign career (regular) staff to projects• The Director protaeffced the 

payment of d u a l entitlements to regular staff assigned to projects 5 but was told by 

W H O that this was required under the Staff Regulations and Rules and by decision of 

the United Nations Technical Assistance Board. 

B . Operating Problems Resulting from Differences in Benefits and Allowances 

In the two years between 1953 and 1955 it w a s necessary to assign twenty regular 

staff members to projects. These people received both project and regular staff 

allowances and benefits• This created three major personnel problem** 

F i r s t , those regular staff members assigned to projects in the same locality as 

other regular PASB/WHO staff were receiving an average of $ 1500 more per year for 

jobs graded at the same level. 

Second, w h e n it became necessary to reassign some of the regalar staff on projeots 

t o established posts they 5 quite naturally, objected to taking an average loss of 

1500 per y e a r . 

Third, project personnel who held only project staff appointments felt they were 

being discriminated against as they w e r e not granted thp benefits and allowances 

(pension fund participation, t r a r ^ —、 一 。 v " " . o l d effects，repatriation grant， 

etc.) held b y regular staff on projects. 
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The injustice of double allowances to some but not all of the field staff 

inevitably led to a severe degeneration of morale, reduced the flexibility of staff 

b y impeding movement between project and established posts, and enormously complicated 

administration of pay and other personnel actions. 

These operating problems concerning staff are typical of the matters requiring 

determination and agreement between the Director-General of the W H O and the Director 

of the P A S B , as established in Article 53 of the W H O Constitution and as reflected in 

the resolution concerning the Agreement between the W H O and PASB by the XII P a n 

American Sanitary Conference, 1947. 

C. Elimination of Dual Entitlements in PASB 

After appealing to the W H O for two years to correct this situation, without ацу 

results, the Director^ on 5 July 1955, altered Staff Rule 1140.1 to end dual entitle-

ments for all PASB regular staff henceforth assigned to projects. This action was 

confirmed by the Executive Committee in September 1955. 

In June 1956 the Executive Committee reviewed the matter of dual entitlements 

and (l) reaffirmed its earlier action suspending dual entitlements for PASB staff； 

(2) recommended "that the project staff as well as the regular staff be retained in 

their specific functions, their transfer from one function to another being avoided 

as far as possible until such time as their rights are made uniform," (3) requested 

the Director to continue his efforts to resolve permanently the situation of dual 

entitlements for regular staff members y and (4) recoirrniended "that the Director take 

the necessary steps to reach an agreement with the Director-General of the W o r l d 

Health Organization in order to achieve more uniform and favorable conditions of 

employment for personnel of the two organizations in the Region of the Americas 

II. W H O Proposals 

In response to repeated protests^ W H O recognized both the injustice of the 

situation and its inability to solve the problem promptly because of its connections 

w i t h the United Nations. W H O expressed a hope of getting action through the United 

Nations Review С opinât tee on Salaries，Allowances and Benefits • The statement 

submitted b y W H O to this Committee proposed a single system of salaries 5 allowances 

and benefits for all staff. The W H O statement did not emphasize the injustice of the 

present situation, b u t did make certain suggestions w h i c h , if accepted,^may largolv 

solve tho difficulty. 

There is of course no certainty that these proposals w i l l be accepted b y the 

Review Corroiittee or accepted and acted on b y the General Assembly this year # W H O 

headquarters feels that no unilateral action should be taken to change W H O conditions 

of employment on the eve of anticipated recommendations of the Review Committee. 
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The complete W H O proposal is contained in the publication entitled “ Statement by the 

World Health Organization to the Committee of the United Nations General Assembly to 

review the system of salaries， allowances and benefits of the United Nations and the 

Specialized Agencies" (May 1956)， which is distributed separately. 

I I L PASB Proposals 

In order to resolve the problem of dual entitlements with dispatch^ in equity^ 

and with full regard for the necessities of programme operations and the principles 

of good management 5 the Director proposed: 

1 . That the matter of different allowances and benefits be resolved within W H O . 

2 . That W H O Staff Rules should be amended to b e identical w i t h the revision of 

PASB Rule 1140,1 effected in July 1955. This would end any dual benefits for regular 

W H O staff assigned to projects. 

3. That salaries of regular staff be adjusted to compensate for project 

benefits and allowances, Irx this connoxion^ the Director wrote the Director-

General, WHO^ on 24 August 1955s 1 11 believe that immediate action on the matter of 

an adequate salary scale is equally as pressing as the elimination of inequities in 

the conditions of employment of project and regular staff. It is ny feeling that 

unless w e do something to raise our salary scale w e may find ourselves in a most 

serious situation in failing to maintain the quality and numbers of our regular 

staff. « 

The complete PASB proposal is corrtained in Annex I. 

In view of the above report, the Executive Committee may wish to adopt the 

following resolution; 

Proposed Resolution 

The Executive Committee, 

Having studied the report of the Director on the conditions of employment 

of regular and project staff of the PASB and the WHO (Document CE29/5), 

RESOLVES: 

To recommend that the Directing Council of the Pan American Sanitary 
Organization at its IX Meeting approve the following 
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Draft Resolution 

The Directing Council, 

Noting the proposals presented by tho Director to the Director-General of 

the W H O w i t h a view to achieving more uniform and favourable conditions of 

employment for personnel of the two organizations in the Region of the A m e r i c a s } 

Considering the proposals suti^ittod by the World Health Organization to the 

Committee of the United Nations General Assembly to Review the System of Salaries, 

Allowances and Benefits of the United Nations and the Specialized Agencies； and 

Recognizing that the W H O recommendations, if adopted, would provide moro 

uniform and favourable conditions of employment for regular and project staff, 

which is the objective the Pan American Sanitary Bureau is striving to attain, 

RESOLVES: 

1 # T o recommend to the Executive Board of the World Health Organization 

that in the event the United Nations fail t o authorize a more favourable and a 

single system of salaries, allowances and benefits for all staff in all 

programmes， it invoke its authority under Staff Regulation 3.2 so as to pormit 
u a n y deviation from the United Nations scale of salarios and allowances which may-

be necessary for the requirements of the W H O n . 

2. To authorize the Executive Committee at its 30th Meeting to appoint a 

subcommittee of three members w h o， in collaboration w i t h the Director of tho 

Bureau, w i l l review the action taken b y the United Nations Assembly; to 

authorize the Subcommittee, in the event the United Nations fails to authorize 

a single system of salaries，allowances and benefits for all staff in all 

programmes and the W H O Executive Board does not authorize such a system of 

employment, to take such steps as necessary to effect a single set of conditions 

of employment for b o t h regular and project staff. 

3 . To instruct the Director to undertake a comprehensive study of the 

salaries and other compensations offered to public health workers in the Americas 

and to present a report on this matter, together w i t h recommendations. 
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22 June 1956 

Dr M . G. Candau 

Director-General 

W o r l d Health Organization 

Geneva, Switzerland 

Dear Dr Candau: 

W e have just completed the 28th Meeting of the Executive Committee of the PASO 

which was held in Washington from 5 June to 13 June 1956, The Meeting, which 

considered the 1957 programme and budget, the financial report for 1955, the External 

Auditor's Report, and a number of other significant items, proved to be successful and 

was most encouraging both to the delegates and to the secretariat. 

Among the items treated at this mooting was the matter of the conditions of 

employment of regular and project staff, with particular reference to the dual 

entitlements for regular staff serving on projects. Y o u will recall that this matter 

was an order of business at the VIII Meeting of the Directing Council and the 27th 

Meeting of the Executive Committee held last f a l l e On that occasion the Executive 

Committee confirmed action in changing Staff Rule 1140.1 in order that dual 

entitlements for regular staff serving on projects be eliminated. purpose was a 

double one: (a) to remove inequity and (b) to prepare for improving conditions of 

regular employment. 

A t this 28th Meeting of the Executive Committee, Dr Fred J. Brady of the United 

States, who had been designated by the last meeting of the Executive Committee as 

Rapporteur to report on the conditions of employment, submitted a summary factual 

paper on this subject^ Dr Brady 1 s paper concluded w i t h the recommendation that the 

Executive Committee should await the action of the United Nations Expert Coznmittee on 

Salaries, Allowances, and Benefits in the hope that this Committee might offer a 

solution to the problem of dual entitlements. 

The Executive Committee considered available information on whether the Expert 

Committee would review the matter of dual entitlements, based on conversations with 

persons participating in ivS work* These conversations indicated that the problem 

of dual entitlements y as we know it, is not a serious problem in the United Nations, 

the UNTAA./ or for that matter, in specialized agencies such as F A O , UNESCO, or ILO. 

Consideration also was given to your report to the Expert Committee and it was noted 

the problem of dual entitlements was not treated therein. It seems evident，there-

fore, that the Expert Committee will not review this problem in detail and that 

accordingly, there will be no resolution of this particular matter b y this body*. 

I contributed a note to the Executive Committee on progress in the matter of the 

operation of Staff Rule 1140.1 since the September action of the Executive Committee 

and again called on the Executive Committee for instructions in rosolving this 

inequity. I attach hereto copies of these documents for your information. 
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The Executive Committee reviewed the matter of dual entitlements in considerable 

detail, in both plenary session and meetings of a working party, and unavoidably 

discussed somewhat the relationships between WHO Headquarters and Regional Offices* 

At the conclusion of these discussions, in which tho patent inequity of dual 

entitlements for regular staff on projects but not for regular staff at established 

offices was re-emphasized, the f o U o w i n g resolution was passed: 

••The Executive Committee, 

Considering that the Directing Council, at its VIII Meeting, recommended 

that the Executive Committee give special attention and stucty to Document CD8/36, 

'Conditions of Employroaat of Regular and Project Personnel in the PASO/WHO 1í 

Considering that the Rapporteur designated Ъу the Executive Conmiittee at 

its 27th Meeting has rendered a report on this subject revealing that variations 

exist in the conditions of emplcyment of regular and project personnelj 

Considering that the Agreement between the World Health Organization and 

the Pan American Sanitary Organization provides that the Рал American Sanitary-

Bureau shall serve as the Regional Office of the WHO for the Western Hemisphere, 

within the provisions of the Constitution of the World Health Organization] 

Considering that Article 53 of the Constitution of the World Health 

Organization provides that !the staff of the Regional Office shall be appointed 

in a manner to be determined by acreement between the Director-General and the 

Regional Director 1j and 

Recognizing that the present system of dual allowances creates a situation 
of inequality between regular and project personnel, a situation that affects 
their morale to the detriment of the task they are called upon to carry out, 

RESOLVES: 

To take note of the report submitted by the Rapporteur. 

2 . To recommend that the project staff as well as the regular staff be 

retained in their specific functions^ their transfer from one function to 

another being avoided as far as possible until such tine as their rights are 

made uniform. 

3 . To request the Director to continue his efforts to resolve permanently 

the situation of dual entitlements for regular staff members. 

4 . To recommend that the Director take the necessary steps to reach an 

agreement with the Director-General of the World Health Organization in order 

to achieve more uniform and favourable conditions of employment for personnel 

of the two organizations in the Region of the Americas." 
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А сору of the minutes of the plenary sessions on this matter are attached. 

The substance of this resolution is clear and from the debate on this matter it 

becomes apparent that the Executive Committee has evidenced its desire to see the 

conditions of emplqyment in the Amerioas based on the following major points: 

(1) the establishment of a uniform condition of employment for regular and project 

staff j (2) the elimination of the present inequity of dual entitlements and the 

establishment of a uniform condition of employrnent for regular staff at established 

offices and regular staff on projects j (3) the iinprovenient of the conditions of 

employment of all personnel in the Americas, and (4) regular WHO staff shall not be 

assigned to projects until such time as regular staff not on projects have the same 

rights as regular staff on projects. 

In keeping with the recommendation of the Executive Conimittee,工 am therefore 

reopening with you the matter of the conditions of employment for project and regular 

staff. I trust that an arrangement can be arrived at in the immediate future which 

will resolve the present difficulty in this Region and establish the basis for 

improved and equitable conditions of eirployment for WHO and PASB staff In the Jtoiericas» 

I feel certain that you recall your own very strong opposition to the specific 

problem of dual entitlements during your service as Assistant Director of the Pan 

American Sanitary Bureau and will agree with me that the present situation does not 

make for an effective management of our personnel or financial resources nor does it 

inspire staff morale^ 

From щу conversations m t h you .and our previous exchange of communications on 

this matter,工 believe that we are in agreement in principle that the dual entitle-

ment, as it exists in the present WHO staff rules and formerly existed in the PASB 

rules, should be eliminated. It would seem that all that is necessary is a method 

which would bring to bear the results we both desire, I appreciate that on many 

points the W H O is under a mandate to maintain a general pattern of staff rules and 

regulations similar to that maintained in the United Nations• I am informed, 

however, that the rulo and procedures establishing the dual entitlements are not 

basic nor founded in any agreement that WHO has with the United Nations or any other 

organization and that the matter of dual entitlements rests purely on administrative 

arrangements we have made within our own organizations and accordingly can be altered 

by a subsequent administrative arrangement. 

I think we can resolve the matter directly between the WHO and PASB and effect 

such a resolution with dispatch, in equity, and with full regard for the principles 

of good management. It is щу belief that a regular staff member should be available 

for service anywhere he is needed in the organization on the conditions established 

for international staff at the place of work. The first step, I believe, is a 

revision of the WHO staff rule 1140.1 for the Americas, identical to the revision of 

the PASB rule effected in September 1955. The second step should be to adjust all 

regular staff salaries and allowances to an equitable base and determine the means 

of establishing pension privileges for project staff. 
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Such an action would lift the present obstacles to tho ready transfer of regular 

staff of both WHO and PASB to projects of either organization. The present 

administrative impasse, created by the different staff rules 1140.1 for WHO and PASB 

will make for extreme difficulty in the ready trails fer of personnel between the two 

organizations and accordingly will make more difficult the realization of the many 

important objectives of the two organizations. The elimination of the dual entitle-

ments Ъу the WHO will facilitate operations, establish a more equitable basis of 

employment and serve as a meaningful step forward in the realization of the uniform • 

condition of employment w e both believe necossary far the more effective operation 

of the WHO and PASB. 

Sincerely yotcrs. 

(signed) 

Fred L« Soper 

Director 
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MINUTES OF PASO DIRECTING COUNCIL - ШО REGIONAL 

CCMMITTEE MEETING, 25 September 1956 

CONDITIONS OF EMPLOYMENT OF REGULAR AND PROJECT PERSONNEL (Document GD9/22 and 

CE29/5) 

M r S I M E O N (Chief, Division of Administration，PASB) presented .document 

CE29/5 on this topic. 

Since 1949, he said, the PASB Staff Regulations and Rules have been 

uniform w i t h those of W H O , thus ensuring uniformity in the conditions of 

of the entire staff of PASB/WHO, facilitating transfers of staff between 

and the W H O , and sljnplifying personnel administration within PASB/VHO. 

In 1953 major changes were adopted by the W H O , and subsequently by the PASB, 

concerning special conditions of employment for project personnel. These changes 

resulted in double allowances to some but not all of the field staff of PASB/ziHO 

because regular staff assigned to projects received both those allowances and 

benefits granted to regular staff and those granted to project staff. This was 

contrary to the intent of the changes which were basically designed to offset the 

advantages of a oareer appointment (pension fund participation, repatriation grant, 

transportation of household effects, etc,) with certain allowances and benefits 

(project service allowance, dependents allowance, field equipment allowance) payable 

to the short-term project staff. In the rapidly expanding programmes of PASB/WHO, 

however, it was necessary to assign career (regular) staff to projects. The Director 

protested the payment of dual entitlements to regular staff assigned to projects, 

b u t was told by the W H O that this was required under the Staff Regulations and Rules 

and by decision of the United Nations Technical Assistance Board. 

After appealing t o the W H O for two years in order to correct this situation, 

without any results, the Director, on 5 July 1955, altered Staff Rule 1140.1 to 

end dual entitlements for a l l PASB regular staff henceforth assigned to projects. 

This action was confirmed b y the Executive Committee in Septeittoer 1955, 

essentially 

eirployraent 

the PASB 



•EB19/51 
page 17 

Annex С 

In June 1956 the Executive Oommittee reviewed the matter of dual entitlements 

and; (1) reaffirmed its earlier action suspending dual entitlements for PASB staff; 

(2) recommended «that the project staff as well as the regular staff be retained in 

their specific functions, their transfer from one function to another being avoided 

as far as possible until such time as their rights are made uniform"； (3) requested 

the Director to continue his efforts to resolve permanently the situation of dual 

entitlements for regular staff members； and (4) recominended "that the Director take 

the necessary steps to reach a n agreement with the Director-General of the World 

Health Organization in order to achieve more uniform and favourable conditions of 

employment for personnel of the two organizations in the Region of the Americas ̂ 11 

In accordance w i t h the resolution of the Executive Committee, the Director 

submitted his proposals to the Director-General of the WHO# In turn, the W H O 

presented its proposals for the solution of this problem to the Committee of the 

United Nations General Assembly to Review the System of Salaries, Allowances, and 

Benefits of the United Nations and the specialized agencies» 

He stated that the document presented b y the W H O to the above Goirardttee had 

been distributed to the representatives for their information, 

Mr SIEGEL (Assistant Director-General, V/Ш) felt that, in order to understand 

the problem in all its aspects, one should examine it in the light of its 

relationship to the functions and objectives of the WHO« These are to carry out 

the directives of the Member Governments^ in accordance w i t h the W H O 1 s constitutional 

responsibilities， in the effort to improve the level of health of the peoples of 

the w o r l d . So as to cariy out these functions effectively and efficiently, the 

W H O must have a staff of highly trained^ specialized personnel^ in order to provide 

the governments -with the assistance they may request• To build u p such a staff of 

qualified personnel, it is necessary to have a system of salaries, allowance s д and 

benefits that w i l l be conducive to the recruitment and maintenance of that personnels 

He said that the Director-General of the W H D had asked him to inform the 

representatives that his yierws w i t h regard to this problem do n o t differ in any way 
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whatever from those of the Director of tho P A S B . Mr Siegel added that, following 

the 28th Meeting of the Executive Committee^ the Director of the PASB wrote a 

letter to the Dir e сt or-General of the W H O , whloh appears as annex to document СЕ29/5» 

He believed that the Director-General^s reply to that letter contained some references 

that might help clarify the problem, and he therefore proceeded to read the 

pertinent paragraph： "As y o u w i l l recall these two divergent systems of employment 

terms developed out of WHO'S participation in the Expanded Programme of Technical 

Assistance^ and from the fact that all organizations participating in this Prograinme^ 

except W H O , considered Technical Assistance project staff as a group of very 

temporary officials entirely separate from the regular staff• A s a participant 

in the Programme^ "WHO had no choice but to apply to its Technical Assistance project 

staff the terms agreed upon by the majority of the organizations, and furthermore, 

to avoid internal inconsistencies it had to apply to all project staff, irrespective 

of the funds from w h i c h paid, the terms accepted for Technical Assistance project 

staff. You -will recall that, at the inception of this Programme in 1 9 5 t h e 

differences in terms of employment between project staff and other staff were far 

more marked than at present» During the course of the past five years Ш 0 has 

consistently endeavoured, w i t h some success, through the co-ordination machinery 

of the United Nations to bring an ever larger degree of reconciliation between 

the terms of employment of the two groups of staff t W e made very significant 

progress in this direction in 1953^ when the present project terms of employment 

were established, and there have been recent indications in TAB discussions of , 

further developments in this direction. Even more significant, w e hope, w i l l be 

the consideration given to this matter by the Review Ooinmittee of the United 

Nations General Assenibly in connexion w i t h its study of the entire conditions of 

service of international staff 

M r Siegel then referred to the statement of the W H O to the Review Committee 

of the United Nations and read two paragraphs of the document relating to the 

subject under discussion, Paragraph 23 states: "Some of the problems enumerated 

b e l î ^ have been increasingly evident over the past two years to those responsible， 
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at Headquarters and regional levels, for WHO personnel management • It was the 

awareness of these difficulties which prompted the World Health Organization^ in 

concert with its sister organizations^ to suggest in CGAQ that a general review of 

salaries夕 allowances and benefits be undertaken in 1956，" He then readr： 

paragraph 27，as follows ？ "It requires no imagination to realize from the preceding 

description of WHO,s functions^ st-ructure and staffing that the insistent problem 

which underlies every aspect of personnel management in WHO is how to create, from 

such cultural and professional diversity； a single flexible staff of common purpose 

and discipline and how to keep that sense of common dedication and coimminity of 

interest sharp and stimolating throughout a staff :rysical2y dispersed, professionalQy 

heterogeneous^ and organizationally stratified^» No adjustment of salaries, 

allowances or benefits can dispose of that ргоЪЗвт, It is a challenge to every 

aspect of administration,, But the manner of constructing the system of remuneration 

and benefits can have a marked effect, for better or for worse, on what an 

administration can do in total about such a basic problem* Staff unity requires 

as a foundation an awareness that one system applies to all and a sense of 

satisfaction that the system deals equitably with varying conditions of service• 

It also will require regular^ large-scale rotation of staff, and. a system of pay 

and leave which makes such rotation possible 

Mr Siegel stated that before coming to Guatemala he had represented the 

Director-General at a second meeting of the United Nations Salary Review Committee， 

and also at an interorg^isational meeting held in New York， in which all the 

representatives of the United Nations and all its specialized agencies reached 

unanimous agreement on the recommendations to Ъе put to the Salary Review Committee 

dealing with a uniform system of conditions of service for staff of the 

international organizations • It is as yet impossible^ he said, to foretell what 

action the Salary Review Committee will take in this matter^ He added that the 

problem now under disoussicn exists not only in tío Region of the Americas but 

throughout the organization, and it is one that mu^t be resolved. He expressed 
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the hope that a solution will be found as a result of the co-ordinating machinery 

now in process through the United Nations • But if this is not the case, the 

Director-General of the WHO intends to request authorization from the Executive 

Board of WHO, at its meeting in Geneva next January, to аррДу a set of conditions 

based on the system that had been agreed to at the recent meeting of all the 

international organizations« 

In summary, Mr Siegel said that the primary questions to consider in this 

matter are that the functions and objectives of the health organizations should be 

carried out as effectively and efficiently as possible. As to the nature of the 

problem^ it consists in having a system that will facilitate the recruitment and 

retainment of an adequately qualified staff, internationally recruited， and the 

rotation of staff in all parts of the worlds He concluded by stressing the need 

to develop a set of policies for personnel administration with conditions of service 

providing for a common system of salaries, allowances, and benefits for all 

internationally recruited staff> under all programmes and all funds• 

Mr OLIVERO (Guatemala) underlined the importance for the PASO and the WHO, 

both technical organizations, to employ highly specialized staffs since the prestige 

of these organizations depends on the calibre of their personnels 

Dr HORWITZ (Chile) proposed that the Council proceed with the consideration 

of the draft resolution set forth in document Œ 2 9 / 5 • 

The SECRETARY read the draft resolution as follows : 

The Directing Council, 

Noting the proposals presented by the Director to the Director-General 
of WHO with a view to achieving more uniform and favourable conditions of 
emplqjrxnent for personnel of the two organizations in the Region of the Americas ; 

Considering the proposals submitted by the World Health Organization 
to the Committee of the United Nations General Assembly to Review the System 
of Salaries, Allowance s ̂  and Benefits of the United. Nations and the 
specialized agencies5 and 
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Recognizing that the W H O reoommendations^ if adopted, would provide 

more uniform and favourable conditions of enplcyment for regular and project 

staff, w h i c h is the objective the Pan American Sanitary Bureau is striving 

to attain, 

RESOLVES: 

1« To recommend to the Executive Board of the W o r l d Health Organization 

that in the event the U n i t e d Nations fail to authorize a more favourable 

and a single system of salaries, allowances, a n d benefits for all staff in 

all programmes， it invoke its authority under Staff Regulation 3 # 2 so as to 

permit папу* deviation from the United Nations scale of salaries and 

allowances w h i c h may be necessary for t h e requirements of the WHO€• 

2m To authorize the Executive Committee at its 3 0 t h Meeting to appoint 

a suboornmittee of three members w h o , in collaboration w i t h the Director of 

the Bureau, w i l l review the action taken by the United Nations Assembly; to 

authorize the subcoinmittee^ in the event the United Nations fail t o authorize 

a single system of salaries, allowances, and benefits for all staff in a l l 

programmes, and the W H O Executive Board does not authorize such a system of 

employment, to take such steps as are necessary to effect a single set of 

conditions of employment for both regular and project staff. 

3» To instruct the Director to undertake a coirçxrehensive study of t h e 

salaries and other compensations offered to public health workers in the 

Americas and to present a report on this matter, together w i t h reconmiendations 

Dr ESTRELLA RUIZ (Peru) asked for clarification of the meaning of the third 

operative clause and, in particular^ wanted to know to what sort of public health 

staff it referred, 

Dr SOPER (Director, PASB) explained that the survoy would cover the situation 

in general of public health personnel in the hemisphere, He stated that in the 

countries where the Bureau carries out its activities, economic conditions differ 

greatly from one country to the other, and he felt that a survey of the present 

situation w i t h respect to public health personnel throughout Ainerioa would be of 

benefit to all countries. 

The CHAIRMAN put t h e draft resolution to a vote* 

Decisions Tho draft resolution in document CE29/5 w a s unanimously 

approved. 
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STATEMENT OF THE JOINT VIEWS OF THE SECRETARY4JENERAL OF THE 
UNITED NATIONS, THE D m E C T O R S - G E N E M L OF THE 工 U N E S C O AND WHO^ THE 
ACTING DIRECTOR-GENERAL OF FAO AND THE SECRETARY-GEMERAL CP ICAO ON 

THE REPCET OF THE SAIARI REVIEW СШМ1ТТЕЕ1 

By resolution 975 (X) the United Nations ï General Assembly established a 
Committee charged with undertaking a comprehensive review of the United Nations 1 

salary^ allowance and benefit system. In so donjig^ and by the same resolution^ the 
General Assembly invited the Secretary-General and the Executive Heads of the 
specialized agencios to present to the Assembly their coiranents on any recommendations 
made by this Committee, for the consideration of the Assembly^ prior to its 
eleventh session,, in oxamining 七Ь.э Review Oommittee^ reports 

2. The Secretary-General^ tho Dii*ector s -General of IbO, UNESCO and "WHO，the 

Acting Director-General of FAO, and the Secretary-General of IGAO have consulted 

together as to the most useful m n n e r in which they might respond to this 

invitation, în vieT/T of the iirporfcance which we all attach to unity of action 

among the organizations -with respect to masters of salarios^ allowances and benefits^ 

and in the interest of assisting the General Assanibly and th© appropriate 

legislative bodies of the specialised agencies in oxaminlng the recommendations 

of the Review Committee, w e , tho Executive Heads of the sa named organizations have 

prepared the following statemant of our joint views on tho Review Committee 1 s 

recommendationsл This statemont is respectfully submitted to the United Nations ! 

General Assembly in accordance with the provisions of resolution 975 (X), and it is 

the intention of the Executive Head of each of the specialized agencies nientioned 

to present the same statement to his own legislative body in transmitting the 

report of the Review Corrmiittee# 

VJe would^, first of all， record our appreciation of tho thorough and searching 
manner in which the Committee has conducted its inquiry into what is necessarily 
a broad and complex subject^ W e are equally appreciative of the constructive 
spirit in which the Coranitfcee ̂ s task has been approached and its conclusions 
presented and of the fact that throughout its deliberations the fullest opportunity 
was afforded representatives of the organizations to present information^ to submit 
proposals^ and to give their reactions to ideas which the Committee provisionally 
formulated at different stages of its work^ The examination of the Committee

l
s 

report and the understanding of its recommandations have been greatly enhanced 
by the free exchange of views between the Committee and the representatives of the 
organizations during the course of the Committoe Js work• 

4 , The Oommittee ̂ s findings have been careful3y and thorouglxly studied in the 
weeks since the Committee finished its work， It is oior unanimous conclusion from 
this examination that the CommittGe- s rocoimnondations^ in general^ provide a 

1 
The special positions of the International Monetary Fond, the International 

Bank for Reconstruction and Development， the World Meteorological Organization, the 

International Telecoimmmlc^ti.on Union and the Universal Postal Union are not 

covered in this statement 9 
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sound framework on which to construct a balanced and -workable system of salaries, 

allowances and benefits capable of general application to all of the programmes for 

which we are responsible. 

We particularly welcome the support which the Committee has given， in its 

comments and recommendations， to the retention and strengthening of the common system 

of salaries， allowances and benefits to which we attach so much importance. We are, 

at the samo time, in full agreement -with the .Committee that maintenance of a coirarion 

system should not require such a degree of uniformity and simplicity in our 

arrangements as t o exclude that degree of flexibility which is necessary to meet 

exceptional problems in a practical wayP 

On th© subject of the general level of salaries for professional staff in 

the secretar iats, we must, at the out со t^ express a ¿trieras reservation regarding 
the assumptions which the Review Conunittee appears to have made and regarding certain 

of the Committee !s conséquent recoirmiendations on this subjects The Oommittee quite 

correctly points out that an evaluation of pay scales cannot be disassociated from 

consideration of recruitment and personnel policies and other non-financial factors. 

Proceeding from this generally accepted relationship it has expressed the specific 

view that "the existing scales are still adequate to retain at Geneva staff of the 

highest degree of efficiency, competence and integrity recruited on as wide a 

geographic basis as possible" „ A s a consequence,, the Committee has recommended 

continuation of the present spJj^y structure in substantially unaltered form. This 

means^ in effect^ that the salary structure w i l l not fully reflect such changes in 

the purchasing power of money as have occurred in the intervening five years since 

the present scale was established^ 

7r We believe that legislative bodies in examining this conclusion of the Committee 

will w i s h to give attention to the relevant evidence on this matter which the 

organizations presented to the Committee, and which is summarized in Annex A of the 

Committeeis report. According to this evidence the recruitment position w a s 

marginally satisfactory at the moment in time when the Review Committee began its 

deliberations, but attention w a s drawn to serious difficulties which were looming 

ahead and which might well inhibit recruitment and retention of fully* qualified 

staff from certain areas with consequent difficulty to the Executive Heads in 

meeting their responsibilities in this respecto Thas^ basic scales formulated 

in 1949 and adequate at that time, could now be considered as adequate only if^ 

as a miniimim, their real value were maintained by the application of cost-of-living 

adjustments in the maimer originally envisaged^ 

8 . The Review Committee 1 s recommendations clearly do not maintain even this 

minimum position. On the contraiy^ the proposal that the base scales remain 

unchanged，and that the base date be moved forward to 1 January 1956 constitutes 

an indirect reduction in the present effective emolmnenfcs of the international 

service， and could well, in the light of developing conditions > have the effect of 

requiring a further examination of basic scales at a much e ax lier date than would 

otherwise be necessary. 
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9 , We take this opportunity of re-affirming our frequently stated view that Member 
Governments are ably and loyally served by the secretariats of our several 
organizations, and that while the possibility of improvement will always exist, the 
standards of secretariat performance so far achieved give cause for considerable 
satisfaction. Charged as w e are under the United Nations Charter and the 
Constitutions of the specialized agencies, with the specific responsibility of 
securing and retaining staff of the highest standards of efficiency， competence and 
integrityд with due regard to their selection on as wide a geographical basis as 
possible, we must view with serious concern any action that would have the effect 
of lowering the standards so far achieved or of making their progressive inçrovement 
more difficult• 

10» In this connexion we feel obliged to call to the attention of the General 

Assembly and the legislative bodies of the specialized agencies the fact that the 

elected staff representatives have reported a deep disappointment in the total 

effect of the Review Coimnittee ‘ s proposals, p a r t i c u l a r ^ in the failure of these 

proposals to match the increase that has occurred in the cost of living since the 

present salary 双stem was adopted and to keep pace with the general increase in 

real income that has occurred in many places during the post-war years, 

1 1 , While making these reservations regarding the Committee ‘ s conclusions on 
salary scales, we nonetheless recognize that the emoluments in their totality which 
hav'e been recommended by the Committee^ besides constituting a more rational and 
coherent system, provide for welcome improvements in respect of such matters as 
dependency allowances, determination and administration of post adjustments, sick 
leave, death and disability benefits， medical and hospital insurance and a nuiriber 
of other conditions of service 4 

12• In addition to these general comments we have a nuiriber of more detailed 
expressions of view on the Coimnittee1 s specific recommendations « For convenience 
we have arranged these in the same order and under the same headings as the 
Committee has used in its summary of its conclusions (Chapter 2 of the report of 
the Committee)• 

The base of the common system 

I3# The proposed change of the base of the international s scale from New York 
to Geneva is accepted» It is noted that the change in the from New York to 

Geneva is expected to have the effect of reducing the nuiriber of minus adjustment 

areas as compared with the nuiriber T^iich would have obtained had New York been 

retained as the base. We have already called attention, in our comments above, 

to the implications of the proposed base date of 1 January 1.956. 
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Organization and classification of staff 

1 4 . We agree with the Review Committee !s conclusions that there are certain classes 
of posts presently classified in the professional category which it would be more 
appropriate to transfer to an extended general service category, and that greater 
uniformity is required in the application of grading standards among the organizations• 
Both matters have been placed on the work programmes of the organizations for early 
study* and co-ordinated action in line w i t h the Committee's recommendations. 

Non-Financial Factors 

1.5� We have noted with considerable interest the Conmiitte©1 s chapter dealing with 

the non-financial factors which enter into the effectiveness and morale of 

international staffs and the Comrrdtteo ‘ з that these factors usually play a 
larger part in tho problems of recruitment and retention of such staff than they do 

in national administrations^ We recognize the importance of these factors and 

shall continue to give our personal attention to them, including the continued 

exchange of experience in these matters through the ACC machinery. 

Staff Assessment Plan 

16。 The Committeets recommendation on this subject will be brought to the attention 

of the appropriate legislative bodies of those Organizations not already having a 

Staff Assessment plan» 

Base salary scales for professional category and above 

17, It is noted that the Committee 1 s proposals provide in general for the 
continuation of the existing salary ranges for the professional and director 
categories. We have expressed above our hesitation on this recommendation in 
generals In addition we wish to suggest two modifications and one necessary 
interpretation^ regarding specific rates recommended, 

18. With respect to the point of interpretation, it is understood that the suggested 
reduction from |4800 to $4600 in the entrance rate of the P,2 level is to be 
regarded only as an exception to tiie existing position and would аррДу to the ‘ 
proposed "career" appointments at the P t tl level having automatic promotion to P # 2 
within one or two years • 

1 9 . In keeping with the Committee * s view that the D 9 2 level is the top of the career 

sarvice^ a slight modification in this proposal would be warranted in order to 

maintain the possibility of some rcccgiiition for contdnu.ing service at this level as 

at other levels• We recommend^ therefor^ that a limited salary range be established 
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for the D,2 level consisting of three steps, the entrance rate being $12 000 (which 

is less than the fixed rate of $12 500 proposed by the CoiTimittee) and tho two 

additional steps being $12 500 and $.13 000- The service time for increments 

would be two yearst> 

20» We appreciate the desire of the Coranittee to alleviate the problem created 

when staff metóbers occupying posts at the Po3 level reach the maximum of the grade 

and though qualified for promotion cannot in fact be promoted because no suitable 

vacancy exists at the P„4 level， The Committee ?s proposal in this respect would, 

of course, be of particular assistance if this problem were in fact confined 

chiefDjr to posts at the Р̂З level» In truth the problem eccists at all levels from 

P„1 to P.4 in varying degrees in all the organizations « It is our view, therefore^ 

that it is only by applying the Committee，s proposal for two longevity increments 

(vith two year waiting periods) to all levels from РД through P f 4 > that the varying 

requirements of the different agoncios can be mot on an equitable and practicable 

basis• 

21# We shall each be dealing separately with the matter of the remuneration of the 
top echelon staff (above ^ n o e it is a subject of individual organization 

concern in the light of the differing structures， functional responsibilities, 
traditions and legislative histories of each organization. 

Salaries of professional staff at offices away from Geneva 

22• In our opinion the new system of ”post adjustments'* recommended Ъу the Committee 
to replace the present system of initial differentials and subsequent cost-of-
living adjustments constitutes on balance a useful improvement in that it affords a 
simplified approach and takes into account the'necessity of bringing broad judgement 
to bear in the application of statistical data» 

2 3 . The individual recommendations made by the Salary Review Committee regarding 

the initial post adjustment classification of each of the headquarters locations 

will,au necessary，be the subject of comment by each Executive Head to his 

legislative body» The organizations -will jointly take appropriate steps to 

establish suitable classifications for other duty stations^ in fact^ preparatory 

work to this e n d is already under way» 

24« We are gratified to note that the Coranittee has recognised the existence of 

"hardship" situations in certain field locations and has advocated consideration 

Ъу the organizations of special measures for staff at such locations<> 
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Adjustmerïbof salaries of pro^essiGnal stafí^ after the base date 

с ¥g would emphasize the Committee?s recognition of tho need for quick and 
flexible action in applying the system of post adjustments to the numerous field 
s t a t i o n s ^ and t h e need for Executive Heads to continue to have d i s c r e t i o n ^ a c t i n g 
i n consultation,, to proceed as circumstances requirec 

26, As regards heaclqmrters locations^ we are aware that the legislative bodies 
of some organizations have maintained tho practice of specifically authorizing each 
salary adjustment in advance^ wliile legislative bodies of certain other organizat ions 
have，in acooi^danco vith the roquiroraonts of t heir aro cit-aations^ given a general 
a u t h o r i s a t i o n b a s e d on t h o g o r a r n i n g p r i n c i p l e s f o r c o s t - o f - l i v i n g a d j u s t m e n t s ^ f o r 
bhe application oS adjustmonts when corta•�n spocdfied circumstances arise* 

Review of existing cost-of "living stetistic-s 

27O We jointly support the Ooramittee Î S rsconimsndation for the strengthening of the 
statistical services of the ijnited Nations (which would involve also special 
arrangement s with the 1LC) in connoxion >rith the compilation of cost -of -living 
statistics relating to international c i v i l servants in different l o c a l i t i e s , This 
will invclve certain budgetary implications on vhich proposals will be submitted 
following farther- inter -organization consultations, 

ita-oos of pay for the General Sc^/ice ca.tega.cy 

28 p It 1.3 useful to have confirmation by tho Goinmitteo that, for the General 
Service catecoiyj salary ratos should с ont irme to Ъо fixed on the basis of the best 
prevailing local conditions » Tho exporionce of the organizations supports the 
Committee ? s judgement that this system provides a satisfactory framework for 
establishment of suitable General Service salary scheduios at individual duty 
stations о Arrangements are being inade for the furt.her study of the points 
mentioned by the Coinfiittee (inoluding non-rosidants allowance) <, 

Pens.ionable scales 

29o WQ would toko this occasion to uadorlino the ooncern which the Committee 
evidenced regarding a problem of increasing seriousness which arises from the fact 
that the pensionable pay of certain 3taff•ia lower than the pensionable pay of 
corresponding jobs in their own countriesu Tills position stems, at leas'i in part, 
from the fact that pensions under the United Nations system are based on net pay^ 
whereas elsewhere pensions агэ on the basis cf gross rates^ This problem, as posed 
by the Comiuittoe^ certainly requii'os xurihcr ouiisidercition^ Having regard^ 
however ̂ to the important admini strativo and buclgG bary issues involved, the matter 
should be dealt with initlaJ.ly through ACQ rather than diroctly in the Joint Staff 
Pension Boards 
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Dependency allowances 

3 0 . One of the Committee 1 s most welcome recommendations is that the dependency 
allowances at present being paid to professional staff in New York and Montreal 
(and in varying degrees at some other duty stations) should be retained and 
extended uniformly， on a consolidated basis, to professional officials at all 
other duty stations. While maintaining the view that it would be more logical to 
fix the allowances for all recognized primary dependants at $300^ in line with the 
established practice of many national governments in fixing t h e i r exemptions f o r 
dependency in the national income tax structures, we do not, at this stage, press 
for such a modification of the Review Coiranittee^s proposals• 

3 1 . The Coiranittee ̂  s emphasis on the importance of careful definition of «dependen^» 
is not misplaced^ particularly in the light of the recommendations regarding 
dependency allowances. Questions of definition of dependency have, however, always 
proved a difficult aspect of personnel administration and we are, therefore, 
instituting a further study of this matter in the interest of an early but carefulHy 
drafted definition. 

Education Grants 

3 2 . We welco.iiG the Conmiittee! s conclusion that the provisions regarding the 

education grant,, adopted provisionally by the United Nation's General AssQirib3y and 

also by the legislative bodies of I L O， F A O and ICA0> should be confirmed as a 

continuing arrangement^ and adopted by the other organizations • 

33. Due note is taken of the Committee's observation that care i s needed in 
administering the relevant rules to ensure that the grant is not paid in cases 

where no real extra cost falls on the staff member as a result of his accepting 

employment in the organization. 

Installation grants 

34» We concur in the Committee
1
s re commendations # 

Conditions of Service of non-career (fixed^term) staff 

35 • With regard to the observations of the Oommittee on the employment of a 
greater proportion of staff on a fixed-term basis, especially in eannexion with 
secondment from government, universities and similar institutions, it is to be 
recalled that the Secretary-General of the United Nations has on earlier occasions 
indicated to the General Assembly his intention to make somewhat increased use of 
fixed-term staff. It is also to be noted that the specialized agencies already 
take advantage of this possibility to varying degrees• We are of the opinion that 
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the extent to which this device can be used in each organization must continue to 

depend on the particular circumstances and on the balanced judgement of the'Executive 

ТЛ̂Л tuo Organization. The decision on the use of fixed-term staff is not 

primarily a matter of finding suitable posts for this purpose, but rather the 

balanced judgement of whether a fixed-term appointment would be advantageous in 

the filling of a particular vacancy at the time the vacancy occurs. W e believe 

firmly that it would be a mistake to fix any exact proportion of posts which should 

be filled on a fixed-term basis. 

36. Comments regarding the other proposals under this heading appear below under 

the heading "Reconciliation of Varying Conditions of Service"• 

Medical and Hospital Insurance 

37. We are grateful for the Committee 1s suggestions regarding the improvement of 

medical and hospital insurance. Further specific action will be required on the 

part of those Organizations which have not yet adopted schemes achieving the 

standards of coverage and benefits envisaged by the Committee. 

Compensation on Separation 

38. We concur in the Committee !s proposals. 

Annual leave 

39• We endorse the Corranittee*s conclusions. 

Home Leave 

40. W e support the Committee 1 s recommendation for the two-year cycle of home 

leave and its reo ornmendati on that travel time on home leave should normally be 

limited to air travel time, subject to administrative discretion to avoid inequities. 

S:ck leave 

41. We concur in the Committee's recommendations. 

Maternity leave 

W e would accept the Committee f s recommendation that the period of qualifying 

service for maternity leave should be one year. We do not feel able to support, 

however, the recommendation that the second six weeks of such leave should be at 

half pay. The established social practice at certain duty stations, as well as 

the fact that the impact of any reduction in such benefits would f in practice, fall 

most h e a v i l y on the staff in the General S e r v i c e category, seems to warrant retention 
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of the present entitlement of twelve weeks ! full pay. It Is also noted that 
reduction in pay in the period following confinement would hardly be consistent 
with the International Labour Conference Convention regarding the employment of 
women before and after childbirth which establishes the standard that absence 
during a period of at least six we^ks after confinement should be compulsory. 

4), Although the point was not suggested by the Review Committee, we would 

recommend that annual leave should not accrue during periods of paid maternity leave. 

Travel Conditions and Subsistence Allowances 

44. The C o m m i t t e e ^ observations regarding accommodation during official travel 
and on subsistence rates during extended trips are noted. Experience has 
demonstrated that administrative details of this sort cannot be effectively dealt 
with by comprehensive legislative action. Travel rules and arrangements are 
currently the subject of inter-organization study and review. 

Other Allowances and Benefits 

45. We would agree with the conclusions of the Committee that no changes are 
required. 

Reconciliation of Varying Conditions of Service 

46. Very early in its deliberations the Review Committee recognized the importance 
of developing a workable plan for the unification of divergent conditions of service 
as between different programmes # It therefore invited the organizations to make 
proposals to this end. The views thus expressed Jointly by the organizations in 
response to the Ccanmltfcoe1 a invitation are reflected in the Committee's reccxnmendations； 

47. We are grateful to the Salary Review Committee for the careful attention it 
has devoted to the matter and feel that the Committee has rendered a very important 
service in formulating recommendations which afford a sound foundation for unification 
of conditions of service. 

48. The Committee f s proposals have been carefully examined in the light of actual 
circumstances in the several organizations, and while it is clear that these 
proposals afford a satisfactory general solution it appears that certain modifications 
of details in the Committee

1
 s scheme are necessary to facilitate its implementation. 

The necessary adjustments, which are proposed in the interest of administrative 
feasibility or to ensure a more equitable application, are outlined below. We are 

of opinion that, with these modifications, the plan will meet the varied needs of 
the organizations and the exigencies of the programmes, although it is recognized, 
of courseл that further modifications or improvement may prove necessary in the 
light of experience acquired in its application. 
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Type of appointments 

49. In so far as there are to be differences i n terms of service because of 
differences i n type of appointment, somewhat more precis ion i s required than i s 
contained i n the Committee's report, and for the purposes of th i s statement the 
fol lowing def in i t ions are agreed: 

(a) "long-term" s ta f f are to be defined as s ta f f on a fixed-term 
appointment of f i ve years or more and s ta f f on appointment without 
time l im i t ("permanent", indeterminate*1, " indef in i te" and ,lprogramme,,

# 
inc luding probationary periods under such appointments)； 

(b) "intermediate-term" s ta f f are those serving on fixed-term 
appointments of one year or more, but less than f i ve years 
(including staff seconded to the Organizations for such fixed 
periods)； 

(c) 11 short-term" s ta f f are those serving on fixed-term appointments 
of less than one year. These are not dealt with in this document. 

50. “Intermediate-termK s ta f f who complete f i ve years of continuous service and 
who are continued under an appointment providing for further service of at least 
one year should be converted, on the completion of f i ve years1 service, to the 
conditions appl icable to "long-term" staff> 

Death, d i s a b i l i t y and retirement benefits 

51. "Long-term" s ta f f , as defined above, should, as recommended by the Committee> 
participate in the Staff Pension Fund. 

52. "Intermediate一term*1 s ta f f should^ as the Committee has suggested, be covered 
for death and d i s ab i l i t y benefits to the same extent as part ic ipants i n the Pension 
Fund, but would not earn retirement benefitsФ The death and d i s a b i l i t y protect ion 
for these s ta f f might be effected through a spec ia l arrangement with the Pension Fund 
or by some other form of 0overage, 

53. "intermediate-term" staff on becoming wlong-term" staff, or on being converted 
to the terms for such staff as provided above, should become part ic ipants i n the 
Pension Fund as from the date of conversion, and should have the right to val idate# 
for retirement benefits, prior continuous service during which they have been 
covered for death and d i s ab i l i t y only. The costs of va l idat ion are to be borne 
jointly by the staff member and the Organization in the ratio of one-third to the 
s ta f f member and two-thirds to the Organization. 
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54# We propose that the cost of the death and d i s a b i l i t y protect ion fo r w intermediate-
term" staff should be borne Jointly by the staff member and the Organization,, in the same 
r a t i o as the cost of Pension Fund par t i c ipat ion , one-third by the s ta f f member and 
two-thirds by the Organization， as against the Committee's recommendation that the whole 
cost be borne by the Organization, 

55• In addit ion to these provis ions against death and d i s a b i l i t y from any cause, a l l 
s ta f f s \diether "long-term" or 11 intermediate-term" should be protected by the OrganizationT 

uniform compensation scheme fo r serviee- incurred r i s k s , the above benef i ts being taken 
into account i n f i x i ng the compensation. 

Service benef i t 

5б# I t had been understood that the service benef i t (ca l led by the Committee "severance 
benef i t ") was to be aooarded ttIntermediate-tenn" s t a f f by reason of the temporary nature о 
t h e i r employmentf i t being almost universal personnel pract ice to o f fe r some addit ional 
benef i t t o persons temporarily employed over those i n "long-term” serv ice. This i s done 
not only as a matter of a t t rac t ion of s t a f f to such t^nporary service, but a lso as a par t i 
subst i tute f o r certa in soc ia l secur i ty benef i ts which tflong-termw s ta f f enjoy. Viewed i n 
t h i s l i g h t ， there does not seem to be any par t i cu la r l og i c i n paying th i s benef i t a t 
d i f f e ren t rates to expatriate and nc»i^-expatriate s t a f f . Consequently i t i s proposed that 
w intermediate-term" s ta f f should be granted a service benef it i n the amount of of annua 
salary^ f o r the ent ire period of serv ice, payable on separation, provided there i s at leas 
a year of serviceл I f , on the contrary, the status of suoh a s t a f f member becomes con-
verted to that of "long-term" s t a f f , he should not have any entitlement to payment of the 
service benef i t , (He however would acquire the r ight to va l idate suoh p r i o r service 
fo r retirement purposes), A s t a f f member earning entitlement towards a service benef it 
might, with the approval of h i s Organization, be allowed to draw advances against h i s 
accrued sei*vioe benef it entitlements i n order to make payroents to a home pension schemej 
on presentation, from the home pension scheme, of evidence that such payments are due. 
Should such a s t a f f member subsequently be converted to the terms appl icable to "long-term 
s t a f f , he would be required to refund such advances. 

57. I t i s to be noted that the proposal of a service benef it of 6% would represent a 
considerable есопсмпу over the Committee's proposal of two weeks' pay (approximately 
4 多 of sa lary) f o r non-expatriates and four weeks' pay (approximately of salary) 
f o r expatr iate s t a f f , since 90^, or more, of s t a f f to whom th i s benef it would apply 
would be i n expatrioctc serv ice. 

Repatr iat ion grant 

58. The provis ions of the repat r ia t ion grant should apply only to "long-term" s ta f f as 
defined above. However, on conversion of an appointment from an “intermediate-term" 
to a "long-term" basis, p r io r continuous service under the new condit ions, i f otherwise 
qua l i fy ing, should be credited towards ult imate repatr ia t ion grant entit lements. 

1 P o r t h i s
 Purpose defined as that portion of earnings which would be pensionable 

i f a par t ic ipant in the Pension Fund. 
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Assignment allowance 

59. The Committee has suggested a table of assignment allowances providing 
d i f fe rent amounts for s ingle s t a f f , s ta f f accompanied by dependants and s ta f f 
unaccompanied by dependants. Por the second group the Committee suggested paying 
an allowance plus "actua l and reasonable costs of storage of furni ture"• This 
rather complex arrangement would give r i s e to very serious administrat ive d i f f i c u l t i e s 
pa r t i cu l a r l y with respect to the large number of s t a f f recrui ted under voluntary fund 
programmes fo r temporary f i e l d assignments where the assignment allowance would be 
pr imar i ly appl icable• I t would also have quite unpredictable f i n an c i a l e f fects since 
the cost of storage could not be ant ic ipated with any prec is ion and would have quite 
e r ra t i c incidence with respect to the various s ta f f members concerned. In our view, 
a more economic and far preferable administrat ive arrangement would be that of paying 
the assignment allowance at a spec i f ied rate for those s ta f f members who d id not 
have primary dependants, and at another agreed rate for those who had such dependants, 
i r respect ive of where those dependants might be. Further, as a matter of p r inc ip le , 
i t i s d i f f i c u l t to estab l i sh any c lear d i s t i n c t i on i n the degree of d i s loca t ion 
occasioned between fami l ies which are dis located by being divided, as compared with 
fami l ies d is located by being temporarily displaced as a un i t . 

60. In view of the var ie ty and complexity of the s i tuat ions to which the scheme of 
assignment allowances would apply, i t w i l l be Impossible to determine with any 
prec is ion what are appropriate rates short of several years' experience with the 
operation of suoh a plan. Any rates which are adopted must, therefore, be considered 
prov is iona l . A tes t appl icat ion of the rates i n columns 2 and 4 of the Committee1s 
proposal has, however, indicated that some adjustments would be essent ia l even at 
the incept ion of the scheme. The tes t experience has shown that the substant ia l 
d i s t i n c t i on made i n th i s allowance, between s ta f f with and without dependants when 
coupled with the d i s t inc t ions made elsewhere i n the Committee's proposals with 
regard to dependency, resu l t s , i n t o ta l , i n a d i s t i n c t i on between s ing le s ta f f and 
those with dependants which i s , perhaps, excessive. Also i t would appear that the 
Committee's proposals with respect to lower grades of s ingle s ta f f would resu l t i n 
rather heavy reductions i n the t o t a l emoluments of a large number of s t a f f now serving 
i n the voluntary programmes under ex i s t ing terms of employment. Even i f present 
s ta f f were protected th i s would have s ign i f i can t impl icat ions fo r future recruitment. 
F i na l l y , i t i s agreed that the maximum f igure might be s l i g h t l y reduced, and that 
rates might be establ ished by grouping of grades since the d i s locat ion factors being 
compensated are not c l ea r l y dist inguishable by ind iv idua l grade levels# 

61. For these several reasons, and i n the in teres t of administrat ive s imp l i c i t y , 
we bel ieve that the fo l lowing table of rates would be a sounder basis on which to 
begin the new scheme. 

P.l 
P.3 
P.5 
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Implementati on 

62. The implementation of these recommendations w i l l require carefu l jo in t planning 
by all the Organizations, extending over a period of months. Many of the changes 
cannot, therefore, be put into effect until some future date in 1957 or early 195B. 
Implementation dates will be agreed in advance and necessary measures will be taken 
to ensure uniformity of application of the various parts of the plan. 

Local Costs Scheme under the Expanded Programme 
of Technical Assistance 

65. The Organizations are aware that the proposed changes in conditions of service 
for Technical Assistance field personnel have implications for the local cost plan 
in operation under that programme. In our view the proposals in no way prejudice 
the arrangements of that plan, but they may offer a contribution to the re-examination 
already under way of the manner of calculating assessments of governments under that 
plan on the basis of a more logical participation by the governments# 

Financial Implications for the Expanded Programme 
of Technical Assistance 

64. The Review Committee has set out the financial effect of its recommendations 
in Annex E to its report. Our proposed changes in the Committeex s recommendations 
regarding reconciliation of conditions of service under different programmes have 
significant financial effects only in respect of the Expanded Programme of Technical 
Assistance. The following additional budgetary calculations for this programme 
are therefore supplied. 

65. On the basis of the present project pay-roll of the Expanded Programme of 
Technical Assistance, the revised cost estimates of the various elements In the 
reconciliation plan are as follows2 

US dollars 
per annum 

Death and disability coverage • • 
Service benefit 
Assignment allowances 
Post adjustments (net) 

587 000 
777 600 

2 022 000 
120 000 

3 5 0 6 6 0 0 

Savings from abolition of present 
project service allowance . . . 3 140 000 
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ÜS dollars 
per annum 

Net increased cost of reconciliation 
proposals set out above • . • • • 166 600 

Net increased cost of Committeef s 
proposals 330 000 

Savings as compared to Committoe^s 
,proposals • • . 1 6 3 4 0 0 

66. It should be noted that these figures do not include the cost of the increased 
dependency allowances recommended by the Committee for all staff. These recommendations 
are not part of the reconciliation proposal but would involve a charge to the Expanded 
Programme of Technical Assistance of $ 1)斗 ООО. 

Date of Application and Assimilation of Staff to New Conditions 

67. We believe strongly that some of the basic changes vâiich are susceptible of 
oarly application should be made effective for established office staff, even if 
retroactively, as from 1 January 1957, as the Committee has recommended. This 
would include decisions regarding base pay, post adjustments in the main headquarters 
stations, and dependency allowances. Certain other matters, not so directly related 
to the basic salary structure, while agreed in principle, require further study and 
inter-agency consultation before being implemented„ 

68. The most difficult area of implementation, from the standpoint of application 
in detail, is undoubtedly the reconciliation of conditions of service for staff 
serving under different programmes, Extensive inter-agency discussions will be 
essential, particularly to assure uniform application to experts serving under the 
Expanded Programme of Technical Assistance. We have, therefore, arranged that 
inter-agency consultations on the details of reconciliation be undertaken early in 
I957 with a view to putting the new system into effect as soon as administratively 
feasible. 

69. We welcome and endorse the broad principles recommended by the Committee that, 
in the assimilation to the new conditions, protection should be given existing staff 
members whose pay under the old conditions would exceed the total under the proposed 
conditions. 

70. This would be interpreted in practice as meaning that if, as a result of the 
Committeef s recommendations^ there might result a reduction in pensionable remuneration, 
the difference would be offset by the payment of a pensionable personal allowance. 



EB19/51 
page 36 

Annex D 

So far as salary is concerned, we would support the view that no staff member serving 
on a probationary or permanent appointment should suffer a loss under the new 
conditions during the full period of his service• It is our belief, however, 
that there will in fact be relatively few, if any, instances where this principle 
will have to be invoked. Staff serving on fixed-term appointments could, if given 
new appointments at the expiration date, be readily assimilated at that time to the 
new conditions. 

71, The variations in
 M
take-home

n
 remuneration of particular individuals whioh 

would result from substitution of the proposed new pattern of post adjustments and 
assignment allowances for the present differing systems of cost-of-living differentials 
and adjustments, mission allowances and project service allowances would make it 
necessary to retain existing conditions for staff currently on the payroll, either 
until a final changeover date to be determined, or until the expiry date of a 
fixed-term oontract or expiry date of an assignment in the case of long-term staff, 
whichever were the earlier. 

72. This general approach to the difficult problem of assimilation would limit the 
necessity for applying the wpersonal allowance" device to questions involving base 
salary or pensionable remuneration； it would avoid the complex administrative and 
interpretative problems which might arise from maintenance over a considerable period 
of time of a consolidated personal allowance covering many divergent and fluctuating 
elements of remuneration. 

Machinery for Dealing with Certain Pay and Personnel Problems 

73. We have considered the suggestions put forward by the Salary Review Committee 
under this head and agree that certain (but not all) of the problems of the inter-
national organizations in the field of pay administration and personnel management 
lend themselves to outside advice. The organizations have in the past, both jointly 
and severally, made very considerable use of such advice. 

74. However, as experience has shown, a major problem is how to achieve the advantage 
of broad and detached experienoe and individual judgement from outside without derogatln 
from the direct responsibilities of the various legislative bodies and Executive Heads 
not only with regard to general administration, but also with regard to pülicy-making 
decisions in the administrative field. 

75• The Review Committee itself has said that the common system "need not be applied 
with such rigid uniformity that organizations can never deviate from it even where 
there is no other solution to their own particular staffing problemsH

 # The Committee: 
gave further emphasis to this important point by restating it as follows: "There 
should in other words be a conmion system in the sense that all can and should apply 
it where circumstances are similar, but on the understanding that irreconcilable 
differences in the circumstances of the particular organizations or groups of staff 
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may be of sufficient importance to warrant different treatment in promoting the aims 
of the organization concerned11

 # We give special emphasis in this connexion to 
these observations by the Review Committee because there are often peculiar technical 
differences in the functions and responsibilities of the organizations which require 
special arrangements within each of thorn. 

76. Against the background of these fundamental considerations, we believe that 
the Assembly and the relevant legislative bodies of the specialized agencies will 
understand that we are not yet in a position to submit a final statement of our 
joint views on the question of machinery. It has only been a matter of a week 
or two since the Review Committee was good enough to make available to us advance 
copies of its report so that our Joint views in response to the Assembly^ Résolution 
oould be circulated to tbe Assembly simultaneously with the report of tho Committee 
in the manner envisaged by the Assembly. This has not only meant an unusually short 
time for study and consideration, but has also precluded that extensive parsong,! 
exchange of views by executive heads which this particular question so clearly 
warrants. 

77• It is, however# possible, even at this stage# to give an indication of the 
questions to which we shall have to give the most careful attention as we undertake 
a serious study of the Review Committee1 s proposal that all use of outside advice 
should be funnelled through the International Civil Service Advisory Board and of 
the Committee1s suggested revisions in the terms of reference previously established 
by ACC for the International Civil Service Advisory Board. 

78. We greatly appreciate the manner in which the Review Committee has, in its 
proposals, endeavoured to protect the direct management responsibilities of the 
appropriate legislative bodies and the several Executive Heads by making clear 
that the revised ICSAB should be advisory in character and should work within the 
framework of the ACC machinery. 

79• At first sight, however, it would seem that the Review Committee has not 
achieved its objectives in this respect4 This can perhaps be given point by one 
illustration. The Committee proposes that ICSAB should have the power to initiate 
studies leading to the presentation of reports on particular subjects# This could 
mean that action might be initiated even though legislative bodies and Executive 
Heads were of the view that the action at that particular time was, for broader 
reasons# undesirable or unwise# In international organizations, questions of the 
levels of pay and allowances^ personnel management and admini strati on go to the heart 
of budgetary policy and expenditures and to the heart of the general manner in which 
international secretariats are enabled to exercise their role in achieving the 
objectives of the organizations. We are also concerned that any arrangements made 
for the use of outside advice should not endanger the maintenance of proper relation-
ships between legislative bodies and Executive Heads on the one hand and the 
representatives of the staff on the other. 
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80, We believe that the Review Committee did not intend their proposals to have 
these possible effects0 We also believe that the taking of time for necessary 
study by the various legislative bodies and Executive Heads of these aspects need 
not delay important and immediate action directed towards achieving the use of 
outside advice on those particular problems on which the Committee urged early action 

81л As indicated in the report of the Committee, we agrée that a group of outside 
experts should "review and advise on the co-ordinated implementation of the system 
of post allowancesp including questions of statistical methodology and the elements 
of judgement to be applied and make recommendations where required in the case of 
headquarters locations regarding the reclassification of duty stations"# Subject 
to the outcome of the forthcoming consideration by legislative bodies of the system 
of post adjustments recommended by the Review Committee, we would propose to appoint 
immediately a small group of three or four advisers with experience and expertise of 
the kind requiredç We believe that the technical nature of the work to be done here 
requires rather special experience and expertise„ In addition it requires the 
availability of the persons concerned for consultation to an extent which suggests 
the desirability of not restri'iting freedom af.selection by designating in advance 
any particular existing body^ The appointments would be made on the lines indicated 
in paragraph 297 of the report of the Review Committee. 

82. We are reinforced in making this particular suggestion for immediate action 
because of the importance which the Review Committee attaches to the use of outside 
experience in this field and because In its report the Review Committee itself 
recommended quick action on post adjustments and that its general proposals were 
aiming rather at comprehensiveness of action. 

83. The Review Committee also referred specifically to the question of common 
grading standards, It said that "Organizations should therefore consult together 
(with advice from 工CSAB or outside experts if thought desirable) to develop common 
standards of grading and present gradings should be reviewed in the light of suoh 
standardsfS. We agree with this proposal and，subject to the decisions of the vari ou 
legislative bodies on the report of the Salary Review Committee, we would propose to 
put in hand immediate work by requesting ICSAB to submit to ACC as soon as possible 
its advice on the general principles whioh should guide the review and the general 
manner in which the review would be undertaken c As the Review Committee itself 
recognized, the detailed staff work necessary for an adequate study of classification 
standards must be done by the international organizations themselvesv The step we 
propose would enable that work to proceed rapidly under guidance from ICSABo 

84. Appropriate arrangements will be made by the Organizations from their own 
staffs for the servicing of the proposed group of experts and of ICSAB for the 
purposes of the work proposed above,, 
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In examining the recommendations of the Review Committee and in formulating 
the views expressed above, we have been particularly mindful of our responsibility, 
as the Executive Heads of the several organizations, for administering whatever new 
or modified salary # allowance and benefit system may ultimately be adopted. We have, 
therefore # expressed the views herein recorded, only after most careful examination 
of the administrative and personnel management aspects of the subjects under consider-
ation, and in the firm conviction that the final decisions which are reached on the 
Committee f s recommendations ought to be those ^diich will lead to the more efficient 
and economical operation of the international civil service as a whole. In the 
interest of that uniformity in terms of service vdiich we all believe to be essential 
to the development of the international civil service^ we earnestly hope that the 
views we have here expressed will be fully and carefully considered by the General 
Assembly and the appropriate legislative bodies of the specialized agencies in 
weighing the recommendations of the Review Committee. 
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a table of flat net 
amounts by grade 
level differentiated 
between those with & 
without dependants 

As in column 2fl 

Dependants1 Allowances 

1. $200 p. a. for wife 

Project staff only 

2. $200 pe a, per 
child 

Education Grant 

.In home country 
$200 p. a. 

2. At duty station, 
actual cost up 
to $200. 

As in column 2. 

1. $200 p. a. for wife 

$300 p. a. per 
child 

$400 

2. One" half cost 
up to $400 p. a. 

Geneva 
August 

I95I 

iiS in column 2. 

$400 

Actual cost up 
to $200 p. a. 
or one half cost 
up to $400 p. a. 

4. 
Pinal Recommendations 
Review Committee 

5. 
Final Views of 
Executive Heads 

Base place 敏 Geneva 
Base date 一 January 

I956 

Multiples 5 多 

As in column 2. 

Âs in column 2. 

) a s in column 

Base place - Geneva 
Base date - re^ j. 

s e r v e d 

Multiples % 

As in column 2. 

As in column 2. 

) a s in column 3. 
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Present Provisions 
o'f WHO Staff Rules 

Original Proposals of 
Review Committee 

Initial Views of 
Organizations on 
Committee

1
s proposals 

Final Recommendations 
Review Committee 

Pinal Views of 
Executive Heads 

As s i gnment Allowance 

Project Service all-
owance payable to 
project staff only 
at a rate fixed for 
each country of 
assignment, same 
rates applicable 
staff with & 
without dependants 

Annual Leave 

working days 
per year 

Home Leave 

One each 2 years 

Sick Leave 

Up to 6 months for 
any one illness. 
Up to 9 months in 
any 4 year period 

No assignment 
allowance 

No change basic 
provision but extra 
leave possible for 
staff serving in 
unhealthy areas 

As in column 1. 

As in column 1. 

Assignment allowance 
payable to staff on 
temporary assignment 
of less than 5 years 
if Organization 
decides full estab-
lishment, with 
removal, at duty 
station not 
desirable. Table of 
rates applicable all 
countries and all 
staff whether with 
dependants or 
without. 

As in column 2, 

As in olumn 1. 

As in column 1. 

As in column except 
table of rates 
differentiates among： 
Single staff 
Staff accompanied by-

dependants 
Staff unaccompanied 

by their dependants 

As in column 2. 

As in column 1. 

As in column 1. 

As in column 
except table of 
rates rates differ-」 
eatiatee between: 
Single staff 
Staff having depends 
ants 

As in column 2. 

As in column 1. 

As in column 1. 
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Present Provisions 
of WHO Staff Rules 

2. 
Original Proposals of 
Review Committee 

№ternity Leave 

Qualifying service 
10 months 

2, Amount - 12 weeks 
at full pay 

Pension Fund 

Project staff 
excluded. All other 
staff participate 
if on appointment 
of at least 1 year 

Special Death and 
Disability Cover 

Group life insurance 
for project staff 
plus accidental 
death cover all 
staff 

Installation Per Diem 

30 days all staff 

！L 2 years 

2e 6 weeks full 
pay 
6 weoks 
pay 

half 

No specific 
proposals 

No specific 

propos&l 

No specific 
proposal 

3. 
Initial Views of 
Organizations on 
Committee's proposals 

1 # As in column 1. 

2, As in column 1, 

Pinal ！Recommendations 
Review Committee 

1 уеал? 

2. As in column 2. 

5. 
Final Views of 
Executive Heads 

L. 1 year 

2. As in column 

All staff on 5 yearor^-^s in column 
permanent appoint-
ments to participate 

For staff on appoint-
ments of less than 
5 years, a special 
cover providing same 
death and disability-
benefits as Pension 
Fund. 

No comment 

As in column 

Аз in column 

As in column 

15 days for 
staff without 
dependants. 30 days 
for staff with 
dependants 

As in column 
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Present Provisions 
of WHO Staff Rules 

2. 
Original Proposals of 
Review Committee 

3. 
Initial Views of 
Organizations on 
Committee1s proposals 

4. 
Final Recommendations 
Review Committee 

5. 
Pinal Views of 
Executive Heads 

Repatriation Grant 

All expatriate staff 
on ompletion of at 
least 2 years' 
service 

No specific proposal Expatriate staff 
having a 5 year or 
permanent appoint-
ment 

As in column As in column 3. 

Service Benefit 

None No specific proposal One month1s salary 
for each year of 
service all staff 
on fixed-term 
appointments of 
less than 5 years 

2 weeks salary for 
each year non-expat-
riate service, 4 
weeks per year of 
expatriate service 
for staff on fixed-
term appointments 
of less than 5 years 

As in column 3. 
except amount 
changed to of 
salary instead of 
one month1s salary 

Indemnity in case 
of Termination for 
ill health 

Payable only if no 
Pension or insurance 
benefits and limited 
to maximum 6f 3 
months1 salary 

No specific proposal No comment Payable as for 

reduction in force 

provided indemnity 

plus a year's 

disability pension 

does not exceed 

one year 1s salary 

As in column 

！ 
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scholast ic year 
1956-7 

ANNEX F 

IT IS PROPOSED THAT THE ATTACHED AMENDMENTS 
TO THE STAFF RULES BE EFFECTIVE AS FOLLOWS: 

Fcr genoral application 1 January 1957 
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Applicable to Headquarters and Regional Office staff on 1 January 1957 
but to project staff only at later date to be fixed by Director^General 

210.3 
230.2 
270 
270.3 
450.2 
450.4 
630.2 
630.7 
640.3 
910.2 
930.3 

1110.4 
1140 

Ixed by the Director-General ion until later date to be No app: 

) 
) 
) 
) 

3 
3 

1 
2 
3 

參, 

9, 

0
0
0
5
5
5
5
0
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RULE CHANGE 

210.3 Substitute the following for the text now appearing 

in this Rules 

"Dependants", unless otherwise specified in any 

particular rule, means the wife of a staff member 

and any of the following dependent upon the staff 

member for fall and continuing support: husband/ 

son, daughter, father, mother, brother^ sister. 

The Director-General shall decide in each case 

whether an adopted child or stepchild is to be 

recognized as a dependant for the purposes oi 

these rules and whether a dependent brother or sister 

шк!ег the age of 21 years is to be accorded the same 

status as a dependent child. When more than ше 

member of an immediate family is employed by one of 

the United Nations organizations, only that member 

who is the head of the family may claim dependants, 

except as provided in Rule 250. 
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Editorial revision only* The changes 
are underscored• 



RULE CHANGE 

230,2 Amend the salary schedule appearing in this 

by deleting the scales for D.2 and И) and 

substituting the following： 

D.2 12 000 12 500 13 000 

СШМЕОТ 

rule l&rging of grades as proposed Ъу 

Salary Review Committee and endorsed 

by Executive Ifeads of United Nations 

and specialized agencies. 

Scale as proposed by Executive Ifeads 

of United Nations and specialized 

agencies• 
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RULE CHAHGB 

230,3 Substitute the following for the text пек 

appearing in this rule: 

"Except for staff referred to in Section 1100, 

salary rates established under Rale 230^2 shall 

be subject to adjustment (plus or minus) on the 

basis of significant variations in the cost of 

living, in accordance with the following principles 

(a) the salary rates specified in Rule 230.2 are 

considered to be established in relation to the 

cost of living existing at the Headquarters in 

Geneva on • For staff stationed at 

any location other than Geneva, .these rates will 

be subject to adjustment whenever there is a 

significant difference between the cost of living 

at such .locality and that existing in Geneva on 

the base date ( )• Assessment of 

such difference will .be on the basis of a com-

parative study of the .cost of living to the 

staff inembers concerned taking into account 

standards of l i v i ng and related factors. 

(b) Once the difference between the cost of 

living in a locality and that in .Geneva as of 

COMMENT 
•мам— 

As recommended by the Salary Review 

Committee and endorsed by the Executive 

Heads of the United Nations and 

specialized agencies. 

This new system of post adjustments 

supercedes the set of principles laid 

down by the Executive Board at its 

9th session except that the Directcr-

General would continue to follow the 

principle of not applying any minus 

adjustment in excess of 20^. 

The table of rates recommended by the 

Salary Review Committee, land unanimously 

agreed by all the United Nations 

organizations is shown on page 68 of 

this annex. 
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the base date has been established and any 



R U L E сншж твтЁштштттттят COMMENT 

23ОО 
(continued) 

(с) 

appropriate adjustment made further 

adjustments -will be made upward or downward, 

based on significant changes in the cost of 

living in that locality. • 

These adjustments shall be in the form of flat， 

non-pensionable r amo\mts varying by grade level 

and, in the case of plus areas, differentiated 

between those with, and those without, recognized 

dependants at the official. station• Differences 

in cost of living or changes in cost of living 

of 5% shall be considered significant. The 

Director-General shall, in concert with the 

Executive Heads of the United Nations and other 

specialized Agencies establish a table of 

adjustments which gives effect to these 

principles. 

(d) periodically the relationship between the cost 

of living in all localities where staff are 

stationed and the cost of living in Geneva as 

of the base date, may .be re-assessed and revised 

adjustments established. 

Salaries of staff stationed in Geneva shall be 

adjusted as required in relation to changes in 

(e) 
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С )st of living in that city since 



RULE CHANGE 

230.3 

(continued) 

245 & 250 

follcwing the principles stated in (b) 

and (c) above. 

Delete and substitute the following: 

"250. Dependants Allowance. 

Except as provided in Rule 1,1,10̂  a 

full-time staff member appointed for 

a period of one year or more and having 

dependants as defined in Rule 210,3 

shall be entitled to dependants1 

allowances as follows: 

(a) ^US200 per annum for a wife unless 

she is employed by a United Nations 

organization, or dependent husband 

and ÍUS300 per annum for each 

dependent child! or if there are 

no such dependants, then 

(b) $US200 per annum for either a 

dependent parent, or a dependent 

brother cr sister^ or an incapaci-

tated child over 21 years of age. 

Payment shall not be made under both 

(a) and (b) to any one staff member. 

If both husband and wife are staff 

members, the husband may claim under 

COMMENT 

As recommended by the Salary Review 

Committee and endorsed by the Executive 

Heads of the United Nations and 
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лш СВШСБ 

245 & 250 
(contlgaued) 

255 

255, 

(a) for children but the wife may claim 

only under (b) i f she has such dependants • 

A dependent chi ld, for the pmposé of 

th is ru le, i s defined as a chi ld under 

the age of 18 years or, i f the ch i ld i s 

i n fu l l - t ime attendance at a school or 

university (or similar educational 

inst i tut ion) or i s incapacitated fcr work, 

up to the age of 21 years. 

Substitute the following for the present text： 

"255- Education Grant 

A staff member international ly recruited, 

sha l l be ent i t led, except during periods of 

assignment to or actual residence i n the 

country of his place of residence (see Rule 360) 

and except as provided i n Hule 255.1 below, to 

an education grant for each ch i ld for whom an 

•çûLlawance i s payable under Rale 250 (a), subject 

to the following provisions. 

•The grant sha l l not be paid with respect to any 

ch i ld for .whom no s igni f icant additional expense 

i s incurred by reason of the expatriation of the 

s ta f f member •11 

GOMMENT 

As recommended by the Salary Review 

Committee, and endorsed by the 

Executive Heads of the United . 

Nations and special ized agencies. 
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RULE CHANCE 
_ • i • • i_I _ 丨_ 

Re-íiuinber present Rules 255Л to 255 #4 as 255 #2 > > 

to 255.5 

255«2 Delete the last sentence of this Hule and substitute: 

"Attendance prior to the scholastic year in 

which the child reaches age six and. attendance 

at nursery schools and kindergarten is not 

qualifying 

255^3 Substituto the folloving for the present text; 

255*3 For study at schools defined in Role 

255 #1 (a) the amount of the grant is ;!>US400 per 

annum* For study at other recognised schools 

the ajaount of the grant i s the actua l cost of 

attendance not exceeding US$200 per annum car one 

ha l f the actual cost not exceeding US$400 per 

anntim, whichever i s the greater^ provided that, 

for schools withtQ commuting distance of the 

o f f i c i a l s tat ion, cost of attendance sha l l be 

defined as the cost of t u i t i on , fees and books• 

Staff members who were entitled to the education 

grant fo r cer ta in chi ldren pr io r to 1 January 

1957 even though they would not qualify under 

the new Rule 255 #1, if otherwise eligible 

COMMENT 

To conform to agreed education gran^ 

practice among the United Nations 

Organizations and present educational 

practice in many countries in whi#H • 

primar7 schooling may commence at 

five and a half years of age. 

Аз recommended by the Salary Review 

Committee and previously adopted by 

United Nations， ILO and FAO, and 

1С AO, 



RULE ОШШОЕ COMMENT 

255.3 continue to receive the grant at the rate of Í200 

(continued)for t h o s e c h i l d r e x l until the close of the 1957-1958 

soholastio year or until entitlement otherwise 

ceases, whichever is the earlier. 

260 Delete and replace by the following: 

"260• Assignment Allowance 

A staff meiribeî  other than those appointed 

under Rules IÍ20 and 1130, who is assigned 

to an official, station other than in the 

country of his place of residence, under 

circumstances which the Organization 

classifies as a schedule "Sn assignment in 

accordance with Rule 410.2, shall receive 

for the duration of such assignment an 

allowance designed to compensate for the 

dislocation factors resulting from the 

nature and duration of the assignment• The 

. amount of the allowance shall vary by grade 

level and differentiate between those with 

and without dependants as .defined in Rule 

25O(a)• The Director-General in concert 

with the Executive Heads of the United Nations 

and other specialized agencies shall establish 

a table of rates which gives effeot to these 

As recoimriended by the Salary Review 

Committee and endorsed by the Executive 

Heads of the United Nations and 

specialized agencies. The table of rates 

unanimously agreed by the Executive Heads 

of the several organizations is as follows : 

Single Dependency 
• m • 各 i 丨 — — — • ^ ― ― » 

(US| per annum or equivalent) 

p.l .and P. 2 800 1000 

P.3 ！ and Р.Д 950 1200 

P.5 and above 1100 14ОО 
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CHANGE COMMEWT 

Delete and substitute the following: 

n265. Service Benefit 

A staff member who leaves the Organization 

on completion of, or while holding, a f i xed- tem 

appointment of at least one year but less than 

f i ve years and on completion of at least a year 

of service, shall be paid a service benefit 

equal to 6ji of salary for the period of h is 

service• For this purpose all continuous service 

time on fixed-term appointments as defined above^ 

subsequent to 1 January 1957> sha l l be credited^ 

except as provided in Rule ll40 and except that 

those s ta f f members on fixed-term appointments on 

1 January 1957 who had previously been earning 

credit toward repatriation grant continue to earn 

th is credit and are not ent i t led to the service 

benefit. Conversion of the appointment to a 

five year or career service appointment, 

terminates any entitlement, accrued or prospective 

under this rule (see Rule 270.5)• 

As recommended by the Salary Review 

Committee with modified amount proposed 

by the Executive Hea^s of the United 

Nations and specialized agencies• 



RULE 

27О 

27O.3 

CHANGE 

Revise first paragraph of rule as follows s 

"A staff member on a five year fixed-term 

or career-service appointment, who has completed 

two or more years of continuous service with the 

Organization at an o f f i c i a l s tat ion outside his own 

country, shall be entitled, upon leaving the 

Organization other than by dismissal for serious 

misconduct^ to a repatriation grant subject to the 

following conditions :" 

A M to 27G.3 the following text: 

"Continuous service^ on fixed-term appointments 

of less than five years^ immediately preceding a 

five year or career-service appointment shall be 

credited retroactively in calculating the 

repatriation grant. Staff members who on 

1 January 1957 were on fixed-term appointments of 

less than five years artí had previously had an 

entitlement under this rule, retain such entitlements 

СОМУЕМГ 

As recommended by the Salary Review 

Committee, and endorsed by the Executive 

Heads of the United Nations and the 

specialized agencies• 
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RULE CHANGE 

Number the present text of Rule 410 as 4 l 0 d and 

add the following rule: 

410.2 Assignments shall be of two types : 

(a) Those made under conditions warranting the 

full establishment of the staff member at his 

official station, including the movement of 

his dependants and of household furniture. 

Such assignments shall be designated 

Schedule R assignments» 

(b) Those made for fixed periods (normally less 

than five years) under conditions which 

do not warrant the full establishment of the 

staff member at his official station» Such 

assignments shall be designated Schedule S 

assignments. 

COMMENT 

As recommended by the Salary Review 

Committee^ and endorsed by the 

Executive Heads of the United Nations 

and specialized agencies e 

Por the practical implications of this distinction in 
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assignments see Rules 260, 810(e) and 850• 



RULE CHANGE 
i •• • 

450.2(b) Delete and substitute the following: 

“(b) two years of full-time service 

in level D,1 step IV through level D.2, u  

450Л Add the following new rules 

"450Л Staff in grades P.l through P.4 who 

reach the maximum salary step of the grade as 

established in Rule 230.2 may be granted two 

additional increments subject to such requirements 

as the Director-General may prescribe^ provided 

that, in any case, the service time for each such 

increment shall not be less than two years 

COMMENT 

Editorial revision consequent on 

abolition of level PD 

As recommended by the Executive Heads 

of the United Nations and specialized 

agencies « 
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RULE CHANGE 

6 ) 0 A d d at the end of the Rule the words: 

"nor during maternity leave 

630^7 Delete the first phrase of this Rule reading: 

"Except as provided in Rule 1ДЛ0•……n 

СОУДУЕЕЖ 

As recommended by the Executive Heads 

of the United Nations and specialized 

agencies# 
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Editorial correction. 



RULE CHANGE COMMENT 

640.3 Add the following to this rule before the 

terminal parenthetical reference• 

"It is a condition of eligibility for payment of the 

travel expenses involved that the staff member and his 

dependants spend a reasonable period of leave in the 

home country.11 

As recommended by the Salary Review 

Committee ard endorsed by the Executive 

Heads of the United Nations and 

specialized agencies. 
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RULE CHANGE 

7)0 Replace by the following: 

730, STAFF PENSION FUND 
Pull time staff members on five year 

fixed-term or career-s ervice appointments 

shall participate in the Joint Staff Pension 

Fund. Participation shall be governed by the 

Regulations and Rules of the Fund and the 

agreement between WHO and the Fund 

COMMENT 

A
n
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As recommended by the Salary Review 

Ccmmittee^ and endorsed by the Executive 

Heads of the United Nations and specialized 
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RULE CHANGE 

7^0 Replace by the following: 

"7^0. DEATH AND DISABILnY BENEFITS, SHORT-TERM STAFF 

Pull-time staff members on fixed-term 

appointments of one year or more but less than 

five years> shall be protected for death and 

disability under substantially the same terras 

as members of the Joint Staff Pension Fund, 

For this protection they shall contribute to a 

fund, established for that purpose, of 

their salaries. The Organization shall 

contribute to this fund an amount equal to 

twice the staff contribution* ” 

COMMENT 

As recommended by the Salary Review 

Committee, and endorsed by the Executive 

Heads of the United Nations and 

specialized agencies 
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CHANGE COMMENT 

Replace by the following: 

/810 "The Organization shall pay the travel expenses 

of a staff member under the following circumstances :/ 

(e) On a schedule S assignment of at least two years1 

duration (see Rule 410.2), once in each interval 

between home leave entitlements (or once during a 

two year appointment) frora the official station 

to the place where the staff member*s recognized 

deperxiants are res id ing and return to the 

official station, provided: 

(i) the staff member has an entitlement to 

transportat ion of h is dependants under Rule 820 

and has waived i t ; and 

( i i ) h i s schedule 3 assignment i s to continue 

fo r at least s i x months a f te r h i s return; and 

( i i i ) the cost of the t rave l s ha l l not i n any 

case exceed the cost from the o f f i c i a l s ta t ion 

to the s t a f f member's o f f i c i a l l y recognized 

As reconimenied by the Salary Review 

Committee and endorsed by the Executive 

Heads of the United Nations and 

specialized agencies e 

RULE 

810(e) 
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place of residence (see Rule 360).n 



CHANGE 

Рог the third sentence of this rule substitute 

the following: 
w0n appointment for a year or more,, or change of 

official station, involving authorized travel, 

installation per diem shall be paid to the staff 

member for himself and eligible dependants, up to a 

total of four, normally for the following periods : 

(a) To a staff member unaccompanied by dependants • 

15 <iays, 

(b) To a staff member accompanied by dependants 一 

50 dayse 

(c) To dependants - 30 days“ 

COMMENT 

As recommended by Salary Review 

Committee and endorsed by the Executive 

Heads of the United Nations and 

specialized agencies e 
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CHANGE COMMENT 

Replace by the following: As recommended by the Salary Review 

f,850.2a A staff member appointed for a period of Committee and endorsed by the 

at least two years, whose place of residence (see Executive Heads of the United Nations 

Rule )60) is other than his official station, shall and specialized agencies• 

be entitled to reimbursement, within limits established 

by the Director-General^ for the expense of movifig his 

household goods: 

(a) on assignment to an official station for at 

least two years, except on a Schedule S assignment; 

(b) on any subsequent change of official station, 

except on a Schedule S assignment, if removal had 

been previously authorized under (a) or the 

assignment is for at least two years； 

(c) on termination, if removal entitlement existed on 

the assignment held at the time of termination, 

except as provided in Rule 910.2» 

Reimbursement under (a) or (c) shall normally be 

limited to the cost of removal between the place 

RULE 

850-2 
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RULE свмш C0MM5MT 

910.2 Replace the second s e n t œ c e by the following： Editorial change consequent to change 

"A staff member resigning within six months from in Rule 810(e) • 

the date of return from horae leave or from the 

date of qualifying for it^ whichever is later, or 

from leave щх!ег Rule 810(e), forfeits entitlement 

to return transportation for himself and such 

members of his family as aocompanicd him on suoh 

leave." 
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RULE CHANGE 

9ЗО.З Substitute the following for the existing text of 

this rule： 

"930.3® Staff members whose appointments are 

terminated for physical or mental disability shall 

receive a termination payment at the rates provided 

in Rule 950 •  n o t exceeding that amount which j, together 

with the benefits provided in Section 700 equals one 

COMMENT 

As recommended by the Salary Review 

Committee, and endorsed by the 

Executive Heads of the United Nations 

and specialized agenciesэ 
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RULE CHANGE 

1110.4 Replace by the following: 
n1110入 Persons whom it is necessary to recruit 

outside the local area for such posts shall be 

appointed under the conditions of employment 

established for persons locally recruited• In 

addltiorx, any such staff members recruited outside 

the local area and outside the Country of the 

officiai station may be paid an annual non-resident1 s 

allowance in an amount to be fixed by the Director-

General for each area•n 

11斗0 Replace by the following: 

"1140. Until a date 、o be fixed by the Director-

General Rules 230.3 and 410.2 shall not apply to staff 

assigned to project duty and until that date the text 

of the following rules# as at 31 December 1956, shall 

continue to apply to such ôtaff: 210.3； 245； 250; 

255； 2áo； 265; 810(e)； 850.2• Service time under 

the new Riile 265 shall date for project staff from the 

application of this rule to such s t a f f . " 

COMMENT 

Revision resulting from abolition of 

"children1s allowance" as such and 

unanimous decision of United Nations 

and specialized agencies that 

dependency allowances for all staff 

defined in Rule 1110 should be uniform 

and should be based on best prevailing 

local practice• 

Implementation of certain rules for 

project staff must await a date to be 

fixed in co-ordination with other 

organizations• 
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TABLE OP POST ADJUSTMENTS IN US DOLLARS PER ANNUM 

Class of Official Station 
GRADE GRADE 

-20 -15 -10 -5 Par +5 +10 +15 +20 •00 

P.l S 640 480 ， 2 0 160 0 17О 500 65O 800 9)5 
D 250 500 750 975 1200 1400 

P.2 S 800 600 400 200 0 200 400 600 785 950 1100 
D 300 600 900 1175 1425 1650 

P.) S 1050 785 525 2б0 0 235 465 700 915 1100 1265 
D 350 700 1050 1)75 I65O 1900 

РЛ S 12CG 9^5 6)0 315 0 270 535 785 1015 I215 l4oo 
D 400 800 1175 1525 1825 2100 

P.5 S 1480 1110 74o 370 0 300 600 865 1100 1)15 ISIS 
D 450 900 1)00 1650 1975 2275 

D.l S 1650 1235 825 4ю 0 650 950 1215 1450 I635 
D 500 975 1425 1825 2175 2450 

D.2 S 1880 1410 9^0 470 0 365 715 IO65 1385 I65O 1865 
D 550 1075 1600 2075 2475 2800 

UG S 20)0 1525 1015 510 0 _ 785 II65 1485 -1785 2000 
D 600 1175 1750 2225 2675 3000 

S - rate for staff without dependents as defined in Rule 250(a) at the official station 
D - rate for staff with depondants as defined in Rule 250(a) at the official station 

NOTE: For areas viiere the cost of living is more than 30^ above the base, special rates to be 
•ттттЁЯштт 

established following the principles on which the ^bove scale was constructed, but taking 
into account any special factors• 



ESTIMATED FINANCIAL IMPLICATIONS OF PROPOSED CHANGES IN 
SALARIES ALLOWANCES AND BENEFITS 

(Figures in brackets indicate net savings) 

1957 1938 

Regular Т.Д. Regular T. A. 
Without 

Supplement Supplement 
Without 

Supplement Supplement 

1. Changes in D2 salary scale
1 

3 

5 692 

$ $ 

5 057 

？ 

2. Longevity steps PI through P4 
956 (a) staff in established offices 1 956 1 655 231 

(b) project staff - -

3. Dependency allowance increases 
(a) staff in established offices 106 700 7 8oo 106 7CO 7 800 
(b) project staff 9 100 5 975 22. 500 19. 300 6 475 47 325 

4. Increase in aaximum of education 
grant 

(a) staff in established offices 10 ООО 400 9 ООО ^00 
(b) project staff 1 800 7 ООО 

5. Changes to "Post Adjustment" system 
(a) staff in established offices 5 111 (319) 1 ; 660 9 182 1 軸 
(b) project staff 7 915 (6 422) 31 647 

6. Assignment allowance 
(a) staff in established offices 144 050 5 150 14 950 155 250 14 950 
(b) project staff 186 285 50 950 456 596 

7. Cost to Organization of Special Death 
and Disability benefits 

(a) staff in established offices 5 500 
(b) project staff 30 892 7 887 

1 
Including related Pension Fund and Staff Insurance costs 
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1957 1958 

Regular T.A. Regular T.A. 
Without 

Supplement Supplement 
Without 

Supplement Supplement 

8. Project Service Allowance (saving) 

$ $ $ $ 
(510 581) 

$ 
(59 0^0) 

$ 
(724 220) 

я. Pension fund participation (saving) (22 964) 

10. Installation per diem (saving) 
(a) staff in established offices 
(b) project staff 

(1 
D 

000) 
000) (750) (8 750) 

(1 
( 斗 

200) 
500) (2 750) (1 000) 

11. Repatriation grant (decrease) . 0 000) (5 000) 

12. Service benefit (increase) 
(a) staff in established offices 
(b) project staff 

9 841 9 
7 

841 
022 19 662 

285 450 6 056 38 56O 213.550 (2..9OO) (158.165) 
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Foreword 

The General Assembly of the United Nations, on 13 
December 1955, adopted a resolution1 which said: 

“The General Assembly, 
“Having considered the reports2 of the Secretary-

General relating to salary differentials, cost of living 
adjustments and dependency allowances, as well as 
the recommendations thereon of the Advisory Com-
mittee on Administrative and Budgetary Questions 
as set forth in its twenty-second and twenty-third re-
ports3 to the General Assembly at its tenth session, 

“Believing that the United Nations salary, allow-
ance and benefits system, which is based on a survey 
conducted in 1949, should be reviewed to determine 
what adjustments should be made as the result of 
experience since the system became effective, 

“Taking into account that the United Nations and 
a majority of the specialized agencies have developed 
a common system of salaries and allowances, 

“1. Decides to establish a Committee of eleven 
experts nominated by Governments to undertake a 
comprehensive review of the United Nations salary, 
allowance and benefits system, and to report its find-
ings and recommendations to the General Assembly 
at its eleventh session ； 

"2. Requests the Governments of Argentina, 
Denmark, Egypt, France, India, New Zealand, the 
Union of Soviet Socialist Republics, the United 
Kingdom of Great Britain and Northern Ireland and 
the United States of America each to nominate an 
expert to serve on the Committee ； 

“3. Requests the Secretary-General, in consulta-
tion with the heads of the specialized agencies, to in-
vite the Governments of two States which are mem-
bers of the specialized agencies co-operating but not 
of the United Nations, to nominate one expert each 
to serve on the Committee ； 

"4. Invites the co-operation of the specialized 
agencies in this review ； 

“5. Requests the Secretary-General, in consulta-
tion with the eleven Governments concerned, to ap-
point a time for the convening of the committee and 
to provide the necessary services and facilities for 
the work of the Committee; 

“6. Requests the Secretary-General to transmit 
the report of the Committee to the specialized 
agencies ； 

“7. Invites the Secretary-General and the heads 
of the specialized agencies to furnish any com-
ments they may wish to make on the report of the 
Committee prior to its consideration by the General 
Assembly at its eleventh session.” 

1 Resolution 975 ( X ) . 
2 Official Records of the General Assembly, Tenth Session, 

Annexes, agenda item 56, pp. 11-23, documents A/C.5/632 and 
636. 

3 Ibid., p. 10, documents A/3038 and 3039. 

The Secretary-General subsequently invited the 
Governments of Switzerland and Japan to nominate 
members to the Committee, in accordance with the 
terms of paragraph 3 of this resolution, and the eleven 
Governments concerned then nominated as members of 
the Committee : 

Mr. F . FRIIS (Denmark)； 

M. P. FROCHAUX (Switzerland)； 
Mr. К. H ARADA (Japan)； 
Mr. J . К . H U N N (New Zealand)； 

Mr. R. S. MANI (India)； 

Mr. A . E L - M E S S I R I (Egypt)； 
Mr. J. M. MITCHELL (United States of America)； 
Mr. V. G. MOLCHANOV (Union of Soviet Socialist 

Republics)； 

M . J . NADAL (France)； 
Dr. R. Q U I J A N O (Argentina); 
Sir Arthur RUCKER (United Kingdom of Great 

Britain and Northern Ireland). 
Mr. Harada was unable to attend the second session 

of the Committee, and Mr. M. Ogiso, who had been 
assisting him, was nominated to take his place. Mr. 
Mitchell also was unable to attend some of the meet-
ings of the Committee, and his place was taken by Miss 
Carol Laise and later by Mr. A. F. Bender. 

In the following report, the Committee has the 
honour to submit for the consideration of the General 
Assembly the conclusions which it has reached and the 
recommendations it makes as the result of its inquiries. 

Although established by the General Assembly, the 
Committee has not felt that it should look to the in-
terest of one organization rather than another. It has 
tried to make proposals which will facilitate the ac-
complishment of present tasks of all the international 
organizations, which play so large a part in the modern 
world, and for whose success the members of the Com-
mittee, no less than their Governments or the public, 
must work. The complexities involved in framing a 
salary and allowance system suitable for those organi-
zations, employing staff of nearly all nationalities, in 
many different professions, and in most of the countries 
of the world, have become very clear to the members in 
the course of their work. They are such that it is prob-
ably impossible to design a system which will be en-
tirely satisfactory to all the organizations, to Govern-
ments and staff alike ； compromises are necessary at 
many points. As the range of international activities 
expands, it may be necessary to make more extensive 
changes in the system than are now recommended : but 
the Committee has not thought it right to attempt to 
provide for hypothetical circumstances. 

The co-operation of the international organizations 
which was sought by the resolution of the General As-
sembly has been amply forthcoming, and the Commit-
tee wishes to express to the Secretary-General and his 
officers, and to the executive heads of the specialized 
agencies and their staff, as well as to the representa-

9 



tives of the various staff associations, its thanks for 
the very great assistance which they rendered. It is 
not possible, within the compass of this report, to sum-
marize all the points of view expressed by them on all 
the matters before the Committee ； but all opinions 
have been considered even though they may not all be 
mentioned. 

Finally, the Committee wishes to place on record its 
warm appreciation of the services of its Secretary and 

Assistant Secretary, whose devotion to duty and com-
petence have so greatly facilitated the Committee's task. 

{Signed) F . FRIIS 
Chairman 

18 October 1956 

CHAPTER I 

Introduction 

BACKGROUND 

1. The United Nations, the World Health Organi-
zation, the International Labour Organisation, the 
United Nations Educational, Scientific and Cultural 
Organization, the Food and Agriculture Organization, 
the International Civil Aviation Organization and the 
World Meteorological Organization have, with some 
variations,1 a “common system” of salaries and allow-
ances. The other specialized agencies have markedly 
different systems. 

2. Regular staff in those organizations using the 
common system fall broadly into three groups : 

(а) Those in “unclassified” posts一Under-Secre-
taries, Assistant Directors-General, or officers of higher 
rank~for whom no ‘‘common,, pay scales have been 
approved； 

(б) Those in posts in the Professional category and 
the Principal Officer and Director category, for whom 
common base pay scales exist irrespective of the office 
in which they work; 

(c) Those in clerical, secretarial, custodial and simi-
lar posts who are mainiy recruited locally (or from as 
near to the office concerned as possible) and have pay 
scales fixed on the basis of the best prevailing conditions 
for comparable jobs in outside employment in the lo-
cality of the offices concerned. Neither the pay nor the 
grading of this staff at one office bears any necessary-
relationship to the pay or grading of similar staff at 
other offices. 

3. As regards the staff referred to in paragraph 2 
(a) above, the United Nations has the Under-Secre-
tary level, the remuneration for which was fixed in 1954 
at $18,000 gross ($12,500 net) plus a “basic allowance” 
of $3,500 net per annum. The International Labour 
Organisation has a Deputy Director-General at $17,500 
net per annum, and Assistant Directors-General 
at $13,000-—$1,000—$15,000 net per annum. The 
World Health Organization has a Deputy Director-
General at $16,500 net per annum, and Assistant Di-
rectors-General at $15,000 net per annum. The United 
Nations Educational, Scientific and Cultural Organiza-
tion has an Assistant Director-General level at $14,000 
net per annum. The Food and Agriculture Organiza-
tion has a Deputy Director-General at $15,000 net per 
annum, but no Assistant Director-General. The Inter-
national Civil Aviation Organization has an Assistant 
Director-General level at $14,500-16,000 gross ($10,700-
11,500 net) per annum [This scale will be revised 
effective 1 January 1957 to $17,000-18,000 gross 
($12,000-12,500 net)]. 

4. The base scales for posts in the Director and 
Principal Officer and in the Professional category are: 

1 See, for example, annex B. 

Director and Principal Net Gross* 
Officer category t $ 

Principal Director3 12,500 18,000 
D-2 (Director) 11,000-12,200 15,000-17,400 
D-l 10,000-12,000 13,330-17,000 
Professional category 
P-S 8,750-11,000 11,310-15,000 
P-4 7,300- 9,500 9,140-12,500 
P-3 6,000- 8,000 7,330-10,150 
P-2 4,800- 6,400 5,750- 7,870 
P-l 3,600- 5,000 4,250- 6,000 
The titles of the various grades differ as between or-
ganizations, and the grade numbers are therefore used 
as a matter of convenience. 

5. The Headquarters of the United Nations, New 
York, is the base location for the common system scales 
introduced in 1951. Salaries at offices away from New 
York are adjusted initially by means of (plus or minus) 
cost-of-living differentials ； subsequent cost-of-living 
variations at New York and elsewhere are reflected by 
cost-of-living allowances. The fact that some organiza-
tions have a Staff Assessment Plan while others do 
not causes some differences in the effect of these allow-
ances ；and there are a number of other differences. 

6. With some variation as between organizations, 
dependency allowances are granted to staff referred to 
in paragraph 2 (b) above~(i) in New York, at the 
rate of $200 for a wife or dependent husband and $300 
for each dependent child ； (ii) at other places at the rate 
of $200 for a wife4 or dependent husband and $200 for 
each dependent child. There is a fairly high degree of 
uniformity among the various organizations as regards 
other allowances and benefits. 

7. This common system stems largely from the rec-
ommendation of the 1949 Committee of Experts on 
Salary, Allowance and Leave Systems.5 A limited in-
quiry into certain anomalies and inequities arising from 
the system of salary differentials, cost-of-living allow-
ances and dependency allowances was carried out by a 
Committee of Experts in 1955 under the auspices of 
the Administrative Committee on Co-ordination. In 
considering the report6 of that Committee, however, 
the organizations concerned felt that even the limited 
problems referred to the Committee could not be solved 
without a wider review of the whole salary system. 

2 Salaries in the United Nations and the International Civil 
Aviation Organization are gross salaries, subject to staff assess-
ment, but in other organizations they are net. 

3 The Principal Director level is now used only in U N E S C O 
and FAO. 

4 I L O , FAO and WHO do not give an allowance for a 
spouse. 

6 Official Records of the General Assembly, Fourth Session, 
Fifth Committee, Annex, Volume II, pp. 2-28, document А / 
C.5/331 & Corr.1. 

« A/C.5/632. 



The 1955 Committee already had called attention to the 
desirability of periodic reviews, and suggested that the 
first should be made in 1956. In agreement with ACC, 
therefore, the Secretary-General proposed to the Gen-
eral Assembly in 1955 that a comprehensive review of 
the salary system should be undertaken in 1956 under 
the aegis of ACC. The General Assembly decided,7 

however, that the review should be undertaken by a 
committee of experts nominated by Governments, and 
the present Committee was formed as a result. 

THE COMMITTEE'S PROCEDURE 

8. The Committee met in New York on 10 May 
1956, and elected Mr. F. Friis (Denmark) as its Chair-
man, Mr. Ken Harada (Japan) as its Vice-Chairman, 
and Mr. J . K. Hunn (New Zealand) as its Rapporteur. 
To the Committee's great regret, Mr. Harada was pre-
vented by ill-health from attending the second session 
of the Committee in September, and M. P. Frochaux 
was then elected Vice-Chairman. 

9. The Committee was informed by the Secretary-
General that the Executive Board of WHO had invited 
the Committee to hold some of its meetings in Geneva, 
in order to study at first hand the problems and obtain 
the views of that organization. The possibility that a 
visit to Geneva would be desirable had been mentioned, 
without dissent, during the discussions in the Fifth 
Committee of the General Assembly which preceded the 
establishment of the Salary Review Committee, and the 
invitation was therefore accepted. The Committee was 
also invited to visit the headquarters of other organi-
zations, but was unable to accept the invitations. The 
executive heads of all the United Nations organizations 
in Europe, or their representatives, were nevertheless 
able to give evidence to the Committee in Geneva, as 
were representatives of the various staff associations. 
Further evidence was received from these organiza-
tions, and from ICAO, in New York. 

10. Accordingly, after meeting for two weeks in 
New York, the Committee met in Geneva from 29 May 
to 9 June. It then met in executive session in New York 
from 12 June to 29 June, during which time it reached 
provisional conclusions on many of the matters before 
it. These conclusions were communicated to the organi-
zations concerned, and some members of the Commit-
tee were able to visit some of the organizations in July 
and to give them further information or clarifying de-
tails. Finally, the Committee met again from 11 Sep-
tember to 18 October to consider its draft report, dis-
cuss it with the parties concerned, and reach its final 
recommendations. In all, fifty-one meetings were held 
during the first session and forty during the second 
(not including a number of sub-committee meetings). 

i Resolution 975 (X) . 

11. A general written submission was made by 
ACC. The Secretary-General supplied complete docu-
mentation on all aspects of the common system, and 
much useful documentation on particular aspects was 
provided by the specialized agencies. Written evidence 
was also received from staff associations of all the or-
ganizations. In addition, the Committee heard oral evi-
dence from forty-eight witnesses, including the Secre-
tary-General, the Directors-General of ILO, UNESCO 
and WHO, the Secretary-General of ICAO, the Acting 
Director-General of FAO, the Deputy Secretary-Gen-
eral of WMO, the Vice-Director of UPU, an Assistant 
Secretary-General of ITU, the Executive Chairman of 
TAB, the Executive Director of UNICEF, and many 
senior officials and staff representatives. Except during 
its executive sessions, the Committee invited represen-
tatives of all the organizations using the common sys-
tem to attend all the meetings, and most of them did so. 

12. Representatives of the staff associations were 
kept currently informed of the Committee's proceedings 
and invited to request additional hearings if they 
thought it necessary. The Committee also received 
written and oral evidence from the Federation of Inter-
national Civil Servants, Associations, since it was in-
formed that it had been customary to allow the Fed-
eration to present statements to certain inter-organiza-
tional administrative committees. 

13. Besides examining the documents and evidence 
initially submitted by the organizations, the Committee 
asked for and received information on a great many 
other related points such as the statistical basis of salary 
differentials, the personnel policies and the non-financial 
factors in the recruitment and retention of qualified 
staff. It made brief examination of the nature of the 
work done by the various organizations ； and divided 
into groups to visit a number of staff members of the 
United Nations Headquarters Secretariat in their of-
fices in order to form impressions as to the level of 
work and responsibilities of the various grades. 

14. The Secretary-General suggested, and the 
Committee agreed, that the review should be confined 
to the conditions of service of the Under-Secretary 
level and of the three main categories of staff~the 
Director and Principal Officer category, the Profes-
sional category, and the General Service category. In 
dealing with the last-named category at duty stations 
other than New York and Geneva the Committee was 
obliged to confine itself largely to matters of principle 
because examination of best prevailing rates in all parts 
of the world could not be undertaken in the time 
available. A number of other categories exist (e.g., 
Field Service, Manual Workers and Guide Service), 
but their conditions can be established by analogy with 
the principles governing the pay of the General Ser-
vice category. 

CHAPTER I I 

Summary of recommendatione 

15. The main recommendations which the Commit-
tee makes are as follows : 

(i) Common system 
The “common system" should be retained by those 

organizations now using it. It need not be applied with 
such rigid uniformity that an organization can never 

deviate from it, even if there is no other solution to its 
own particular staffing problems. As regards organiza-
tions at present outside the common system, there ap-
pear to be such differences in circumstances that it 
would be inadvisable for the Committee to make any 
recommendation. The Committee would hope that, as 



3,600- 5,000 
4,800- 6,400 
6,000- 8,000 
7,300- 9,500 
8,750-11,000 

10,000-12,000 
11,000-12,200 

3,600- 5,000 
4,600- 6,400 
6,000- 8,000 
7,300- 9,500 
8,750-11,000 

10,000-12,000 
12,500 

4,250- 6,000 
5,500- 7,870 
7,330-10,150 
9,140-12,500 

11,310-15,000 
13,330-17,000 

18,000 

21,000 12,500Ь 14,000 
plus basic 
allowance $3,500 

a On the basis of the United Nations “official” rate of ex-
change of 4.28 Swiss francs to the U S dollar. 

b This is the rate in the United Nations ； rates in other orga-
nizations vary一see para. 3. 

(b) The existing non-pensionable “basic allowance” 
for Under-Secretaries in the United Nations should be 
abolished (the whole of the proposed net salary of 
$14,000 being pensionable) but these officials should 
become eligible for those allowances to which other 
officials are entitled and which are now excluded by pay-
ment of the basic allowance. Neither lump sum repre-
sentation allowance nor “additional payments” of the 
type referred to in the United Nations Staff Regula-
tions should be paid at any level below that of Secre-
tary-General or Director-General. In the United Na-
tions, Under-Secretaries and Directors (D-2) should 
be reimbursed for reasonable hospitality expenditure 
actually incurred up to individual maxima of $1,500 
and $600 respectively. If the Secretary-General and the 
General Assembly should consider that there was an 
especially heavy representational responsibility on a 
limited number of officials, the Committee would see no 
objection to a higher limit in a few individual cases. 
Reasonable limits should be fixed in other organizations 
by the appropriate bodies in the light of their circum-
stances (para. 92). 

(c) Action should be taken to implement the 1950 
report of ICSAB on the recruitment of P-l career 
staff. The organizations should seek first class young 
university graduates or persons with similar high quali-
fications by competitive examination wherever possible. 
For the type of career staff which should be obtained, 
P-l should be regarded as a training grade and nor-
mally after two years (or after one year in exceptional 
cases of recruits with good previous experience before 
recruitment), the recruit should, subject to entirely 
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constructive steps taken in one agency should be con-
sidered by the others (para. 47). 

( v i ) Staff Assessment Plan 
The Committee's detailed recommendations on sala-

ries and allowances are such that they can be applied 
equally well in either a “gross” or a “net，，system. 
Nevertheless, all organizations which do not at present 
apply the Staff Assessment Plan are recommended to 
adopt it as an element of the common system (para. 
110). 

( v i i ) Base salary scales for the Professional category 
and above (chapter VII) 

(a) Subject to the modifications indicated below, 
the existing scales are still adequate to attract and re-
tain at Geneva staff of the highest degree of efficiency, 
competence and integrity, recruited on as wide a geo-
graphical basis as possible. The importance of the re-
quirements of Article 101 of the Charter has been borne 
in mind by the Committee in recommending the fol-
lowing base scales : 

Existing net scales Proposed scales a 

Net Gross 

and when the circumstances so warrant, such organiza-
tions would adopt the common system : but it believes 
that it should be left to the legislative bodies of the 
organizations concerned to decide when the appropriate 
time has come. 

( i i ) The base of the common system s h o u l d be 
Geneva, instead of New York, and the base date should 
be 1 January 1956: that is, the base salary scales rec-
ommended by the Committee for the Professional cate-
gory and above should be regarded as appropriate for 
staff at Geneva on 1 January 1956 (paras. 77 and 143). 

( i i i ) Organization and classification of staff 

Below the level of an executive head or his deputy 
(if any), posts should be classified into 

(a) Not more than three grades for the top hier-
archy (para. 86). 

(b) A Professional category of not more than five 
grades (para. 93). 

(c) A General Service category, the number of 
grades in which will be determined by local circum-
stances at each office. The nature of the General Ser-
vice category should be changed from a predominantly 
secretarial/clerical category to a wider local Service 
category in which should be accommodated not only 
the present General Service posts but certain posts in 
the present Professional category up to the P-3 level 
which are essentially of a “servicing” character and 
which are in fact, even now, mainly filled on a local or 
“semi-local” basis because of the need for local know-
ledge or local languages in the posts concerned. To ac-
commodate these posts a number of higher grades will 
need to be added to the General Service category above 
the present top level at some offices. The Committee 
recognizes that the transfer will reduce the number of 
posts in the Professional category to which the prin-
ciple of wide geographical distribution must be fully 
applied, and suggests that the organizations should give 
special attention to the consequences of this, in filling 
vacant posts, with a view to maintaining an appropriate 
balance in the composition of the staff (para. 65). 

(d) As regards the posts remaining in the Profes-
sional category and above, the Committee is not satis-
fied that common grading standards have been applied 
in all organizations. The organizations should therefore 
consult together (with advice from the International 
Civil Service Advisory Board or outside experts 
if thought desirable) to develop common stand-
ards of grading, and present gradings should be re-
viewed in the light of such standards. Subject to this, 
the Committee would agree that grades P-2 and P-3 
could be coupled if that were deemed necessary to pro-
vide reasonable advancement for the career official 
(para. 60). 

(iv) The conclusions of the organizations regarding 
common grading standards should be examined by the 
International Civil Service Advisory Board, revised 
terms of reference for which are proposed in recom-
mendation (xxvii) below. 

(v) Non-financial factors usually play a larger part in 
international organizations in the problems of recruit-
ment and retention of staff than they do in national ad-
ministration. A specific assignment should be made in 
each organization to a small personnel committee made 
up of appropriate senior officials to give continuing con-
sideration to these special problems of the international 
service, which are discussed in chapter V of the present 
report. ACC and ICSAB should also include a discus-
sion of these problems periodically in their agenda and 

P-l 
P-2 
P-3 
P-4 
P-5 
D-l 
D-2 
Under- Secretary or 

equivalent rank 



satisfactory completion of probation, be promoted to 
the next grade : junior entrants who fail to complete 
satisfactorily their probationary period should be ter-
minated ；a one-year extension of the probationary pe-
riod might be granted in doubtful cases. Since some 
organizations employ at P-1 specialized staff who are 
likely, to remain in the grade for a comparatively long 
time, and who are not the type of career staff envisaged 
above, the P-l scale is retained at its present length. 
Because of the earlier promotion which will normally 
occur in the case of career staff the minimum of grade 
P-2 should be reduced from $4,800 to $4,600 net (i.e., 
from $5,750 to $5,500 gross) (para. 81). 

(d) The best of the career staff who reach the 
maximum of grade P-3, and who are qualified for pro-
motion but who cannot in fact be promoted because no 
vacancy exists, should be eligible for two longevity in-
crements, the first after two years and the second after 
four years. The proportion of staff awarded such incre-
ments should not exceed 25 per cent of the number of 
staff in the grade (para. 82). 

(viii) Salaries of professional staff at offices away 
j from Geneva (chapter VI I I ) 

(a) The present system of differential and cost-of-
living allowances intended to preserve equivalent stand-
ards of living at different offices should be replaced by 
a system of ‘‘post adjustments” (i.e., adjustments for 
the duty stations) which should be fixed in flat net non-
pensionable amounts for each grade and varying as 
between staff with primary dependants and those 
without. The amounts of the adjustment in areas where 
the cost of living is higher than at the base should be 
regressive from P-l through Under-Secretary, as 
shown in annex C. 

(b) Initial post adjustments should be determined 
primarily on the basis of the cost-of-living relationship 
between Geneva and the office concerned. The official 
price level comparisons do not however fully reflect 
differences in cost of living, if due account is taken 
of differences in the pattern of expenditure at different 
places. An element of judgement must therefore be ap-
plied to the statistical price-level relationship and the 
various offices should be classified into groups which 
correspond broadly to cost-of-living differences : plus 
S per cent (class 2)，10 per cent (class 3), IS per cent 
(dass 4), and so on; minus S per cent (class A), 10 
per cent (class B) , 15 per cent (class C) and so on. 
No allowance should be made for so-called “hard-
ship,, factors except to the extent that they 
can be shown to have a tangible financial effect on the 
cost of living which is not reflected in the price level 
comparisons. Apart from this the hardship element 
should be dealt with largely in terms of short tours of 
duty, additional leave, or similar measures to minimize 
any physical hardship (para. 131). 

(c) The classification of the main headquarters of-
fices at the base date (which need not be the date of 
application of the system) for post adjustment pur-
poses should be as follows : 

Rome Class 2 Paris Class 4 
New York . • Class 4 Montreal Class 4 
(d) At other offices, the initial post adjustment 

should be determined by executive heads in the light 
of the cost-of-living relationships between the office 
concerned and Geneva, and the other factors mentioned 
above. The schedule in annex С suggests appropriate 
figures for adjustments in areas up to 30 per cent above 
the base. Above that level the Committee believes that 

further inquiry is needed before figures can be sug-
gested, since the assumptions on which the existing price 
level comparisons are based may not correspond suffi-
ciently closely to reality (para. 140). 

( i x ) Adjustment of salaries of professional staff 
after the base date (chapter I X ) 

The initial classification of any duty station, includ-
ing Geneva, for post adjustment purposes, should be 
altered subsequently according to local cost-of-living 
variations of five points from the base averaged over 
a period of nine months and measured on a local United 
Nations index appropriate for international officials. 
Except in the event of emergency (such as an exchange 
rate variation), changes at the various headquarters 
should not be made without the approval of the appro-
priate legislative or governing body. New machinery 
is however required to review proposals for change, be-
fore they reach the legislative bodies, and that ma-
chinery should draw the attention of legislative bodies 
to any significant difference between the movement of 
the cost-of-living index and movements of salaries in 
occupations comparable to those in the secretariats. 
Changes at the regional or field offices should be made 
by administrative action, normally after review by the 
machinery recommended below to keep the main of-
fice pay levels under review. 

( x ) Review of existing cost-of-living statistics 
The statistical services of the United Nations should 

be strengthened in order that more complete data can 
be obtained on price comparisons in general. The pres-
ent method of selecting the “basket of goods" for cost-
of-living calculations should be further examined. More 
attention should be devoted to ascertaining how the to-
tal income of staff at the various duty stations is dis-
posed of. Representatives of the staff should be con-
sulted in these measures and care should be taken to 
see that the staff understand the methods used, which 
should also be reviewed by the machinery proposed in 
recommendation (xxvii) below (para. 127). 

( x i ) Rates of pay for the General Service category 
(a) The salary scales for the General Service cate-

gory (including the higher grades proposed under 
recommendation (iii) above) should continue to be 
fixed on the basis of the best prevailing local conditions. 
A resurvey of outside rates at Geneva had not been 
completed by the time the Committee finished its work 
and, apart from consolidation of the existing cost-of-
living allowances, any recommendation on Geneva rates 
must be left for the machinery suggested below. As 
regards New York, the position is that by the end of 
1954 United Nations rates (including cost-of-living al-
lowance) were just about in line with best prevailing 
local rates. There has for several years been a steady 
increase in outside rates of about S per cent per annum 
and, if the trend continues in 1956, the Committee 
would agree that a pay increase is warranted in 1957. 
The cost-of-living allowance should then be consoli-
dated with base pay (para. 107). 

(&) A non-resident's allowance should continue to be 
payable to staff (other than nationals or permanent 
residents of the host country) recruited from outside 
the local area. Further study is however required of 
certain aspects of this allowance (para. 213). 

(xi i ) The pensionable scales 
The fact that pensions are based on net pay probably 

means that the pensionable pay of certain staff is lower 
than the pensionable pay of corresponding outside jobs 
in their own country, since the latter are pensioned on 



their gross scale. Expert study of this question, under 
the aegis of the Joint Staff Pension Board, is suggested 
(para. 176). 

(x i i i ) Dependency allowances 
(a) The existing system of staff assessment credits and 

children's allowances should be replaced by a system 
of dependency allowances. For Professional staff at all 
offices the rates should be $200 for a dependent wife or 
husband and $300 for each dependent child. Depend-
ency allowances should also be paid to staff in the Gen-
eral Service category ； at each office there should be a 
uniform rate for all grades in the category, but that 
rate may vary from one office to another. The amount 
must be determined in the light of local circumstances 
at each office, such as outside practice with regard to 
children's allowance and the effect of any tax relief, 
the principle being that of “best prevailing local condi-
tions，，. Existing allowances for local s t ^ at Geneva 
seem broadly appropriate, but at New York the total of 
staff assessment credit and children's allowance for the 
General Service is substantially more generous than out-
side comparison would warrant. The Committee sug-
gests that the allowances should be fixed at $250 for 
dependent spouse and $250 for each dependent child 
(para. 197). 

(&) A stricter definition of dependency is proposed 
in cases where husband and wife are both working 
(para. 203). 

( x i v ) Education grants 
Expatriated staff should be assisted as follows in edu-

cating their children : 
(i) The existing maximum rate of $400 should be 

maintained ； 
(ii) The maximum amount ($400) should be paid 

for education in the home country ； 
(iii) Where approved special education is obtained 

outside the home country the grant should consist of 
actual costs up to $200 or one-half (up to a maximum 
of $400) of the actual costs of tuition and school 
boarding, if that is greater. 

(iv) The age limit of twenty-one should be retained. 
These conditions are the same as those accepted by the 
General Assembly in 1955 (para. 215). 

( x i ) Installation grant 
The provisions regarding the installation grant 

should be revised. The grant should be equivalent to 
the daily subsistence allowance for fifteen days for 
staff without dependants and for thirty days for staff 
accompanied by dependants (the dependants attracting 
reduced rate of subsistence as at present). These limits 
may, if circumstances so warrant, be increased up to 
thirty days and sixty days respectively, but any increase 
should be prescribed for a particular duty station where 
exceptional housing difficulties exist and not be de-
termined for staff members individually (para. 273). 

( x v i ) Conditions of service of non-career (fixed-
term) staff 

The Committee endorses a proposal of the Secretary-
General that a greater proportion of staff should be em-
ployed on a fixed-term basis, on secondment from Gov-
ernments, universities and similar institutions. The pro-
portion of such staff who can be suitably used will nat-
urally vary with the nature of the organization ； many 
posts are not suitable for filling on a secondment basis. 
While some members of the Committee felt that it 
would be inadvisable to attempt to suggest any particu-
lar proportion, the majority felt that there could be no 

objection if of the posts which were suitable for filling 
on a fixed-term basis the proportion so filled were 
brought up to say 20 per cent as opportunity offered, 
in organizations where the proportion is now lower 
(para. 54). The conditions of service should be the 
same as for career staff except that fixed-term staff 
employed for a period of not more than five years 
should : 

(a) Be excluded from full membership of the United 
Nations Pension Fund, but covered at the expense of 
the organization, for death and disability benefits ； 

(&) Have no entitlement to repatriation grant as 
such ； 

(с) On the expiry of the fixed-term contract be en-
titled to a severance benefit at the rate of: 

(i) Two weeks' pay per year of service, in the case 
of non-expatriated staff ； 

(ii) Four weeks' pay per year of service for expa-
triated staff. 
In the case of fixed-term staff who are members 
of some other pension fund the organization, in 
agreement with the staff member, should be able, as 
an alternative to paying the severance allowance and 
the death and disability insurance, to take over (within 
the cost of the allowance and the death and disability 
coverage) the contributions to the other fund. 

(xv i i ) Medical and hospital insurance 
Existing medical and hospital schemes should be 

improved to cover the staff and their dependants against 
“major medical costs”，even if this means an increase 
in cost to the organization. Contribution arrangements 
should, however, be modified (para. 247). The Com-
mittee also felt that it was desirable to provide some 
kind of scheme to mitígate the wery heavy dental ex-
penses which many staff may incur in certain areas, and 
that the organization should accelerate studies which 
are being made into the possibility of either insurance 
arrangements, or contractual service arrangements, on 
a shared cost basis (para. 245). 

(xvi i i ) Compensation on separation 
(a) Repatriation grant maxima, namely $2,500 for 

a staJff member without dependants and $5,000 for a 
staff member with dependants, should not be revised 
at the present time. The repatriation grant should not 
be payable to fixed-term staff since they will be entitled 
to severance benefit (see recommendation (xv i ) ) ; 

(b) Termination indemnity should be paid on termi-
nation for health reasons subject to the proviso that the 
amount of the indemnity together with the amount of the 
disability pension for one year should not exceed one 
year's base salary (para. 229). 
In the case of dismissal for misconduct (as distin-
guished from dismissal for gross misconduct for which 
no indemnity is payable), the Secretary-General or 
executive head should be given discretion to pay what-
ever he deems reasonable, varying from nil to the full 
amount of the normal indemnity. 

( x i x ) Annml leave 
Though divided on the question whether some re-

duction should be made in annual leave in the early-
years of service the Committee decided by a majority 
to recommend no change in present practice in this 
respect. It agreed that executive heads should be em-
powered to grant additional annual leave (to be taken 
either locally or in conjunction with home leave) to 
staff serving in “unhealthy” climates. No distinction 
should be made between staff of different nationalities. 



P-l 670 
P-2 730 
P-3 800 
P-4 870 
P-5 930 
D-l and above 1,000 

670 plus storage® 
730 plus s torage 
800 plus storagea 

870 plus storagea 

930 plus storagea 

1,000 plus storagea 

a That is, plus the actual and reasonable costs of storage of 
furniture. 
With the proviso that (i) permanent staff who leave 
their dependants at the permanent duty station in no 
case receive less than the total of their emoluments at 
that duty station plus the assignment allowance as in 
column (4). Whether this minimum would also apply 

8 An official not accompanied by dependants should receive 
(i) the "single" rate of post adjustment payable at the temporary 
duty station, plus (ii) the difference between the rates for staff 
with dependants and those without in the country where the 
dependants were left. 

(XXIV) Other allowances and benefits 
The Committee recommends no change in the exist-

ing provisions regarding overtime, night differential, 
special post allowance, personal allowance, language 
allowance, commutation of annual leave, service-
incurred death, injury or disability, group life insur-
ance, special leave and removal expenses, which are 
dealt with in chapter XII of the present report. 

(XXV) Reconciliation of conditions of service under 
different programmes (chapter XII I ) 

There are irrational differences between the condi-
tions of service of staff in the permanent offices, of staff 
serving on ‘‘missions，，or temporary assignments away 
from their base, and of fixed-term staff and experts 
serving under the various voluntary fund programmes. 
While an identity of terms of service is impossible, a 
substantial narrowing of present differences can and 
should be made. The Committee proposes that, as re-
gards staff in the Professional category and above, and 
their equivalents under voluntary fund programmes : 

(a) Both permanent officials (appointed for five 
years or more) and fixed-term officials (appointed for 
a period of one to five years, with no expectation of 
renewal) should receive : 

(i) Base pay (and dependants， 
cable); 

(ii) Post adjustments; 
(iii) Installation allowance for 

companying dependants ； 

(iv) Education grant under the usual rules; 
(V) Home leave for themselves and dependants. 
(b) In the case of any official (permanent or fixed-

term) where assignment to a particular duty station is 
for a period of not less than one, but less than five 
years, the organization should decide whether, in all the 
circumstances, it should offer to pay removal expenses 
or an assignment allowance. If removal expenses were 
paid, the official would receive the appropriate rate8 

of post adjustment for the new office, but otherwise his 
conditions of service would be unchanged. If the organi-
zation decided not to offer removal expenses, the 
official would be entitled to an assignment allowance 
at the following rates 
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allowances if appli-

themselves and ac-

Staff accompanied 
to the new 

duty station 
by at least one 

of their 
dependants 

Sta姜 whose 
dependants 
do not ac-

company them 
to the new 

duty station 

The organization should not, however, pay the cost of 
local leave journeys to hill stations, etc. (para. 254). 

(xx) Home leave 
The Committee was divided on the question whether 

expatriated staff should have home leave once every 
two years or twice in every five years, but decided by 
a majority to recommend the two-year period. The 
rules regarding the amount of time to be spent in the 
home country should be strengthened. Travel time 
should normally be air travel time, but reasonable ad-
ministrative discretion is necessary to avoid inequities. 
Home leave should not be given to staff who continue 
to reside in their own country while serving the organi-
zation (para. 261). 

(xx i ) Sick leave 
The Secretary-General should apply the "common 

standard” of sick leave laid down by ACC, viz: 
(a) A staff member holding a permanent appoint-

ment should normally be permitted sick leave for not 
more than six months on full salary and six months on 
half salary in any period of twelve consecutive months, 
provided that the amount of sick leave permitted in 
any four consecutive years shall not exceed eighteen 
months, the first nine months to be on full salary and 
the second nine months on half salary ； 

(&) A staff member who has an appointment for 
three years or more, or who has completed at least 
three years' service, should be permitted sick leave in 
accordance with the rules proposed above for members 
holding permanent appointments ； 

(c) A staff member who either has an appointment 
or has served for at least one year, but less than three 
years, should normally be permitted sick leave up to 
three months on full salary and three months on half 
salary in any period of twelve consecutive months ； 

(d) A staff member who has an appointment for 
less than one year should be permitted sick leave pro-
portionate to the period of appointment at the rate of 
twenty-four days per year; 

(e) In administering the sick leave provisions, care-
ful consideration should be given at all times, particu-
larly in the event of recurrence of lengthy sickness, to 
retiring the staff member after balancing the interests 
of the organization against equity to the staff member 
(para. 267). 

(xxi i ) Maternity leave 
The period of qualifying service for maternity leave 

should be one year in all organizations. The period of 
the leave should be twelve weeks, of which the first 
six weeks should be on full pay and the second on half 
pay (para. 269). 

(xxiii) Travel conditions and subsistence allowances 
The standards of travel accommodations adopted by 

the organizations seem to be somewhat higher than 
they need be in certain cases. The Committee suggests 
that for staff below the Director and Principal Officer 
category second class accommodation should be used 
in certain cases (para. 277). The subsistence rates 
themselves seem generally reasonable for the Director 
level and below. The Committee suggests, however, that 
in the case of any relatively long trip—say over one 
month~it might be appropriate to make some reduction 
in the rates from the outset at least for staff without 
dependants, in respect of "home savings”，rather than 
after sixty days as is now the case. 
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to fixed-term staff would depend on the circumstances 
(para. 286) ； (ii) the allowance would not be payable 
to an official working in his own country unless he 
had left his dependants in another country. 

(c) All staff separated from their dependants as a 
result of such temporary assignment should normally 
be entitled to an annual visit by air to see them. 

(d) Fixed-term staff would not be entitled to the 
repatriation grant or full Pension Fund membership to 
which permanent staff are entitled. They would how-
ever be entitled to the benefits referred to in recom-
mendation (xvi) (c) above. 

(e) In the event of fixed-term staff subsequently 
receiving an appointment which made them eligible for 
the Pension Fund the organization should decide to 
what extent retroactive participation was permissible 
(in any case not to a date earlier than the beginning 
of the “associate membership” for death and disability). 
In respect of any period of retroactivity the official 
should contribute 7 per cent of his pensionable salary 
for the period concerned, plus interest ； the organization 
would pay 9y2 per centa plus interest, but the official 
would lose any entitlement to severance allowance in 
respect of the period concerned. Entitlement to repa-
triation grant would then also be retroactive to the 
commencement of full Pension Fund membership. 

(/) General service (permanent) staff should not 
normally be assigned to offices away from their base for 
periods of more than two years. In the event of such 
an assignment for not less than one year, they should 
receive an assignment allowance but, owing to the ab-
sence of any universal base salary for this category of 
staff, further study is required of the method by which 
their salaries should be adjusted on temporary assign-
ment and the rates of assignment allowance which may 
be necessary. 

(g) This reconciliation scheme as a whole should be 
reviewed after a reasonable interval through the ma-
chinery proposed in recommendation (xxvii) below. 

( x x v i ) Date of application and assimilation of staff 
to new conditions 

It is for legislative or governing bodies to decide 
the date of application of the present report, but the 
Committee suggests that, as regards the secretariats, 
1 January 1957 would be an appropriate date. All staff 
in the secretariats should, so far as possible, then be 
assimilated to the new conditions, but to the extent 
that the total of their pay and dependency allowances 
under present conditions may exceed the total under 
the proposed conditions, they should retain the excess 
as a personal allowance (para. 291). They should also 
retain any expectation to a higher maximum if the 
maximum of their present scale is above that of the 
scale proposed. Whether this personal right should 
persist only so long as their contracts remain valid, 
or so long as they remain in service, is a question 
to be decided by legislative or governing bodies. The 
method of assimilation of staff under voluntary 
fund programmes should be the subject of inter-
organization consultation, but new contracts made after 
the date of approval of the scheme for reconciliation 
of conditions should be made on the new conditions. 

(xxvi i ) Machinery for dealing with certain pay and 
personnel problems 

Certain of the problems with which the Salary Re-
view Committee has had to deal—notably those related 

a The cost of the death and disability insurance being esti-
mated at 4 И per cent. 

to the classification structure and grading practice, and 
the establishment or variation of post adjustments, are 
of such a nature that they will inevitably recur peri-
odically and in some cases will require discussion at 
the legislative or governing body level. The Committee 
believes that inter-organization machinery outside the 
secretariats and free from the pressure of day-to-day 
administration is needed for the purpose of providing 
detached and uniform advice to the various governing 
or legislative bodies on their common administrative 
problems. 

The body which in the United Nations structure 
seems most readily capable of adaptation to meet the 
need is, in the Committee's view, the International 
Civil Service Advisory Board, but to undertake the 
requisite role the Board would need a small secretariat 
and would need to be able to draw upon outside exper-
tise when that seemed necessary. It would moreover 
need the power to undertake, on the basis of available 
information, or to propose, after consultation with the 
ACC, studies in relevant fields. 

Recommendations or reports made by the existing 
inter-agency machinery on matters within the new 
terms of reference of ICSAB would be considered by 
ICSAB which would report thereon through ACC to 
all the legislative or governing bodies of its con-
stituent organizations. ACC would, of course, be free 
to make its own observations on these reports. In ap-
propriate cases, once fundamental principles had been 
approved by the Board, ICSAB might authorize its 
Secretary to transmit the reports of an expert group 
working either with some of the members of ICSAB 
or, if ICSAB agreed, separately, direct to ACC, 
though a copy of such reports would be referred to 
ICSAB at its next session. The organizations would 
provide such groups, or ICSAB, with the information 
they required. 

The additional terms of reference for ICSAB might 
be on the following lines : 

“ . . . t o review and to make recommendations to 
governing or legislative bodies, through the Admin-
istrative Committee on Co-ordination, on matters of 
pay and personnel administration on which co-
ordinated action is desirable by the international 
organizations, including : 

“ (a) The system of classification of staff and its 
application ； 

í{(b) The establishment or variation of post ad-
justment rates at any duty station, and related ques-
tions of statistical methodology, the interpretation of 
the statistics, and the elements of judgement to be 
applied to the statistics; 

" ( r ) Divergencies in conditions of service in 
organizations following the common system ； 

‘‘（d) Such other matters as are recommended for 
further study by the Board in the report of the 
Salary Review Committee." 
16. One member of the Committee was unable to 

agree with the recommendations numbered (iii) (c), 
(vii), (viii), (ix), (x), (xiii), (xvii) and (xxvii) 
and reserved his position concerning them. 

17. Effects of the Committee's proposals 
The effect of the salary and post adjustment proposals 

at the main headquarters offices is shown in annex D. 
The approximate budgetary implications for the United 
Nations and the specialized agencies are shown in annex 
E. The Committee had hoped to include with this re-
port an annex showing the existing conditions of ser-
vice as a whole and the effect of the changes proposed 
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the Committee. This has, however, not been pos-
e owing to limitations of time. The Committee 

therefore suggests that the Secretary-General and the 
executive heads of the specialized agencies, when pre-

senting any comments they may have on the report, in 
accordance with paragraph 7 of the General Assembly 
resolution, should if possible also present a statement 
containing such information. 

CHAPTER I I I 

The Committee's approach to its task 

18. The Committee recognized that this was the 
first occasion on which a committee of experts nomi-
nated by Governments had been able to make a com-
prehensive review of the salary, allowance and benefits 
system of the various organizations. It took the view, 
therefore, that the whole subject must be re-examined 
ab initio, and that it must consider not merely the prob-
lems of the organizations under the present system but 
those features of the system which were of more par-
ticular concern to Governments, including the prin-
ciples upon which the pay scales have hitherto been 
based. 

19. The Committee's approach to its task has, 
moreover, differed somewhat from that of the 1949 
Committee upon whose recommendations the present 
system is founded. That Committee was a committee 
of independent experts appointed by the Secretary-
General of the United Nations in agreement with the 
Advisory Committee on Administrative and Budgetary 
Questions. It received no formal proposals from any of 
the various organizations, though it took evidence from 
a number of them. In its report9 it said : 

"Initially, the Committee took its terms of refer-
ence to mean that the system of salaries and allow-
ances it should recommend should be capable of equal 
application to the United Nations and to each of the 
specialized agencies. It became apparent, however, 
as the comparative study of systems progressed, that 
there were important differences in the problems en-
countered by the United Nations and the specialized 
agencies due to such factors as geographic location, 
and the fact that the organizations vary so widely in 
physical size and consequently in internal organiza-
tion. It would be impracticable, therefore, to attempt 
to design a system which would be equally appli-
cable in all its details to all the agencies. In this re-
port the Committee is recommending a system which, 
although specifically designed to meet the needs of 
the United Nations, is, at the same time, based upon 
general principles which are thought to be capable of 
application by each of the agencies in developing its 
system of salaries, allowances and leave provisions. 
The Committee feels that, in general, only modifica-
tion in details of the recommended system should be 
required, and wishes to emphasize that, in the inter-
est of promoting an international career service, of 
avoiding inter-agency competition for personnel and 
facilitating inter-change of staff, such modification 
should be made only when there are sufficient and 
compelling reasons to warrant changes." 

20. Following inter-organization consultation, 
through ACC machinery, several modifications were 
made in the recommendations of the 1949 Committee, 
and the salary and allowance scheme as so amended 
became the basis of the present common system. The 
present Committee was called upon to examine that 

9 Official Records of the General Assembly, Fourth Session, 
Fifth Committee, Annex, Volume II, p. 3 (A/C.5/331 & 
Corr.l). -

system, and necessarily took its terms of reference to 
mean that its recommendations should not be confined 
to the needs of the United Nations alone but should also 
be capable of application, at least by those other organi-
zations now applying the common system. The Commit-
tee recognized that constitutionally it could not make 
recommendations to the specialized agencies, but noted 
that under Article 17.3 of the Charter of the United 
Nations the General Assembly is empowered to do so. 

21. The differences in the problems of the organi-
zations (as may be seen from annex A) were such that 
the Committee felt obliged to examine afresh the de-
sirability of a common system and to examine the ex-
tent to which deviations from it were inevitable, there 
being at least as many deviations at present as are 
noted in annex B. It explored at some length such ques-
tions as whether staff of different nationalities must 
necessarily be employed on the same conditions—since, 
if they must, it seems inevitable that salary levels for 
all staff must rise to the level required to attract the 
most highly paid nationalities in outside employment ； 
and the extent to which staff in widely different profes-
sions should be classified in the same category~since, 
the more they are so classified the more may the salapr 
scales of that category rise to levels of the highest paid 
profession. It had regard also to the observation of the 
Advisory Committee on Administrative and Budgetary 
Questions10 that: 

“It is a matter of importance to ensure that dif-
ferentials are so fixed at each duty station that the 
remuneration of professional officers shall not be 
unreasonably out of scale with that of officials in 
comparable employment in the same area. This can 
be achieved only if due regard is had, not only to 
differences in cost of living but to differences in 
standards of salary and standards and conditions of 
living. The General Assembly has recognized that 
all these are important factors in the free interchange 
of staff among duty stations ； it has further recog-
nized the disadvantages, climatic and other, peculiar 
to service in certain areas. It happens therefore that, 
in certain cases, United Nations staff members re-
ceive a substantially higher remuneration than com-
parable groups in the same area. In the Committee's 
opinion, it should be the aim to ensure that any such 
discrepancy, where unavoidable, is not excessive. It 
is also suggested that General Service scales in of-
fices away from Headquarters might be closely re-
examined, to ensure that they are fully consistent 
with the Assembly directive (resolution 470 (V) , 
annex I, paragraph 7).” 

and as part of an effort to find a solution to these par-
ticular problems, it re-examined the question of a pos-
sible re-introduction of a system of expatriation al-
lowances, as well as the principles upon which General 
Service pay scales are based. 

10 Official Records of the General Assembly, Eighth Session, 
Supplement No. 7y p. 5, para. 33 ( A / 2 4 0 3 ) . ' 



CHAPTER I V 

The concepts of an international civil service and a common system 

22. In the agreements concluded under article 57 of 
the Charter between the United Nations and most of 
the specialized agencies, the organizations “recognize 
that the eventual development of a single unified inter-
national civil service is desirable from the standpoint 
of effective administrative co-ordination, and with this 
end in view agree to develop, as far as is practicable, 
common personnel standards, methods and arrange-
ments designed to avoid serious discrepancies in terms 
and conditions of employment, to avoid competition in 
recruitment of personnel, and to facilitate interchange 
of personnel in order to obtain the maximum benefit 
from their services”. 

23. So far as the Committee is aware, the term "uni-
fied international civil service” has never been defined. 
In the sense that the officials of international organiza-
tions are international civil servants, an international 
civil service may be said to exist whether the conditions 
of service are ‘‘common，，or not. Equally, however, the 
existence of common conditions would not of itself 
produce a unified civil service analogous to a national 
administration, fully integrated and centrally adminis-
tered with appropriate delegation of authority to the 
constituent departments. Even though such a unified 
international civil service may be, for constitutional and 
other reasons, a distant prospect, its advent (if fa-
voured) would be facilitated by adherence in the mean-
time to a common system of employment and seriously 
impeded if diverse systems were evolved instead. 

24. It is significant, in the absence of any definition 
of the international civil service, that a paper which the 
Committee requested from the organizations on the 
advantages and disadvantages of an international civil 
service began by saying that the subject might perhaps 
be more precisely worded as ‘‘the advantages and dis-
advantages of a common system of terms of employment 
for the several branches comprising the international 
civil service”. It then listed as advantages of a com-
mon system the facts that : 

(o) It facilitated the examination by Member States 
of the budgets and programmes of the various organi-
zations ； 

(b) It enhanced the possibility of attracting high 
calibre staff because it enhanced the prestige of interna-
tional service as a whole ； 

(c) It enabled organizations more readily to assist 
each other in recruitment ； 

(d) It gave the staff of the various organizations a 
sense of equity of treatment and facilitated the carry-
ing out of joint projects. It avoided competition in re-
cruitment and retention of staff ； 

(e) It facilitated division of work between organiza-
tions when special studies or research was required ； 

({) It enabled Member Governments to review or 
consider a single system, or particular features thereof, 
instead of having to review or consider numerous dif-
ferent systems ; 

(g) It facilitated transfers or secondments from one 
organization to another ； 

(h) It enabled organizations to benefit, at new of-
fices, by the experience of other organizations ； 

(i) It facilitated the operation and maintenance of a 
common Pension Fund and so obviated actuarial dif-
ficulties which might arise if separate funds were 
established. 

25. As disadvantages, the paper listed the facts 
that : 

(a) A common system which had to cover a wide 
variety of types of staff and conditions of work must 
either be rather complex or rather less flexible than 
would be separate systems adapted to the needs of the 
separate organizations ； 

(&) Large administrative operations tended to be less 
efficient than small ones, and with regard to any one op-
eration, therefore, a common system might be less ef-
ficient than a system peculiar to the operation ； 

(с) Considerable effort and expense was required 
for co-ordination machinery to maintain the common 
system. On the other hand, the co-ordination machinery 
enabled organizations more readily to exchange views 
and experience with resultant economy. 

26. A slightly different approach was taken by one 
organization, which said that “reasons of good adminis-
tration—as well as questions of principle~~make it 
desirable that the scales of the Professional category 
should have an international character. The initial scales 
at the overseas offices~or certainly at the major of-
fices一should therefore be set in relation to the scales 
at New York for comparable levels of responsibility. 
There is, it is true, comparatively little competition 
between the different organizations for personnel : there 
is so far comparatively little interchange of staff among 
them. The international civil service lacks many features 
of a national civil service, such as a central adminis-
trative authority, central recruitment, etc., and a num-
ber of international organizations now function with 
conditions of service different from those of the 'com-
mon system，. Yet over the larger part of the area where 
it now exists, a ‘common system，should be retained and 
eventually extended”. 

27. The Committee did not attempt to determine 
what the concept of a unified international civil service 
should entail. It did, however, agree that retention of a 
common system was desirable serving to emphasize the 
common purpose of the United Nations family and to 
promote efficiency and economy of administration. The 
notion of a common system could, however, be stultified 
if some organizations elected to stay outside it and 
others, subscribing to it in principle, deviated from it 
unnecessarily or failed to adopt common standards of 
application (see annex B) . 

28. On the other hand, care is needed equally to 
ensure that a common system does not in practice lead 
to unnecessary expense, as it may well do if sím-
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plicity and uniformity are overstressed ; for while sim-
plicity and uniformity can lead to some economy through 
ease of administration, they probably cannot be achieved 
except through uniformity at a relatively high level 
of conditions. Examples of this type of problem will be 
found elsewhere in the present report. 

29. The Committee therefore advocates a common 
system for all organizations, but one that is flexible 
enough to allow exceptional problems to be met in a 
practical way. There should not be cast-iron uniformity 

merely for uniformity's sake nor should there be devia-
tions that are needless and arbitrary. There should, 
in other words, be a common system in the sense that 
all can and should apply it where circumstances are 
similar, but on the understanding that irreconcilable 
differences in the circumstances of particular organiza-
tions or groups of staff may be of sufficient importance 
to warrant different treatment in promoting the aims 
of the organization concerned. 

CHAPTER V 

General principles affecting the recruitment and retention of staff 

30. Before considering the pay scales themselves, 
the Committee examined the question of the type of 
officials required by the organizations, the methods by 
which they should be recruited, and the conditions 
which would best enable them to work satisfactorily and 
to meet the needs of the organizations. 

A . T H E REQUIREMENTS OF THE CHARTER 

31. Article 101 of the Charter provides that “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”. Similar provi-
sions exist in the constitutions of most of the specialized 
agencies. 

( i ) The highest standards of efficiency, competence 
and integrity 

32. As regards the method of securing the highest 
standards of efficiency, competence and integrity, various 
principles have been put forward, since the creation of 
the League of Nations, as the basis for determining the 
pay scales in international organizations, and they have 
not always been entirely consistent with one another. 
For example, the recommendation11 of the Preparatory 
Commission of the United Nations that conditions 
should “compare favourably with those of the most 
highly paid home and foreign services” bears a dif-
ferent emphasis from the recommendations made at 
the first session of the General Assembly (resolution 
13 ( I ) ) that account should be taken of the ‘‘wide 
range of remuneration for comparable work prevailing 
in the government services of the Members of the United 
Nations”. 

33. It appears to the Committee that at this stage 
it would be pointless to attempt to assess the scales of 
pay on the basis of abstract principles. Experience, the 
Committee would suggest, shows that it is unrealistic 
to believe that every single staff member must be the 
best of his kind in the world : the practical requirement 
is that all the staff should be of a high level of com-
petence, and that the international organizations, like 
national administrations, should have their fair share 
of brilliant staff and be content with that. On that as-
sumption, a more practical guide to appropriate scales 
than abstract principle is the experience of the last 

i i Chapter VIII’ section 2, of the "Report of the Preparatory 
Commission of the United Nations" (PC/20), transmitted by 
the General Assembly to the Secretary-General for his guidance. 

ten years, and the experience today, in the recruitment 
and retention of staff. 

34. It is true that experience to date must be 
weighed with care. Recruitment may succeed because 
rates are too high; it may fail because recruitment 
methods are unsound. High turnover may not be due 
to inadequate pay ； nor is low turnover proof of satisfac-
tory conditions, in view of the difficulty which many 
civil service employees, particularly expatriates, en-
counter in throwing up their career and starting an-
other. In other words, the question of pay scales cannot 
be dissociated from the question of recruitment and 
personnel policies, and other non-financial factors. 

( i i ) Geographical distribution of staff 
35. As regards the second part of Article 101 of the 

Charter, the purpose is not to provide various nationals 
with jobs in international secretariats but to ensure that 
the international secretariats contain competent person-
nel coming from and reflecting various backgrounds, 
with different problems and different cultures and dif-
fering psychological and emotional responses ； without 
such a broad cross-section of differing experience an 
international secretariat could not fulfil the purposes 
of the Charter. Experience led the organizations to 
agree that in the General Service type of job the prin-
ciple of wide geographical distribution cannot in prac-
tice be invariably followed ； experience has shown, 
further, that for certain other types of posts~such as 
language posts or certain technical servicing posts~that 
principle cannot in any case be fully applied. 

36. It must be recognized, however, that the need 
for wide geographical distribution of staff has an im-
portant bearing on remuneration and allowances, and 
hence on costs, because if the principle is to be a reality 
in practice, it is necessary to fix salaries at levels which 
will be adequate to attract and retain personnel from 
various regions of the world, with differing standards 
and patterns of living and with different income levels. 
The Committee noted that the Charter provision is not 
limited to staff of particular categories or grades, but 
it also noted that in practice the necessity for wide 
geographic distribution is greater at the professional or 
policy-making levels than at the purely “service” levels, 
and that rigidly applying the principle of geographical 
representation to the General Service would greatly 
add to the cost of the organization. The remuneration 
proposed by the Committee therefore takes account of 
the need for wide geographical distribution at the pro-
fessional levels. The Committee's proposals regarding 
the General Service category are based on the pre-
vailing local rates. The Committee had evidence how-



ever that, in great metropolitan cities, there were avail-
able locally persons of the required competence 
belonging to various nationalities who could be em-
ployed at local rates of pay, and the Committee would 
urge that wherever possible such persons should be 
recruited for the General Service category as vacancies 
arise. In this way the organizations could seek, without 
increasing costs or sacrificing efficiency, to obtain a 
wider geographical distribution in the General Service 
category. 

37. The proposal to make greater use of fixed-term 
appointments which is referred to in paragraph 53 
below, if judiciously applied, should also improve the 
geographical distribution at certain levels where the 
need for improvement exists. The Committee considered 
whether any changes in the conditions of service for 
such fixed-term staff were required, and makes pro-
posals on this matter in paragraph 94. 

B. THE NON-FINANCIAL FACTORS IN RECRUITMENT 
AND RETENTION OF STAFF 

38. International staff work, and in some places 
live, in a small and perhaps artificial community set in 
alien surroundings. They are usually a long distance 
from home and they are isolated from their cultural 
roots and from many of their friends and relatives. The 
education of their children, the standards of medical 
care, and the maintenance of their households all present 
unusual and difficult problems. Their job is usually 
more anonymous than if they were working in their 
home country. No matter how good the recruitment 
methods may be, various non-financial considerations 
will usually play a larger part in the problems of re-
cruitment and retention of staff in international organ-
izations than they do in national administrations. 

39. The 1955 Committee identified four points 
which are important for productivity and job satisfaction 
in any organization, but are especially important in 
an international agency~the need to give staff a "sense 
of belonging” to their organization; the opportunity 
to do constructive work on important problems ； recog-
nition of work well done ； and a sense of security. The 
Salary Review Committee found that all organizations 
appreciated the problem and some had developed pro-
grammes to deal with it. Nevertheless, there is scope 
for more interchange of experience on the subject, and 
in some respects whatever more could be done would 
require the sympathetic backing of the governing 
bodies. 

40. A sense of belonging will be fostered by telling 
the new recruit, even before he leaves home, as much 
as possible about conditions of life at the duty station ； 
by putting him in touch with future colleagues ； by en-
suring that after arrival he receives effective training, 
advice, help, and appreciation for his work ; and by 
making and keeping clear the long-range as well as the 
immediate goals of the organization so that he becomes, 
and remains, identified with them. Sound supervision 
which gives support to the employee, and which in-
cludes adequate consultation and contact between super-
visors and subordinates is essential. So is organized staff 
participation in the formulation of personnel policies 
and procedures, though such participation must not 
be allowed to cloud the ultimate authority of executive 
heads and, if it is to be fruitful, requires a high sense 
of realism on the part of the staff. Assistance in finding 
accommodation would be helpful at some duty stations. 
Assistance in house purchase, which in some countries 

is becoming a feature in commercial employment, and 
which is now under review by the United Nations, 
certainly merits consideration if appropriate arrange-
ments and safeguards can be devised. 

41. Opportunity to do constructive work and to ob-
tain job satisfaction will be increased by the maximum 
delegation of authority and responsibility consistent with 
sound administration. Job satisfaction is also dependent 
to an important extent on the degree to which the 
staff is convinced of the importance of the goals and the 
efforts of the organization as a whole. Such a conviction 
depends in large part on the attitudes displayed by 
higher echelons of the organization and, in particular, 
by supervisors. A proper attitude in such quarters will 
soon be diffused through the staff as a whole. 

42. The weeding out” from work programmes, of 
non-constructive work, of academic studies not likely 
to lead to action, and the substitution of worthwhile ac-
tivity, are essential if the staff is to retain its enthusiasm 
and give of its best. Excessive “departmentalism” 
should be avoided. The various units should work to-
gether and not as separate entities, and if work in one 
becomes slack the surplus staff should be lent or trans-
ferred to other units where they can do productive 
work. The need is the more urgent in that, despite the 
work that can be done, many of the staff in all organiza-
tions—for instance, the languages and servicing staf f“ 
must inevitably do work which is largely routine even 
though it demands high educational standards and skill 
and is essential to the effective functioning of the 
agency. 

43. In most organizations there is room for greater 
rotation of staff both between different branches and 
different offices, and the need is generally recognized. 
There is also, in the Committee's view, room and need 
for more transfer or temporary secondments between 
organizations : this would not only assist in keeping 
staff keen but should, over a period of years, help to 
produce effective co-ordination among the organiza-
tions. Secondment of staff to outside organizations or 
Governments should be favourably regarded, though 
never likely to be extensive. Leave of absence for re-
fresher courses can also assist, and, particularly in 
technical fields of work, can benefit the organization as 
much as the staff. The Committee noted that such leave 
was already granted, in a few cases, in the various 
organizations sometimes with the assistance of scholar-
ships from Foundations. The possibility of arranging 
for sabbatical leave for professional staff should, in the 
Committee's view, be studied : the International Civil 
Service Advisory Board would seem an appropriate 
body to undertake this task. 

44. Perhaps the most difficult factor to deal with 
is that of giving adequate recognition of work well done. 
The Committee believes it is right that the civil servant, 
who works as one of a team, should be anonymous ； but 
this means that he cannot obtain the personal recognition 
or prestige which he might obtain in, say, the academic 
world. Moreover, the position which an official occupies 
in an international organization, even though it may 
sometimes carry a salary above what he could earn 
outside, may at the same time be lower in the hierar-
chical sense than that which he would hold in his own 
country. However, work in an international organiza-
tion can bring a prestige of its own : and this may help 
particularly in attracting fixed-term staff. But, as far 
as career staff are concerned, recognition must to a 
large extent depend on the individual's sense of public 
service and the staff's general feeling that the organiza-
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tion's goals and the goals of their particular unit are 
being realized. 

45. Internally, within the organization, the question 
of recognition of work well done is linked with the 
promotion system, and in this sense the psychological 
aspects of the promotion system are perhaps more im-
portant than the financial. It is essential not only that 
the system embodies the principles of justice and equity, 
but that the staff fully understand the system. In the 
field of promotion policy, a close co-operation between 
administration and the staff is necessary. 
46. Finally, as regards the fourth point to which 

the 1955 Committee drew attention, a sense of security 
depends on much more than mere contractual status. 
Each staff member must feel that he can rely upon his 
leaders and that the personnel policy of his organiza-
tion is sound and fair. He must feel that the whole 
administration is activated by a sense of equity and 
that he has protection against arbitrary termination as 
long as his work is satisfactory. He must feel too that 
along with his dependants he has reasonable protection 
against the hazards of illness and accidents which inevi-
tably weigh more heavily on the expatriate. If these ele-
ments are missing, demands for higher pay scales, lack 
of job interest, tardiness, and low productivity are 
probable consequences. 

47. The Salary Review Committee believes that 
specific assignments might well be made in every inter-
national agency to a small personnel committee of 
appropriate senior officials to give continuing considera-
tion to the special non-financial problems of interna-
tional service as outlined above. ACC and ICSAB might 
also include a discussion of these problems periodically 
in their agenda, and constructive steps taken in one 
agency should be considered by the others. 

C. RECRUITMENT AND PERSONNEL POLICIES 

48. The method of recruitment, and the type of re-
cruit to be sought, are obviously matters of prime 
importance. So far as the General Service is concerned, 
no great problems arise. The skills required in this 
category are on the whole well defined, and it is not 
difficult to arrange appropriate competitive tests or 
selection procedures. The organizations on the whole 
seem to have been successful in obtaining satisfactory 
staff, and are aware of the danger of recruiting candi-
dates who are over-qualified for the grade to which they 
are recruited, and hence likely to become dissatisfied. 

49. As regards the Professional category, there are, 
as indicated in paragraph 57, two different needs— 
the need for the junior Professional who will enter at 
P-l with the potentiality to earn promotion to the 
higher grades during a lifetime career and the need for 
the more experienced, sometimes more specialized, staff 
member who must frequently be brought in at a rela-
tively high level, sometimes by recruitment from Gov-
ernments or universities, etc. 

50. In the case of the junior Professional career en-
trant, it seemed to the Committee that in several 
organizations an unduly high proportion of staff in 
grade P-l were not junior Professional staff with the 
potentiality of rising to the highest grades. Many were 
promoted General Service staff, and while qualified 
General Service staff should be able to attain the Pro-
fessional category, it is improbable that all of the many 
who have so far arrived there really have the potential 
for continuous advancement. All organizations said, 

with different degrees of emphasis, that they had 
difficulty in recruiting junior Professional career 
staff. It appeared, however, to be their practice in many 
cases to restrict themselves to recruits who had al-
ready had two or three years' experience or post-
graduate study, and the Committee cannot avoid the 
conclusion that some of the recruitment difficulty proba-
bly stems from this fact. The Committee believes that, 
to a greater extent than hitherto, the organizations 
should, as national administrations do, seek to recruit 
the junior career entrant from first-class young univer-
sity graduates or persons with similar high qualifica-
tions, by competitive written and oral examinations 
wherever possible. In this regard the Committee would 
draw attention to the relevant report (CO-ORD/CIVIL 
SERVICE/2/Rev.l) in 1950 by the International Civil 
Service Advisory Board : what seems needed now in 
most organizations is action to follow up the Board's 
report. 

51. The benefits of systematic recruitment at the 
entrance grade of candidates with good potentialities 
will be lost if adequate training is not given to the staff 
after recruitment. Here also the International Civil 
Service Advisory Board has already tendered valuable 
advice and the Committee need not repeat it. It is be-
yond doubt that effective staff training is a sound in-
vestment and the use of untrained staff is expensive in 
more ways than one. 

52. As regards the other need~for the more ex-
perienced official who will enter at higher levels~the 
problem is different. It must necessarily be more dif-
ficult to persuade a man to leave an established and 
promising career in order to serve an international 
organization in a country of which he possibly knows 
little. There is no easy solution to the problem, but the 
Committee would hope that it could be mitigated if 
Governments or institutions were more willing to assist 
the secretariats in finding suitable staff and to second 
them to the organizations for limited periods. The 
Committee noted with interest that the World Health 
Assembly and the UNESCO General Conference have 
passed resolutions requesting their member States to as-
sist in this direction, and suggests that all organizations 
might take similar action. 

53. The Committee noted the Secretary-Generars 
belief that greater use should be made in the United 
Nations Secretariat of fixed-term staff obtained largely 
by secondment from government services, universities 
and similar institutions. Executive heads of some other 
organizations expressed themselves in favour of a similar 
policy. Apart altogether from the advantages of such 
a policy in correcting unbalanced geographical distribu-
tion of staff, the Committee agrees with the views put 
to it that a constant and substantial influx of new ideas 
and experience is essential if complacency and bureau-
cracy are to be avoided ； and that there is also ad-
vantage in having a body of people working in gov-
ernment services, etc., after having worked for a period 
of years in the international secretariats. 

54. It has sometimes been argued that non-career 
staff cannot have the same international loyalties or 
independence as career staff. The evidence does not 
support this view. The Committee was impressed with 
the assurances of the Secretary-General that seconded 
staff were in his experience extremely zealous in avoid-
ing any tendency toward divided loyalties. It noted 
also that some organizations use a very high propor-
tion of fixed-term staff, without adverse effect. The pro-
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portion of such staff which can suitably be used will 
naturally vary with the nature of an organization and 
its work, but, taking a broad view, the Committee 
would feel that it is undesirable for any organization 
to have virtually the whole staff on a career basis. 
Many of the posts in an international secretariat are of 
course not suitable for filling on a secondment basis 
一for example, the lower grade posts or posts for which 
special technical or language qualifications are re-
quired ；but of the posts that are suitable the Committee 
would see no objection, either on financial or personnel 
grounds, if the proportion to be filled on a fixed-term 
basis, whether by secondment or otherwise, were 
brought up to say 20 per cent as opportunity offered, 
in organizations where the proportion is now lower. 
It is clear that the final responsibility in the selection of 
staff must always rest with the executive head, and the 
extent to which he will be able in fact to bring in staff 
from outside will depend upon the availability of candi-
dates who are in his view satisfactory as well as upon 
other considerations such as the possible existence of 
promotion blocks. 

55. The introduction of staff above the entrance 
level must necessarily affect the promotion prospects of 

career staff. If it were practicable, it might be desirable, 
to avoid undue anxiety on the part of career staff, to 
establish a limit on the extent to which outside staff 
would be brought in ； in practice, however, the position 
will vary from time to time and from one organization 
to another, and the Committee believes that, while ex-
ecutive heads should vigorously pursue the policy of 
utilizing seconded or fixed-term staff to the extent 
which they deem feasible, it must be left to them to 
weigh all the circumstances at a given time. 

56. In view of the importance which promotion 
prospects play in a career service, the Committee 
examined briefly the practices of the various organiza-
tions in this field. It noted that in some organiza-
tions staff representatives participate in Promotion 
Boards, in others they do not. Without wishing to ques-
tion the view that promotion is solely a management 
responsibility, the Committee would suggest that the 
experience so far gained of staff participation be studied 
on an inter-organizational basis ； promotion policy gen-
erally might indeed be a suitable field of inter-
organizational study through the machinery suggested 
in chapter XV below. 

CHAPTER V I 

Organization and classification of staff 

57. The secretariats of the United Nations and of 
the International Labour Organisation are almost wholly 
career staffs (i.e., with permanent contracts) who can 
hope to progress upward through the various grades 
to the extent that vacancies and their capabilities per-
mit. Both organizations feel, though with minor dif-
ferences of detail, that a long "member of section” 
grade with an incremental range covering two of the 
present scales is needed not only to assure reasonable 
careers for the staff but also to distinguish realistically 
the fewer differences that in fact exist, over a wide 
range of work, in levels of responsibility. In the more 
technical organizations, such as WHO and FAO, there 
is a far greater need for technical specialists to enter 
the organization at a later age after acquiring prac-
tical experience outside, and there are clearer differences 
in the work and responsibilities of such staff which 
warrant at least the present number of grades. A 
‘‘career” in those organizations for many people means 
not a lifetime of service but a period of yearspossibly 
fairly long~spent in one or two grades, because in cer-
tain specialized fields of work there is no need for a 

whole hierarchy of posts providing promotion oppor-
tunities. WHO has only recently begun to grant perma-
nent contracts to its staff and has reached the con-
clusion, after a careful review, that out of over 800 
professional posts (including those of technical as-
sistance experts) only about 260 are of such a nature 
that they might appropriately be filled by staff on per-
manent appointment. FAO stated that, while they 
needed a number of junior professional staff with tech-
nical university qualifications, it was desirable that most 
of them should leave the organization after a few years 
in order to broaden their practical experience, a very 
great deal of which was required for the more senior 
posts. UNESCO and ICAO, though able to use a 
higher proportion of career staff than WHO or FAO, 
nevertheless need a significant number of specialists 
to enter the middle levels. 

58. The percentages of staff in the various profes-
sional grades in different organizations is shown in the 
following table of regular budget posts (the figures may 
contain minor inaccuracies, but these do not affect the 
broad picture): 

PERCENTAGE OF PROFESSIONAL STAFF IN GRADES 
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59. There may be a good explanation of the marked 
variation in proportions shown by this table since the 
grading of posts, particularly at higher levels, may be 
influenced by the structure of an organization and the 
nature of its field of work. The Committee was unable, 
in the time available, to conduct a detailed grading in-
quiry. It did, however, receive evidence, though it was 
not conclusive, that different standards of grading had 
been applied in the different organizations, with the 
result that, despite common pay scales, there may not be 
equal conditions of service for corresponding staff. 

60. In these circumstances, the Committee concluded 
that the only course open to it was not to alter the 
grading structure for the Professional category, but to 
recommend scales for each of the existing grades of P-l 
through Under-Secretary (or Assistant Director-
General) and recommend further the establishment of 
machinery (see chapter XV) whereby a more thorough 
review of the grading system and its application might be 
undertaken. As regards the proposal of the Secretary-
General (see para. 8(d) of annex A) that grades P-3 
and P-4 should be coupled, the Committee felt that it 
would produce too high a virtually automatic maximum 
for too many staff, and was therefore unable to agree. If, 
however, after the proposed review of the grading sys-
tem, it were felt that the needs of the career service were 
best met by coupling the P-2 and P-3 grades (as ILO 
has already done) the Committee would see no objec-
tion. The Committee formed the impression from a 
limited number of inspections of actual jobs in United 
Nations Headquarters that such a long “member of 
section,, grade would be justified in the sense that it 
seemed to be difficult to distinguish different levels of 
responsibility corresponding to all the present grades. 
It was impossible, however, in the time available, to say 
how far this was inevitable and how far it might have 
been avoided by closer classification standards. 

61. The Committee also considered to what extent 
all of the many professions covered by the Professional 
category should continue to be classified in a single 
category with only five pay scales. It seems clear that, 
so long as this is done, there is a risk that either all the 
pay scales will tend to rise to the level of th highest 
paid professions or else the staff in the professions 
which are more highly paid outside will tend to be 
given relatively higher grades, not justified by the level 
of responsibility as such. Neither of these courses is 
commendable. After seeking the views of the organiza-
tions on this point and hearing the evidence on recruiting 
problems, the Committee concluded that at the present 
time there was not sufficient need either to establish 
a new category or to introduce any special allowance 
in order to attract staff from more highly paid profes-
sions. The possibility that some such measure may be 
required in the future cannot, however, be excluded. 

62. On the other hand, the Committee examined a 
different suggestion (see para. 9 of annex A) that cer-
tain posts should be removed from the present Profes-
sional category into either a Special Service category as 
recommended by the 1949 Committee, or preferably into 
an extended General Service category, the nature of 
which would be appropriately modified. 

63. The proposal was made for two main reasons. 
In the first place there are certain jobs, inherently of a 
servicing character, and in practice already largely re-
cruited on a local or “semi-local”12 basis because of the 
need for local knowledge or local languages, for which 

1 2 That is, from areas fairly close to the area of the duty 
station. 

outside pay rates in New York are so high that the 
only appropriate United Nations scale which could be 
applied is in the Professional category. Giving the job 
a Professional grade, however, makes it necessary, un-
der the present system, to give the same grading to 
similar posts everywhere~~which sometimes leads to 
overpayment in the light of local conditions. Secondly, 
the transfer of these posts to an extended General 
Service category would provide increased promotion 
opportunities in future for qualified members of the 
existing General Service, whose prospects of promotion 
to the Professional category are inevitably restricted 
through consideration of the need for geographical 
distribution in that category. 

64. All organizations in the common system were 
prepared, broadly, to accept the proposal, though they 
stressed the desirability of a gradual transition to mini-
mize morale problems for existing staff, and pointed 
out that the number and nature of the posts to be trans-
ferred might differ from place to place and from one 
organization to another. They suggested that, while 
final decision on the number of new grades and salary 
scales in the extended General Service must await the 
outcome of surveys as to the outside rates for the type 
of work concerned, it seemed probable that in New 
York and Geneva two new levels would suffice. No 
posts now above level P-3 in the Professional category 
would be transferred. The Secretary-General thought 
that there would be some eighty to eighty-five posts 
at New York and fifteen to twenty at Geneva (chiefly 
relating to the Printing and Reproduction, Buildings 
Management, Purchase and Transportation, and Docu-
ments and Registry functions) which would be trans-
ferable ；the numbers in other organizations would be 
smaller, though no close estimate had been made. 

65. In view of the importance of geographical distri-
bution, any transfer of posts from the Professional 
category purely for reasons of economy would require 
close scrutiny. In the case of this proposal, therefore, 
it is important to note that the transfer of posts should 
not in practice disturb the object of wide geographical 
distribution of staff: the reclassified posts would be 
those where the need for knowledge of local require-
ments or the need for particular language skills, even 
at present, compels the organizations to recruit very 
largely on a local basis. It should in any event be noted 
that the offices of the organizations are now so wide-
spread over the world that the over-all effect on geo-
graphical distribution of staff, regarding all the offices 
together, should be negligible. The Committee there-
fore recommends acceptance of the proposal. It recog-
nizes that the transfer will reduce the number of posts 
in the Professional category to which the principle of 
wide geographical distribution must be fully applied, 
and suggests that the organizations should give spécial 
attention to the consequences of this, in filling vacant 
posts, with a view to maintaining an appropriate balance 
in the composition of the staff. From this point of view 
the easiest course would be to continue to count the 
transferred posts, even though largely filled by local 
recruitment, for purposes of geographical distribution 
as at present. 

66. The Committee realizes that to some extent a 
morale problem may be created, but feels that the over-
riding need is to establish a sound basis of classifica-
tion for the international civil service of the future ； 
this will never be achieved if changes are never made, 
even by degrees. To minimize the problems which may 
arise, the Committee would agree that existing staff 
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should retain their existing scales and classification and 
that only when posts are vacated should they be filled 
on the new conditions, though an early decision should 
be made as to which posts are to be transferred. The 
Committee agrees that the decision as to the particular 
types of job to be transferred may differ at different 
offices, depending upon the circumstances of recruit-
ment and the need for transferability, etc. The organi-
zations should, however, follow the same principles in 
making their decisions. 

67. In view of the change in the nature of the Gen-
eral Service category, the Committee suggests that some 
other name might be found for it一possibly "Local 
Service category” or something on those lines. In this 
connexion, the Committee understands that hitherto 
General Service staff have been liable, at least in theory, 
to indefinite transfer away from the office to which they 
were recruited. It would seem more reasonable to the 
Committee that they should not be liable for indefinite 
transfer, though they might be expected to serve for a 
limited period of years (say not more than two) at 
another office. 

68. While the Committee has not thought it right 
to recommend a salary structure designed to take ac-
count of possible future changes in circumstances, it 
believes that the existence of a Local Service category 
on the lines proposed would be found advantageous 
should the activities of the international organizations 
expand. It may obviate the danger that staff who would 
not in practice be liable to transfer might be paid on 
salary scales framed essentially for staff who were so 
liable. A comparable distinction is well recognized in 
national government practice. 

69. The scales of pay for the proposed higher levels 
in this category, the Committee believes, should in prin-
ciple be fixed on the basis of “best prevailing conditions" 
for similar work in the locality, subject to the usual 
provisions regarding non-resident allowance. Some ad-
ministrative discretion will be necessary in fixing the 
rates of pay, in the sense that in some offices they may 

need to be “regional” rather than local in character, 
while there may be a need for a certain amount of ex-
trapolation of existing General Service rates. 

70. It goes without saying that the posts will not 
provide any automatic expectation of advancement to 
existing General Service staff ； but they will be open to 
promotion for such staff, provided the staff are qualified 
in the skills required ； indeed, the Committee would 
hope that vacancies in the higher grades would normally 
be filled in this way. Equally, of course, staff in the Lo-
cal Service category should be able to obtain advance-
ment to the Professional category, if qualified, though 
the number of vacancies which can be filled in this way 
will necessarily be limited by considerations of geo-
graphical distribution. 

71. The grading of posts in the existing General 
Service category presents fewer problems. Apart from 
a suggestion by some of the staff organizations in Eu-
rope that maintenance and manual workers should be 
included in the General Service category, no proposals 
were made for changes, nor did the Committee find any 
need for them. As to principle, the Committee believes 
that the present policy is sound, namely, that the num-
ber of grades in the category is determined in ac-
cordance with the need of each locality, provided it does 
not lead to the grouping of occupations of which pay 
scales in outside practice are wide apart~a matter that 
could perhaps receive closer attention than hitherto. The 
Committee believes that no hard-and-fast rule can be 
laid down as to the inclusion of manual workers. In 
some localities, the rates of pay for manual workers 
are strictly governed by trade union agreements, and 
it would be not only impractical but possibly disad-
vantageous to the staff concerned to include them in 
the General Service. At other offices, depending on out-
side practice, the Committee would see no inherent 
objection to the inclusion of such staff in the General 
Service, on the understanding that it did not result 
in their pay or hours of work or other conditions being 
out of line with the best prevailing conditions outside. 

CHAPTER V I I 

The base 

A . THE BASE FOR THE COMMON SYSTEM 

72. A fundamental question in connexion with the 
pay scales of the common system is the following : 
Where should the base of the system be? Hitherto, it 
has been regarded as New York. The proposals which 
the Committee received concerning United Nations 
salaries assumed that it would continue to be New 
York. Were that to be so, and were existing cost-
of-living allowances at New York consolidated into a 
new base scale for New York, the cost-of-living differ-
entials at other offices would need to be appropriately 
revised. The results of such action would be : 

(a) To increase the pensionable scales of Profes-
sional staff at all offices ; 

(b) To increase the number of “minus” differentials 
and to place the Geneva headquarters of several organi-
zations in a “minus” differential area, a problem which 
gave rise to difficulty in 1951 ； 

(г) To increase the take-home pay of staff at many-
offices away from New York. This result was seen in 
1951，when the then existing New York cost-of-living 

pay scales 

allowance was consolidated ； it is due to the fact that 
consolidation raises the salary for each step in the salary 
scale. Staff at other offices on the same step then receive 
the benefit, which is only partly neutralized by the 
application of a minus cost-of-living differential. 

73. Several organizations suggested that these re-
sults were undesirable, and that it would be preferable 
to establish the base away from New York. No organi-
zation objected to this idea, provided that the base was 
not at too low a point. 

74. The Committee, therefore, considered the pos-
sibility of using either Geneva or some other area as 
base for the common system. It felt that there might be 
some theoretical advantage in taking a base about 20 
per cent lower than Geneva and establishing a salary 
for that point which would constitute a universal base 
salary, not subject to minus differentials. Such a low 
base salary, coupled with a system of expatriation 
allowances, could eliminate some of the unsatisfactory 
features of the present system to which reference is 
made below, although special arrangements would then 
have to be made with respect to pensions. The Com-

17 



mittee concluded nevertheless that, while such a plan 
might perhaps have worked satisfactorily had it been 
introduced originally, it was not now feasible. The 
psychological effect of lowering the base pay, even if 
the difference was made up by various allowances, could 
be serious ； and unless the pay of certain non-expatriate 
staff away from New York were reduced to such a 
lower level—which the Committee would not think 
appropriate~there would be little practical advantage 
in making the change at this stage. 

75. Geneva, however, is at present the lowest cost 
area where there is a large international staff. It is the 
headquarters of diverse organizations. It contains a 
large enough number of staff to provide a sound basis 
for statistical comparisons of cost of living. It has a 
stable currency and as stable a cost of living as can be 
found. And it is 'beyond doubt, from the evidence placed 
before the Committee, that there are fewer difficulties 
in recruiting or transferring staff to Geneva, fewer 
difficulties in retaining staff there, and more difficulty 
in transferring staff away from Geneva, than is the case 
at any other of the main headquarters. 

76. From the evidence of the Geneva organizations, 
the Committee believes that the experience in recruiting 
there was aptly summed up by the International Labour 
Organisation, which said in effect that, though not over-
whelmed by a rush of applicants, it could by vigorous 
recruiting effort just obtain the staff needed. It thought 
it had detected a slight rise in starting rates, and 
although the rise had not yet handicapped the Organi-
sation, felt that any further relative worsening of con-
ditions would create difficulties. The World Health 
Organization, which often recruits from relatively 
highly paid professions, had experienced occasional 
difficulties in recruiting from certain countries, 
and persistent difficulties in recruiting from certain 
professions, partly due to the scarcity-value of the type 
of staff concerned, especially in view of competition 
from bilateral technical aid programmes. WHO thought 
that these difficulties could be overcome by retaining 
the existing base scales but introducing an additional 
expatriation or, as WHO called it, service allowance 
(see para. 20 of annex A) ； ILO, while agreeing that 
such an allowance might be justified in “haráship” 
areas, said explicitly that it thought the allowance was 
unnecessary at Geneva. 

77. The Committee therefore decided to recommend 
Geneva as the base of the common system, and to 
ascertain what scales would be adequate to recruit and 
retain staff there. 

B. THE SCALES FOR THE PROFESSIONAL CATEGORY AND 
THE DIRECTOR AND PRINCIPAL OFFICER CATEGORY 

78. Judging solely by Geneva experience, there 
would be little reason to change the existing base scales. 
Certain other factors must, however, be talcen into ac-
count. It seems clear for instance, that some organiza-
tions have had difficulty in recruiting at P-l level, and 
although, as explained in paragraph 50 above, the Com-
mittee feels that part of the difficulty is due to methods 
of recruitment, it is nevertheless probable that present 
conditions are at some places rather unattractive to 
potential recruits from certain areas. The Committee 
believes that the best way of overcoming this difficulty, 
for career staff, is to regard P-l as a probationary grade 
for junior recruits and to offer promotion to the P-2 
grade, after satisfactory completion normally of two 
years' probation which might be extended to three if 

necessary in a particular case. Staff recruited at the 
P-l grade who had already had useful experience might 
be promoted after one year rather than two but, in any 
case, junior entrants who failed to complete their proba-
tion satisfactorily should be terminated. The Com-
mittee's recommendations below are framed on the 
assumption that this course will be followed for career 
staff. 

79. The consequence of this proposal would be that 
grade P-2 would be the lowest fully effective career 
level, and probationers should be recruited only to the 
extent that vacancies in this grade can be foreseen : in 
essence, a combined establishment of P-l and P-2 career 
posts will be needed. 

80. With such an arrangement, the Committee sees 
no necessity to alter the entrance base rate of $3,600 
net, nor would there be a need for a long scale for 
career entrants. There is however in some organizations 
a need for rather specialized non-career staff at grade 
P-l. Such staff would not be entitled to promotion after 
probation, and for them it is desirable to retain the full 
P-l scale as it now exists. 

81. Having regard to the earlier promotion to P-2 
which career staff would have, the Committee felt that 
the minimum of that grade should be reduced from 
$4,800 net to $4,600 net, but that the maximum should 
remain at $6,400 net. The existing P-3, P-4 and P-5 
scales are, in the Committee's view, still adequate as 
base scales. The Secretary-General proposed that grades 
P-3 and P-4 should be coupled to provide a more as-
sured career but, as stated in paragraph 60 aibove, the 
Committee felt that this would produce too high a 
virtually automatic maximum for too many staff. It 
would not however, subject to the comments in the 
same paragraph, see the same objection to the coupling 
of grades P-2 and P-3. 

82. Several specialized agencies proposed that the 
number of steps in the Professional grades should be 
increased to provide better “careers,，for those rather 
specialized staff who in practice must spend their whole 
period of service in one or two grades. The Committee 
finds it difficult to believe that such staff would appre-
ciate an increase in steps accompanied by smaller in-
crements, leading only to the present maximum : and 
it is difficult to accept in principle the argument that 
merely because staff reach their maximum, the maxi-
mum should be increased. There must in any career, 
inside or outside the organizations, be a maximum be-
yond which staff cannot expect to rise except as a 
result of an increase in their responsibilities. Neverthe-
less, the Committee recognized that circumstances in 
the international organizations may at times be such 
that a competent official may not in fact be able to 
obtain promotion to a grade which he could legitimately 
have regarded as within his reach in a normal career. 
This may occur as the result of promotion blocks due 
to an unbalanced age distribution, or because vacancies 
in higher grades are for special reasons filled by non-
career staff from outside the organizations. The arrange-
ment contemplated by the Committee in paragraphs 78 
to 81 above for career staff should enable such staff 
to be reasonably sure, if competent, of attaining the 
maximum of level P-3, but they may become blocked 
at that point for reasons such as those mentioned. The 
Committee therefore recommends that at this point two 
"longevity steps，，should be added to the P-3 scale. 
Career staff, who might have had a legitimate expecta-
tion of promotion to level P-4 should be eligible for 



these extra increments at intervals of two years and 
four years after reaching the normal maximum, pro-
vided that they are considered to be qualified for promo-
tion to level P-4 and are held back only by the lack 
of vacancies at that level. At the same time, since 
promotion is in any event a competitive process, the 
Committee believes that a certain competitive element 
should be present in the award of these longevity steps, 
and it recommends therefore that the proportion of 
P-3 staff in receipt of such special increments should 
not exceed 25 per cent of the number of staff in the 
grade. 

83. The Committee considered whether this system 
of longevity steps should be applied also to non-career 
staff in levels P-l and P-2 but reached the conclusion 
that this would in practice lead virtually to increasing 
the maxima for all staff at P-3 and below, a step for 
which it could see no justification. The organizations 
suggested also that longevity steps should be introduced 
at level P-4 but the Committee was unable to agree, 
not only because it felt that the maximum of P-4 was 
already a sufficiently high expectation for P-4 staff but 
because the extension of the scale would worsen an 
already serious overlap of scales, and would cause the 
P-4 scale to touch that of the D-l. 

84. As regards the scale of the Director and Prin-
cipal Officer category, the Secretary-General stressed 
his view that the existing salary structure contained 
too much overlapping and too much telescoping at the 
top. The Committee would agree in principle that clear 
differences in levels of responsibility should be marked 
by clear differences in the pay scales. It is far from 
certain, however, that there are such clear differences 
between existing grades that the overlapping is unjusti-
fied, except possibly as regards grades D-2 and D-l. 

85. No change is therefore recommended at the 
D-l level but for the Director level (D-2), the Oom-
mittee believes that the present scale of $11,000-12,200 
should be replaced by a fixed salary at Geneva of 
$12,500 net. It may be noted that the D-2 level is now 
normally the top of the career service in the United 
Nations and most other organizations, and that in at 
least some of the D-2 posts in the United Nations there 
has been an increase of responsibility as a result of the 
amalgamation of the Principal Director and Assistant 
Secretary-General levels. It is not intended to imply 
that all posts now graded D-2 should attract the new 
salary. The Secretary-General indeed, in proposing a 
salary of about $14,000 for this level in New York, 
said that it might be that a number of existing D-2 
posts should be more appropriately graded at D-l. The 
Committee has already commented upon the need for a 
grading review in the international organizations. 

C. THE TOP LEVEL SALARIES 

86. Above the D-2 level and below the executive 
heads, the United Nations has the Under-Secretary 
level ； ILO and WHO have an Assistant Director-
General and Deputy Director-General level ； UNESCO 
has a Principal Director and an Assistant Director-
General level ； FAO has a Principal Director and 
Deputy Director-General level ； and ICAO has an As-
sistant Secretary-General level. The Committee believes 
that it must be left to the governing body of each 
organization to decide whether there is need for a level 
of deputy executive head and, if so, how the appoint-
ments should be made and what the salaries should be. 
Between that level and the senior officer (P-5) level, 

the Committee recognizes that the grading structure 
may be affected not only by the nature of an organiza-
tion but by considerations which are not strictly admin-
istrative. On purely administrative grounds, it can be 
argued that there is no need for more than two interven-
ing grades. In any event the Committee believes that 
in present cases it should be sufficient to have only one 
level between a level of Deputy Executive-Head. and 
that of the Director (D-2), and, whatever be the title of 
that one level, the Committee believes that a base salary 
of $21,000 gross ($14,000 net) would be adequate. 

87. The Committee noted that at present the salary 
of the Assistant Director-General level at Geneva was 
$15,000 in WHO, and $13,000-1,000-15,000 in ILO. 
The salary fixed in 1950 for Assistant Secretaries-
General in the United Nations at New York was 
$15,000 (net) and, in 1954, the General Assembly set 
the salary of Under-Secretaries at $12,500 (net) plus a 
"basic alïowance” of $3,500. Because the salaries at the 
top levels necessarily set the limit for the whole staff, 
and have an impact on the lower scales, a special ex-
planation of the Committee's views on this matter 
seems desirable. 

88. The Committee noted that the Secretary-
General, in explaining his reorganization proposals to 
the Fifth Committee in 1954, had said that there would 
not be the delegation of political responsibility to the 
Under-Secretary level that had originally been con-
templated in the case of Assistant Secretaries-General. 
The majority of the posts in fact appeared to the Com-
mittee to be of an administrative character. The Secre-
tary-General proposed to the Committee that the 
appropriate pensionable salary for the post, in the case 
of an official without dependants, would be $15,500 net; 
the basic allowance would be abolished, but staff with 
dependants would be entitled to normal staff dependency 
allowances. 

89. Having decided to take Geneva as the base of 
the common system, the Committee was required to 
examine not merely whether $15,500 was. an appro-
priate net salary at New York but what effect the dif-
ference in cost of living between Geneva and New York 
would have upon that proposal. It was also, of course, 
obliged to consider what, on its own merits, would be 
an appropriate salary for this level of post at Geneva. 

90. As regards the first point, it will 'be seen from 
paragraph 139 below, and from annex C, that the Com-
mittee concluded that at this level there should be a 
difference of about 9 per cent between the salary of a 
single man at New York and at Geneva. On this basis, 
a proposed salary of $15,500 at New York corresponds 
very closely to a salary of $14,000 at Geneva. In this 
sense, the Committee's recommendation may be said to 
meet almost wholly the proposal of the Secretary-
General. Nevertheless, the Committee's conclusion that 
a salary of $14,000 was adequate was arrived at pri-
marily by considering the level of remuneration of 
comparable officials in government services and other 
institutions likely to be the source of recruitment of 
such posts; and of the salaries of government officials 
who must be considered to have heavier responsibilities. 
The post of head of the whole British Civil Service, 
for instance, undoubtedly carries a much heavier re-
sponsibility at a salary equivalent to approximately 
$9,000 net for a person without dependants, while the 
salary of one of the highest career officials in a major 
United States department is equivalent to approximately 
$14,000 net. Without attempting to equate the Under-
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Secretary level in the United Nations to a particular 
level in either of these administrations, it is clear that 
the appropriate level would carry a salary a good deal 
lower than the figures mentioned, so that the proposed 
salary of $14,000 net may fairly, in the Committee's 
view, be said to be adequate even after allowance is 
made for those factors such as expatriation which affect 
international service. It is true that there may, as the 
Secretary-General said, be officials in delegations with 
higher emoluments but their representational expendi-
ture is likely to be heavier than the corresponding 
expenditure of an Assistant Director-General or an 
Under-Secretary, while their pensionable salary is in 
most cases far less than $14,000. It also appeared rele-
vant to the Committee that the proportion of higher 
level posts in the international organizations is far 
higher than it is in any national administration with 
which the Committee is acquainted. 

91. On this basis a majority of the Committee felt 
that a salary of $14,000 net should be recommended. 
That figure represents an increase of $1,500 net in the 
pensionable pay of Under-Secretaries in the United 
Nations. Together with the post adjustments proposed 
in paragraph 146, it would yield a net remuneration in 
New York of $15,200 for a single man (as compared 
with $16,500 now and $15,500 proposed by the 
Secretary-General). 

92. The Committee also considered the question of 
the "additional allowance” payable to Under-Secretaries 
at New York from a fund of $50,000 voted annually 
by the General Assembly. In two special cases these 

allowances are paid at present at an amount of $6,000 
(net) per annum ； in other cases the amounts are $4,000 
or $1,500. No similar allowances are payable in the 
specialized agencies at this level, the general practice 
being to reimburse hospitality on the basis of actual ex-
penditure, subject to certain limits. In view of the ad-
ministrative nature of most of the posts concerned, the 
Committee did not consider that the present United 
Nations practice of paying representation allowances for 
them should be continued. It believes that it is not valid 
to make comparisons in this area with the emoluments 
and practices of delegations, which stem from quite dif-
ferent assumptions. The Committee recommends instead 
that, in addition to the normal dependency allowances, 
the Under-Secretary should be entitled to reimbursement 
of reasonable hospitality expenses up to a maximum of 
$1,500 on the basis of actual expenditures. If the 
Secretary-General and the General Assembly should 
consider that there was an especially heavy burden of 
hospitality on a limited number of officials, the Com-
mittee would see no objection to a higher limit in a 
few individual cases. If, however, it is desired that all 
the posts should be treated on the same level, then the 
Committee could not recommend a higher figure than 
$1,500. The Committee would also recommend that at 
the Director (D-2) level, representation allowances 
which are at present payable in some cases, up to a 
level of $1,500, should be abolished, and that Directors 
should in future be reimbursed for actually incurred 
hospitality expenses up to a limit of $600. 

93. The scales recommended by the Committee are 
therefore : 

Proposed Present 

Net Gross Net Gross 

P-l 3,600- 5,000a 4,250- 6,000 3,600- 5,000 4,250- 6,000 
P-2 4,600- 6,400 5,500- 7,870 4,800- 6,400 5,750- 7,870 
P-3 6,000- 8,000 7,330-10,150 6,000- 8,000 7,330-10,150 
P-4 7,300- 9,500 9,140-12,500 7,300- 9,500 9,140-12,500 
P-5 8,750-11,000 11,310-15,000 8,750-11,000 11,310-15,000 
D-l 10,000-12,000 13,330-17,000 10,000-12,000 13,330-17,000 
D-2 12,500 18,000 11,000-12,200 15,000-17,400 
Assistant Director 

General and Un-
der-Secretary 14,000 21,000 12,500 18,000 

a With promotion to P-2 on satisfactory completion of probation, in the case of career staff. 

Staff with dependants would be eligible for dependency 
allowances and education grants as provided in para-
graphs 192-193, 220-222. 

D . THE POSITION OF FIXED-TERM OR SHORT-SERVICE 
STAFF 

94. As stated in paragraph 80, the Committee rec-
ommends that the P-l scale be retained at its present 
length to accommodate certain specialized staff normally 
employed on a fixed-term basis, and the question arises 
whether the other scales above should apply to non-
career staff above the P-l level. It was the general 
view of the organizations, and the Committee agrees, 
that it is desirable to keep to a minimum any differences 
between the conditions of service of permanent career 
staff and the fixed-term staff. An organization such 
as FAO, which needs to take technically qualified staff 
at the P-l or P-2 level with the knowledge that in 
many cases they will have to leave after a few years in 
order to acquire more practical experience, is obviously 
likely to have difficulty in recruiting, whatever the pay 

scales. The Committee believes that it would be a mis-
take to try to meet this kind of problem by a general 
increase in scales. It hopes that its recommendations in 
chapter XIII below regarding terminal gratuities and 
certain other conditions relating to fixed-term service 
will prove a better solution. In view of these suggestions 
the Committee believes that the scales in paragraph 93 
should suffice also for virtually all non-career staff, with 
the single exception that the proposed lower minimum 
of $4,600 for P-2 may conceivably cause slight diffi-
culty. The Committee would agree, therefore, that, if 
market conditions so warrant, staff entering direct into 
P-2 might start at $4,800. The organizations will, of 
course, need to take care, in making offers of appoint-
ment, to see that of the staff recruited at P-l, only true 
career officials, to whom it is intended to offer a per-
manent contract after two years, are advised of the 
prospect of the promotion after two years. There may 
be a few cases where a particularly highly paid spe-
cialist is needed for a short period—say one year or 
less~~in which the pay scale will prove an insufficient 
inducement ； in such cases, if it is impossible to recruit 
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on the regular conditions, the Committee would see no 
alternative but to allow the executive head to negotiate 
a contract at special rates. It would be desirable that all 
such contracts be drawn to the attention of the external 
auditors. 

E. EXPATRIATION ALLOWANCES 

95. Pay scales which are adequate to attract staff 
from any country in the world will inevitably, at least 
at some offices, be higher than is immediately necessary 
to attract staff from some countries. The Committee 
examined, but rejected, the possibility that different 
rates might be established for staff from different areas 
serving in the same locality. While there was some 
difference of view on the principle involved, the Com-
mittee agreed, on the basis of the evidence and of the 
opinions expressed to it, that it could not recommend 
such a proposal. It may, however, for different reasons, 
be legitimate to differentiate in the repatriation or pen-
sion benefits of staff from different areas : a matter that 
is broached, with the suggestion that it should be further 
studied, in chapter X. 

96. The Committee also examined the question of 
a possible re-introduction of a system of expatriation 
allowances. Such allowances would not distinguish be-
tween staff on the basis of nationality : they would dis-
tinguish only between staff members working in their 
own country and those who were not, and the former 
would become eligible for expatriation allowances as 
soon as they were transferred abroad. One Director-
General proposed that such allowances should be paid. 
Another saw no need for such allowances to be added 
to existing pay at Geneva, but was prepared to accept 
very similar allowances in “hardship” areas. Only one 
Director-General expressed outright opposition to such 
allowances, because of apprehension at their effect on 
the unity of the staff. The Secretary-General of the 
United Nations took a rather neutral attitude on the 
principle, but felt that on the whole a re-introduction of 
expatriation allowances at this time was undesirable. 

97. The 1949 Committee recommended18 the aboli-
tion of the expatriation allowance which was then being 
paid largely because it “concluded that so long as an 
expatriated staff member expects to work the whole 
or a substantial part of his career in the United Nations 
there is little reason to pay him more by way of a 
permanent expatriation allowance than is provided by 
regular salary (except to assist in the education of his 
children in the home country) . . . It is moreover the 
considered view of the Committee that United Nations 
base salaries should be fixed at a level sufficient to allow 
expatriated staff members to meet current and continu-
ing expenses14 after the initial installation period”. The 
converse question as to whether the non-expatriated 
staff member should receive the same salary as the 
expatriate was not specifically mentioned by the 1949 
Committee. 

98. In any reconsideration of this question, such as 
the Salary Review Committee has made, it must be 
borne in mind that the expatriation allowance paid in 
1949 was an allowance payable � at New York, in 
addition to the New York base salary; and (b) at 

13 O fficial Records of the General Assembly, Fourth Session, 
Fifth Committee, Annex, Volume II, p. 21, para. 106, document 
A/C.5/331 & Corr.l. “ 

1 4 As distinct from expenses arising on leaving the organiza-
tion, to meet which a system of repatriation grants was intro-
duced. 

other offices, in addition to the New York base salary 
adjusted by cost-of-living differentials. The Salary Re-
view Committee appreciates the strength of the argu-
ment that in a large cosmopolitan city like New York 
with which the 1949 Committee was primarily con-
cerned, where salary levels generally are much higher 
than in most other countries, the expatriate is not in 
fact at a serious financial disadvantage as compared 
with American staff members. That is not to say that 
he is at no disadvantage at all : for one thing, for ex-
ample, the expatriate official in New York who sends 
his children to the home country to school may, even 
after receipt of education grant, have to bear substantial 
expenses from his own pocket, the like of which will 
not in general be borne by American staff in New York. 
Equally, the expatriate staff member probably has more 
difficulty over house-purchase than does the non-
expatriate. He also suffers some disadvantages through 
the loss of contacts and opportunity to find other careers, 
though they are mitigated by the repatriation grants. 
Nevertheless, over the whole of a career the extra ex-
penses should not amount to a great deal. If, therefore, 
the salary level for the whole staff is raised to the point 
where these expenses can be met from salary, that will 
not make a great deal of difference nor will it raise the 
salary for American staff in New York to a level which 
is materially out of line with local standards. In these 
circumstances, the recommendation to abolish the ex-
patriation allowance as it then existed was no doubt 
sound. 

99. The matter assumes a different aspect, however, 
at many of the offices away from New York, the number 
of which has greatly increased since the 1949 Com-
mittee met. In these places, in the opinion of the Salary 
Review Committee, the payment to local nationals of 
a salary at the levels proposed, even after adjustment 
for cost-of-living differences, means paying a salary 
which is often greatly in excess of the normal standard 
at that location. It was this fact which led to the ob-
servation of the Advisory Committee quoted in para-
graph 21 above. The extent of the disparity may be 
seen from the following figures, which compare the net 
starting rates (after deduction of income tax) in three 
European Civil Services (which all can and do attract 
high quality staff) with the starting pay offered by the 
United Nations to nationals of the same three countries 
working in their own country : 

Country Civil Service United Nations 
A 2,650 3,600 
в 1,530 3,340 
С 1,356 2,935 

Such disparities exist at all levels in the category, a 
state of affairs liable to lead public opinion in the coun-
tries concerned to believe that the United Nations 
organizations are extravagant in their handling of the 
taxpayers' money. The damage done by such an opinion 
is probably out of proportion to the number of cases or 
the amount of money involved. 

100. However, the re-introduction of expatriation 
allowances at this stage would not by itself redress 
discrepancies of this kind, nor would it alter the fact 
that United Nations salaty levels for expatriated staff 
serving in many countries would be far above the 
standard of local salary levels. Moreover, to establish 
a balanced system of expatriation allowances it might 
be necessary to determine different rates of allowances 
for different countries, and there would be great diffi-
culties in determining the appropriate amount. Never-
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theless, there is statistical evidence to support the com-
mon experience that the cost of living of non-expatriates 
is in some places lower than that for expatriates and 
some differentiation in conditions would therefore in 
principle be reasonable. But since the scales as a whole 
already take account of the expatriation element, the 
only rational way of effecting the differentiation would 
be to reduce the pay of the non-expatriates ； and at this 
stage in the life of the organizations, the Committee 
did not think that such a course would be feasible. It 
therefore decided not to recommend the re-introduction 
of the allowance but would wish to make it clear that 
it has not reached its decision because of objection to 
the principle of such allowances. 

I? F . T H E SCALES FOR THE GENERAL SERVICE 

101. Pay scales for General Service staff are, as 
explained in paragraph 2 above, in principle set at the 
levels of ‘‘best prevailing conditions of employment 
in the locality" ； the number of grades in the 
category may also be affected by local conditions. 
A non-resident's allowance is payable in addition 
to certain staff, if they are recruited from out-
side the area because, for language and other 
reasons, they cannot be obtained in the area of the duty 
station. It may be noted in passing that this allowance 
is in some ways similar to an expatriation allowance and 
the evidence showed that it had not led to any major 
difficulty between expatriated and non-expatriated staff, 
except possibly at offices where the best prevailing local 
rates were so low that a relatively large non-resident's 
allowance was necessary. All organizations agreed that 
the principles for determining the rates of pay were 
sound, but some suggested that the Committee might 
propound a clear definition of the term "best prevailing 
conditions”. 

102. On this question circumstances may well vary 
at different offices. The Committee would suggest, how-
ever, that as far as possible the organizations should 
make comparisons of the total pay and benefits of em-
ployees in circumstances as nearly comparable as pos-
sible. Care should be taken to avoid rates of pay which 
are exceptionally given to non-typical employees in 
particular concerns. At offices like Geneva, where 
large numbers of General Service staff are employed, 
particular attention should be paid to both scales of pay 
and hiring rates in large outside organizations. Simi-
larly, where Governments or other inter-governmental 
organizations base their own rates of pay on the prin-
ciple of "best prevailing conditions of employment”，or 
something like it, their scales might be valuable guides ； 
on the other hand, if small businesses with only a 
few employees pay substantially more than the govern-
ment rates, they should tend to be discounted. In coun-
tries where prevailing rates are so low that employees 
in general often have to seek a ‘‘second job” to make 
ends meet, the organizations would be justified, in the 
Committee's view, in making comparisons with the 
total earnings received, having some regard, of course, 
to differences in hours worked. 

103. Present General Service rates in Geneva were 
fixed on the results of an extensive survey of outside 
rates in 1950, on which the Committee received a fairly 
detailed report. They are as follows : 

Swiss francs (net) 
G-l 6,500- 8,500 
G-2 7,300- 9,550 
G-3 8,200-11,200 
G-4 9,100-12,600 
G-5 10,150-14,150 
G-6 11,350-15,850 
G-7a 12,700-18,700 

a Not used in all organizations, some of which grade corre-
sponding staff in P- l . 

A non-pensionable cost-of-living allowance of 5 per 
cent (subject to a minimum and maximum) has been 
payable in addition since 1 January 1952, except in 
WHO, which then made a revision in its pensionable 
scales to give an approximately similar result. 

104. At the lower levels these scales seem reason-
able : a t the higher levels they are prima facie a good 
deal in advance of outside rates for comparable work. 
This appears to have resulted from the establishment of 
too wide a margin between the various grades. 

105. A new survey of outside rates was being con-
ducted by the various organizations at Geneva, but no 
results were available to the Committee. It believes 
therefore that any new scales should be based on a 
common recommendation of executive heads, arrived 
at after inter-organization consultation, to their respec-
tive governing bodies. It would seem reasonable to 
consolidate the existing cost-of-living allowance into the 
pensionable scales, but the Committee would recom-
mend that, in any further revision of the scales them-
selves, the initial step should be to set the scales for 
the lowest and the highest General Service grades ； 
otherwise, the higher scales, if set largely by ex-
trapolation, may in fact be well out of line with best 
prevailing rates. It was said in evidence that it was 
sometimes difficult to find outside jobs which were com-
parable with higher level General Service grades ； but 
even if this were so at Geneva, it seems to the Com-
mittee that useful evidence might be sought from the 
Swiss Federal Government service, or from business 
concerns in large cities such as Zurich. 

106. At New York, the problem of setting General 
Service rates is much easier because of the wealth of 
data obtainable from reliable independent surveys. From 
evidence which the Committee received, it concluded 
that, by the end of 1954, United Nations rates, includ-
ing the cost-of-living allowance, were just about in line 
with best prevailing rates outside. The Secretary-
General keeps close watch on the rates paid by the 
United States Federal Civil Service and by a very large 
number of business concerns as reported in the Com-
merce and Industry Association's survey for New 
York. Over the past five years, there has been a steady 
rise in outside rates as witnessed by the following 
figures of annual increases : 

Cumulative 
1951 

Per cent 
1952 

Per cent 
1953 

Per cent 
1954 

Per cent 
1955 

Per cent 
over five years 

Per cent 

Messenger . . . 9 . 4 8.6 2.6 7.7 4.8 37.5 
Senior typist . . . 9 . 5 4.3 4.2 4.0 7.7 33.3 
Senior stenographer . . . . . . 4 . 0 7.8 5.5 1.7 5.1 26.5 
Secretary . . . 6 . 6 6.2 2.9 5.6 4.0 27.9 



107. It seems probable that this trend will continue 
but the extent of it will not be known until the new 
Commerce and Industry Association's survey is pub-
lished later this year. Depending upon the findings of 
that survey, the Committee would, in view of the other 
evidence referred to above, recommend that an appro-
priate increase be made in New York General Service 
rates. Particular attention should be given to starting 
rates and to maximum rates and the present cost-
of-living allowance should be consolidated in any new 
scales. 

G . T H E S T A F F A S S E S S M E N T P L A N 

108. In the United Nations and ICAO, salaries are 
established on a gross basis, and subject to staff assess-
ment comparable to national income tax. In the other 
organizations salaries are established on a net basis 
without staff assessment. It is evident that neither the 
United Nations nor ICAO could abandon the Staff 
Assessment Plan, since apart from other considerations 
it has enabled them to solve the question of reimburse-
ment of national income taxes levied by certain States 
on the salaries of some staff members. This problem of 
tax reimbursement affects the other organizations 
either not at all or to a very much smaller extent ； it does 
exist, however, in some degree for some organizations. 
The Committee noted that these other organizations, 
though supporting the idea of a common system, ex-
pressed themselves against the introduction of a Staff 
Assessment Plan. 

109. The only reasons given to the Committee for 
this objection were, first, that the agencies concerned 
are not faced with the tax reimbursement problem, and, 
second, that a staff assessment plan is an unnecessary 
complication which leads to unnecessary expense in 
administering it. 

110. As to the second of these reasons, it appears 
to the Committee that United Nations experience proves 
that the administrative costs of applying the Staff 
Assessment Plan are negligible even in a large organi-
zation. As to the first reason, apart from the fact that 

small charges for tax reimbursement are in fact in-
curred by some agencies, it must be emphasized that 
the justification for a Staff Assessment Plan does not 
rest merely on its use in solving tax reimbursement 
problems. General Assembly resolution 239 (III) , by 
which the plan was adopted, made indeed no reference 
to this aspect at all. Its preamble reads : 

“The General Assembly, 
“Recognizing the inequalities of the present system 

of net salaries, and 
“Desiring to impose a direct assessment on United 

Nations staff members which is comparable to na-
tional income taxes . . •” 

In other words, the sole reason given in the preamble 
is the desirability of imposing on international officials 
a levy comparable to national income taxation. The 
Committee recommends therefore that all organizations 
should adopt the Staff Assessment Plan. In so doing, 
the Committee does not concern itself with the question 
of ratification of the Convention on Privileges and 
Immunities : in the Committee's view, that question is 
not affected by the existence or otherwise of a Staff 
Assessment Plan. 

111. In view of the fact that most organizations do 
not have such a plan, however, the Committee has 
framed recommendations on salaries, post adjustments 
and dependency allowances which will be capable of 
equal application in both the gross and net systems and 
which, as regards Professional staff, will remove the 
differences at present resulting from the existence of 
the Staff Assessment Plan in some organizations and 
not in others. It is nevertheless true that some differ-
ences may arise in the future as regards General Service 
staff serving different organizations in the same city. 
It is also true that the existence of a Staff Assessment 
Plan might facilitate future adjustments both to salaries 
and dependency allowances which might result from 
changes in national taxation rates. Finally, the Com-
mittee believes that the existence of the plan may facili-
tate the solution of the difficult problem, discussed in 
chapter X below, which is beginning to emerge as to 
the level of pensionable salaries. 

C H A P T E R V I I I 

The pay scales for Professional 

A . E X I S T I N G SYSTEM 

112. General Assembly resolution 470 (V), by 
which the present base scales for the Professional staff 
in the United Nations were adopted, provided that the 
basic New York scales could be adjusted by the 
Secretary-General at overseas offices ‘‘by the applica-
tion of salary differentials which take into account 
relative costs of living, standards of living and related 
factors ； provided that initial differentials shall be not 
less than 5 per cent with minimum adjustments in mul-
tiples of 5 per cent, and provided further that these 
differentials shall be applied to only 75 per cent of 
base salaries”. The reason for applying the differentials 
to only 75 per cent of the base salary (a proposal which 
emanated from the 1949 Expert Committee) was that 
only that proportion was deemed to be affected by local 
living costs, the remainder being spent outside the 
area concerned—for example, on pension contributions, 
home leave, etc. 

staff at offices away from the base 

113. The salary differentials applied in 1951 (the 
first year of the new salary system) were in fact a con-
tinuation of the earlier differentials which had been 
fixed solely on the basis of price level comparisons. 
There were, moreover, some variations as between 
different organizations, while some difficulty was ex-
perienced in applying the differential system in the face 
of rising cost of living, since the logic of the system 
implied that, if the cost of living at New York rose 
faster than it did at an overseas office (without a com-
pensatory increase in salaries in New York), then the 
overseas office salaries should be reduced even though 
the cost of living at that office was rising. In 1952, 
therefore, ACC decided to undertake a comprehensive 
review of the question of salary differentials and cost-
of-living adjustments. It recommended as a result that 
the initial differential at an office away from New York 
should be fixed on the basis of a comparison between 
the cost of living, standards of living and other appro-
priate factors affecting the staff members concerned 
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in that locality and in New York, as for the base date 
of May 1950. Thereafter, however, each office should 
move independently when there was a significant change 
in an appropriate local cost-of-living index. Both initial 
and subsequent adjustments should be applied only, in 
multiples of 10 per cent, the initial adjustment being 
established at the multiple of 10 per cent nearest 100. 
The initial adjustment should be applied to 75 per cent 
of base salary ； subject to a revision of the initial ad-
justment from time to time on dates to be determined 
by ACC, subsequent adjustments should be made by 
way of a percentage cost-of-living allowance at the office 
concerned, applied to 75 per cent of the base salary 
increased or decreased by any initial adjustment. The 
subsequent adjustments in multiples of 10 per cent 
should be established when the average change in the 
accepted cost-of-living index for the preceding six 
months amounted to at least 10 per cent. 

114. At that date, the majority of “initial differ-
entials" had already been determined and were re-
garded as having been at least tacitly approved by the 
various governing bodies. They had been based solely on 
price level comparisons made in the manner described 
below, and in practice initial differentials have con-
tinued to be fixed mainly in the same way. The only 
place where a factor other than price-level comparisons 
was consciously used was Bangkok, where until the end 
of 1955 a 10 per cent “hardship differential” was 
granted. The Salary Review Committee was informed 
that there were one or two other exceptional cases 
where the administrative decision on differentials did 
not correspond to the statistical relationship ； and, in 
1951, WHO in Geneva did not apply the minus 5 per 
cent differential in force in other organizations. 

B . A N O M A L I E S UNDER T H E PRESENT SYSTEM 

115. The General Assembly of the United Nations 
has never specifically endorsed the recommendations 
made by ACC in 1952, and the actions which it has 
taken in respect of salaries at New York have not 
corresponded to the principles suggested by ACC. For 
this reason, and because some organizations apply the 
ACC recommendations to a net salary system while 
others do not apply it fully, differences, sometimes 
substantial, arise in the net pay of staff of different 
organizations in the same place. For example, at Manila 
where WHO applies a differential of plus 50 per cent 
to net salaries, without a “ceiling”，a WHO official 
(without dependants) at D-l, step 3, would receive a 
net salary of $14,850 per annum. At the same place, a 
United Nations official (without dependants) at D-l, 
step 3, would receive a salary of $13,586 net per annum, 
because the United Nations applies the same differ-
ential to a gross salary and also subjects it to a “ceiling” 
as a result of the General Assembly decision regarding 
cost-of-living allowances at New York. 

116. Moreover, the ACC system itself, postulating 
10 per cent adjustments based on a six-months' average 
cost-of-living index figure and using the multiple 
nearest 100, can produce anomalies. Thus, an area 
where the cost of living, relative to New York, was 83, 
should have a differential of minus 10 per cent. An 
area where the cost of living was 108, in relation to 
New York, would have no differential. In other words, 
a difference of 25 points in the two cost-of-living in-
dices would be reflected by a difference of only 10 per 
cent of 75 per cent of salary. 

117. These and other anomalies were examined by 
the 1955 Committee of Experts which recommended,16 

inter alia, that : 
(a) The over-all system of remuneration for inter-

national staff should be devised so as to provide staff 
at the various duty stations with comparable standards 
of living ； 

(b) The system should be as administratively simple 
as possible and, to the fullest extent possible, compre-
hensible to the staff and recognizably fair ； 

(c) International staff should have equal treatment 
in the matter of pensionable salary, irrespective of duty 
station ； 

(d) The method used by the United Nations Statis-
tical Office to determine the comparative cost of living 
between New York and other duty stations was gener-
ally acceptable, but the staff of the Statistical Office 
needed to be strengthened in order that better data 
could be obtained ； 

(e) Any initial salary differential at an office away 
from New York (which the 1955 Committee agreed 
should continue to be applied to 75 per cent of base 
salary) would be determined by the following scale : 

Local cost-of-living index 
(related to New York, May 1950, as 100) Differential 

80 minus 20 per cent 
85 minus 15 per cent 
92.5 minus 7 И per cent 

100 nil 
107.5 plus 7^2 per cent 
115 plus 15 per cent 
120 plus 20 . per cent 

Below 80 or above 120, the differential would move in 
multiples of S per cent. The differential would also be 
applied to net salaries, and no “ceiling” should be 
applied to “plus” adjustments. 

118. ACC, in ks submission to the Salary Review 
Committee, admitted that past attempts to provide 
approximately equivalent living standards to profes-
sional staff at different offices had been only partially 
successful. The Secretary-General took the view that 
the mechanical application of statistical price-level com-
parisons did not always give satisfactory results and 
that the "broad judgement” called for by the 1949 Com-
mittee (see annex A, paragraph 13) was required in 
addition, though in the exercise of that judgement the 
price-level ratio must be an important factor. The 
Director-General of WHO proposed that existing differ-
entials and cost-of-living allowances should be replaced 
by a series of net flat rate allowances, varying by grade 
regressively from P-l upwards. He also proposed that 
minus differentials should be abolished, and that in the 
so-called hardship areas a “service alíowance” should 
be paid (in addition to any cost-of-living allowance) 
at a higher rate than at a “normal” station. ILO took 
the view that the 1949 Committee and ACC had made 
recommendations which were sound as regards basic 
principles ； the problems that arose were not really 
associated with the principles but stemmed from the fact 
that statistical problems inherent in place-to-place com-
parisons were difficult to solve and were subject to a 
number of qualifications and judgements which were 
not necessary in time-to-time comparisons. UNESCO, 
in oral evidence, said that application of the ACC prin-
ciples had given rise to difficulties, and wondered if the 
organizations had not tried to be too scientific. 
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119. In diverse ways, all this evidence seemed to 
the Committee to raise the fundamental question of how 
far it was valid to translate a place-to-place statistical 
comparison into a salary adjustment, and, in an effort 
to find the answer to this question, the Committee ex-
amined at some length the method by which the 
statistical comparisons are made. 

C . COMPARISONS OF PRICE LEVELS 

120. The so-called "cost-of-living" comparisons are 
in fact “price” comparisons as between the two places 
concerned : that is, they are not comparisons of what 
officials of the same grade necessarily or actually spend 
in either of the two places, but, in theory, are com-
parisons of what the officials in the two places would 
need to spend to buy exactly the same goods and 
services in each place. 

121. If, in fact, identical goods and services were 
bought at the two places~if, that is, there were a com-
mon “basket of goods” to be priced~the method would 
be a sufficient basis for adjusting salaries. But, in an 
organization of many different nationalities, serving in 
cities where ways of life differ, the “basket of goods” 
contains different articles at each place. The method 
used in the statistical comparisons is, therefore, as 
follows : 

(a) Questionnaires are distributed to staff members 
in New York and the other offices concerned who have 
been internationally recruited and who have resided in 
the area for at least a year but who are not "long-time 
residents". These questionnaires are designed to pro-
vide data on the proportion of income devoted to the 
main items of clothing, food, housing and miscellaneous. 
From this material the United Nations Statistical Office 
calculates the pattern of expenditure of the staff con-
cerned, in the form of average percentages of expendi-
ture on each item and group, centred on the salary 
level of about $7,000 a year—that is, what per-
centage of salary is spent on each. It is important 
to note, however, (i) that the data are used to 
establish the weights~i.e., the relative importance 
of the various types of expenditure both in New York 
and the other office; in effect, that is, they determine 
the composition of the "basket of goods” which is 
actually bought in New York and the other city, as 
regards about 80 per cent of the salary; (ii) that the 
average expenditures on heat, light and domestic service 
are added to the average rent figure to form a total cost 
of housing. (In many cities prevailing conditions are 
such that a greater amount of domestic service is used 
than in New York) ； (iii) that the data in fact cover 
only about 80 per cent of the total expenditures of the 
officials concerned. The remaining 20 per cent covers 
items for which price level comparison between two 
cities is very difficult. • 

(b) The retail prices in the two cities of about 100 
commodities and services falling within the above 
groups of expenditure are obtained, generally, by ex-
pert pricing agents. Detailed specifications are drawn 
up for the items concerned, to ensure true comparability 
of prices so far as possible, but inevitably there are 
difficulties in this respect. 

(c) Two calculations are then made. The "basket of 
goods” bought by the New York staff is priced at the 
New York prices and at the prices in the other city: 
this gives one over-all price-ratio. Then the “basket of 
goods” bought at the other city is similarly priced at 
the prices in the two cities : this gives a different price 

ratio. The average of the two results is taken as the 
"official” result. 

122. To illustrate this by an example : in 1951, a 
comparison between New York and Geneva was made 
under the auspices of an expert committee of statis-
ticians from outside the organizations. Prices at Geneva 
were in this instance collected largely by staff members 
at Geneva and the Committee was informed that some 
difficulty was experienced in translating United States 
specifications—e.g. for clothing~into their Swiss equiv-
alents ；in some cases, therefore, the prices collected 
in Geneva were necessarily those for articles which 
staff members commonly bought, without regard to 
whether the quality was identical with the quality of 
the corresponding articles priced in New York. Apply-
ing the one expenditure pattern to the two sets of prices 
then gave a New York/Geneva ratio of 100:85. Apply-
ing the other expenditure pattern to the same prices 
gave a ratio of 100:91. The final ratio was, therefore, 
taken as 100:88, which was the average of the two 
results. 

123. Further inquiries into the details of price 
comparisons elicited a number of interesting facts. Thus, 
the Committee was informed that an early comparison 
of New York/London prices had yielded a ratio of 
100:66. This, however, had been based on average rent 
levels paid by London staff. It had then been repre-
sented, with reason, that newcomers to London were 
generally unable to find rentals at the same level as 
the older-established staff. The calculations were, there-
fore, revised on the basis of the rentals paid by new-
comers :this changed the result to a ratio of 100:70~ 
which, if correct for newcomers, must have been in-
correct for the others. 

124. Secondly, the Committee learned that although 
staff at X might spend more on a certain item than 
staff at Y, yet if prices of that item were dearer at Y, 
then the result of the price comparison might well be 
to show that the staff at Y needed higher salaries than 
staff at X. The cost of transport to and from work is 
a case in point. New York staff on the whole spend 
more on "commuting" than staff in a small city : their 
expenditure under this head will often be from 2 to 5 
per cent of their annual salaries. These costs are not 
included with rent costs (which would seem to be the 
most appropriate place) but are included in the "Mis-
cellaneous" part of the New York "basket of goods” : 
the mere fact of their inclusion there necessarily reduces 
somewhat the percentage of salary which New York 
staff are shown as spending on rents. If, therefore, by 
comparison with another city, New York rents are 
dearer while New York transport prices~e.g. the price 
of gasoline~are cheaper, the effect of the alteration in 
the weight caused by the single decision to include 
commuting costs as “miscellaneous” will reduce the 
ratio of New York to the other place. 

125. . Thirdly, a price comparison which is valid for 
a certain salary level is not necessarily valid for all 
other salary levels. For instance, a junior official at 
Bangkok may well have to pay more in rent than he 
would in New York ； whereas a senior official may pay 
the same rent as he would in New York. 

D . RECOMMENDATIONS 

(i) The need for combining better data with an element 
of judgement 

126. In the light of these and other similar facts, 
the Salary Review Committee reached the conclusion 



that existing price comparisons cannot be accepted as 
the sole criterion for the initial adjustment of salaries 
between different places : they offer substantial guid-
ance but not finality. The Committee is satisfied that 
the comparisons are made as well as they can be with 
present staff resources, but is also convinced that, 
unless it were possible (which it is not) to price a 
common ‘‘basket of goods" appropriate for every local-
ity, then in fact the price comparison alone will never 
be equal to the task of comparing what are essentially 
different ways of life. To compare, for example (as is 
done) the price of rent plus a domestic servant 
in Geneva or rent plus three servants in Bangkok with 
the price of rent plus one-half day's domestic help in 
New York, is not to achieve that "substantial equiva-
lence of living standards” which is the objective of 
the present system. The same can be said of the omis-
sion of items such as the cost of travelling to and from 
work, medical costs, recreation, entertainment and vaca-
tions, expenditure on which is not reflected in the 
price level comparisons. It is relevant to note~~though 
the fact is not conclusive~~that while the “official” price-
level difference between New York and Geneva is 
about 10 per cent the total remuneration of a non-local 
General Service staff member at New York is approx-
imately 25 per cent higher than that of comparable 
non-local staff at Geneva : the remuneration at the two 
places is not fixed in relation to the relative cost-
of-living indices, but the non-resident's allowances are 
fixed largely so as to bring the total remuneration up 
to the amounts which the staff require for their 
reasonable needs. 

127. Nevertheless, the price-level comparisons must 
still be made as they will always be one of the im-
portant elements in determining remuneration at duty 
stations away from the base, if only to ensure equity 
for staff transferred from one office to another. The 
Committee, therefore, fully endorses the recommenda-
tion of the 1955 Committee that the statistical services 
of the United Nations should be strengthened in order 
that more satisfactory comparisons can be made. Con-
sideration should be given through the machinery pro-
posed in chapter XV to the possibility of closer collabo-
ration between the statistical services of the United 
Nations and those of the specialized agencies in the 
price level comparisons. Among the matters where 
further study is required are (a) the impact of cost-
of-living differences on different salary levels ； (b) the 
expenditure of the remaining 20 per cent of salary 
which is not covered by present surveys (this may 
require not so much a price comparison as a comparison 
of what staff in various duty stations actually and 
reasonably spend on recreation and entertainment, 
etc.) ； (с) the extent to which it is a valid assumption 
that staff actually spend 75 per cent of their salary in 
the area of the duty station. This could be particularly 
important in the very high cost areas since staff at least 
in the upper levels must inevitably tend to buy in the 
cheapest market available to them, and may well take 
the opportunity for instance to buy new clothes during 
home leaves if that is advantageous. So far as possible, 
that is, expenditures should be compared as well as 
price levels. The precise extent and methods by which 
this is to be done should be subject to review by the 
machinery proposed. 

128. But even when this has been done, the Com-
mittee would still doubt whether the comparisons could 
be the sole criterion for setting the initial remuneration 

in the main headquarters areas, because it will never 
be possible to ignore the experience in recruitment 
and retention of staff in the area, nor will it ever be 
possible for staff at all duty stations to reproduce the 
pattern and standards of life at the base. The Com-
mittee does not suggest that, in practice, the initial dif-
ferentials will be greatly divergent from the price-level 
relationship, but it does agree with the 1949 Committee 
that there is room for the application of broad judge-
ment in interpreting the statistical comparisons. 

129. So far as concerns the offices away from the 
main headquarters, a similar reasoning holds good, but 
it is administratively much more difficult to weigh 
the factors involved at scores of relatively small offices, 
at which the actual, as distinct from the theoretical, 
problems may vary from year to year according to the 
composition of the staff and whether the staff is obtained 
by direct recruitment or transfer. Bearing in mind that 
to an increasing extent the field offices should be 
staffed by officials transferred from a headquarters of-
fice for a limited period of years, it seems to the Com-
mittee that there is no practicable alternative to the 
present system of fixing the initial field office salaries 
on the basis of the statistical cost-of-living relationship 
to the base, provided that that relationship is re-
examined in the light of the observations in para-
graph 127. 

130. The Committee had hoped that it might be 
possible to cross-check some of the United Nations 
comparisons by reference to the results of comparisons 
made by Governments for the purpose of fixing the 
emoluments of their own (and particularly non-
diplomatic) staffs at the various places, but these 
show such variations that their utility is very limited. 

(ii) The question of so-called “hardship areas" 
131. The Committee gave careful consideration to 

the question whether initial differentials should make 
specific provision for "hardship" elements or whether, 
as WHO proposed, “service aílowances” should be in-
troduced to compensate for those factors other than 
cost, of living which affect the attitude of staff towards 
particular duty stations. It reached the same conclusion 
as the 1955 Committee, that the proposal is virtually un-
workable. The Committee found itself unable to accept 
the proposition that, in a multinational staff, there 
were some places which were unattractive to all staff. 
Some members of the Committee, for instance, felt that 
some of the tentative WHO ‘‘hardship，，areas in cate-
gory В (see para. 20 of annex A) were as attractive or 
more attractive than some of the “normal” places in 
category A. The Committee would agree that where a 
"hardship" leads to an identifiable extra expenditure, 
that expenditure should be taken into account in the 
cost-of-living comparisons ； but to go beyond that 
would, the Committee believes, lead to anomalies and 
inequities which would cause as much difficulty as the 
problems they were intended to solve. Like the 1955 
Committee, the Committee believes that the problem of 
the "hardship" areas must be solved by non-salary 
methods : mainly by an enlightened personnel policy 
which limits tours of duty involving climatic or similar 
hardships, and by appropriate modification of rules 
relating to hours of work, leave and similar conditions 
of service as suggested in paragraph 254 below. Pro-
vided that reasonable consideration is given to the 
personal problems of staff members, the staff must be 
prepared to accept assignments where and when they 
are needed. 



(iii) The "minus" differential areas 
132. The Committee also considered the proposal 

that there should be no “minus” differentials, but was 
unable to accept it, not only because it would worsen 
the situation described in paragraph 99 above, but be-
cause the Committee felt that if there were no minus 
differentials for the cheaper areas then staff in the 
higher cost areas would quickly feel that they were 
not treated equitably. 

(iv) The need for a system of net adjustments 

133. The fixed ratio of the staff assessment per-
centages is such that it is impossible to devise a system 
of compensation for cost-of-living differences between 
different places which produces equitable results for 
all grades if the adjustments are made as a uniform per-
centage of gross salary. This conclusion is consistent 
with the experience and practice in most foreign ser-
vices, in which the various allowances at different duty-
stations are generally fixed on a tax-free basis. The 
Committee therefore agreed that the initial differentials 
and the subsequent adjustments should be applied on a 
net basis. At the same time it was unable to agree with 
the 1955 Committee or with ACC that such differentials 
or adjustments should be made on the basis of a per-
centage of net salaries, applied throughout the pay 
scales without a “ceiling”. It felt that the right solution 
was to replace the present percentage differentials by 
net flat-rate non-pensionable “post adjustments” vary-
ing by grade, with proportionately less being given to 
the higher grades. The regression towards the higher 
grades can be justified not only by comparison with out-
side practice but by the fact that the impact of cost-of-
living increases fall more heavily on the lower grade 
staff who spend a higher proportion of their income 
on necessities and thus have less possibility of varying 
their expenditure pattern to mitigate the effect of the 
increases. 

134. The Salary Review Committee also felt that 
these "post adjustments” should be higher for staff 
with dependants than for those without. It felt that a 
higher cost of living has a more severe impact on the 
staff member with dependants, since more of his income 
is spent on necessities, and he too therefore has less 
possibility of varying his expenditure pattern than the 
staff member without dependants. The question is linked 
with that of dependency allowances which is discussed 
in chapter XI of the present report. 

135. The Committee further thinks that it is desira-
ble to have a schedule of post adjustments which can 
be used not only to fix the initial remuneration at 
offices away from the base but also to adjust the re-
muneration at any office, including the base, should 
movements in the appropriate local cost of living or 
other factors after the base date make that course 
desirable. A single schedule of adjustments will ensure 
that remuneration at different offices will be at the 
same level if and when the cost of living at the offices 
become the same. 

(v) Adjustments should be related to index movements 
of 5 per cent 

136. The Salary Review Committee noted the view 
of the 1955 Committee that some of the inequities of 
the present system could be eliminated if the system 
assumed that the first two movements away from the 
base corresponded (other things being equal) to cost-
of-living differences of per cent and 15 per cent 
respectively, and thereafter to further differences in 
multiples of 5 per cent. It noted also that the United 
Nations General Assembly had decided that differentials 
should be fixed in multiples of S per cent and that this 
had also been the view of the United Nations Advisory 
Committee on Administrative and Budgetary Ques-
tions. The Salary Review Committee appreciated that, 
from the point of view of obtaining stability in salaries 
there is advantage in requiring a relatively large index 
movement between adjustments, whereas to minimize 
anomalies a smaller interval is desirable. It felt that 
in any event it was undesirable to set initial differentials 
or post adjustments on the basis of one scale of cost-of-
living differences and make subsequent adjustments on 
another scale. Having regard to the present position 
at the main headquarters areas (paragraph 146 below) 
and to the fact that cost-of-living indices are at present 
comparatively stable, the Committee recommends that 
salary adjustments should be made, subject to certain 
conditions, on the basis of 5 per cent differences or 
movements in the appropriate cost-of-living indices. 

(vi) Proposed schedules of post adjustments 
137. Accordingly, taking account of statistical 

evidence regarding the impact of cost-of-living move-
ment on different grades as well as the practice of cer-
tain Governments which apply a somewhat similar 
system, the Committee presents in annex С a recom-
mended series of post adjustments ； the various sched-
ules have been deliberately titled by “class numbers” 
rather than by cost-of-living percentages because, as in-
dicated above, the Committee does not believe that the 
initial place-to-place price level comparisons are in all 
cases a sufficient criterion. 

138. It will be noted that the figures proposed in 
annex С show a “vertical” regression from grade P-l 
upward, in those areas with a higher cost of living than 
the base, and that the figures also show a ‘‘horizontal” 
regression as the cost of living increases. The basic 
premise of the Committee, arrived at both from a con-
sideration of cost-of-living factors and from a study of 
the question of dependency allowances, is that in areas 
up to class 4 “full compensation” should be given at 
the $7,000 net base salary level to staff members with 
primary dependants16 and two-thirds of such compen-
sation given to staff without such dependants. $7,000 is 
slightly below the average net base salary of United 
Nations professional staff, and is the level around which 
the statistical calculations are centred. 

139. Starting from that basis the pattern of regres-
sion which the figures follow is broadly as follows : 

1 6 Primary dependants meaning spouse or dependent children 
as defined in existing United Nations rules. 

Compensation given on net salary of approx. mid-point of scales^ 
to staff with dependants 
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Some rounding off has been necessary in making the 
schedule of figures at annex C. The apparent illogicality 
of granting a higher percentage compensation at level 
P-l than the cost-of-living figures would indicate is due 
to the fact that (a) the figures are designed to cover cer-
tain dependency allowance problems ； while (b) the 
cost-of-living calculations are centred round the $7,000 
salary level. 

140. No “scientific” evidence is available upon 
which a better pattern could be established. As regards 
the "vertical regression”，the Statistical Office of the 
United Nations expressed the opinion that such a pat-
tern was not unreasonable. As regards the “horizontal” 
regression, in so far as the figures are intended to equate 
living standards at different duty stations, such regres-
sion might appear at first sight to be unjustifiable. 
However, the post adjustments are also to be used for 
compensating cost-of-living increases at a single duty-
station ；and for this purpose a regression can be justi-
fied on the grounds of general practice outside the or-
ganizations. It is also true that at the higher cost-of-
living areas there is likely to be a greater degree of 
substitution in purchasing, and that this will probably 
not be fully reflected in the statistical calculations even 
if (as should be the case) every effort is made to take 
account before the "differential" is calculated of such 
factors as the possibility that a relatively high propor-
tion of salary is spent outside the duty station. Neither 
organizations nor staff objected to the principle of re-
gression and the Committee was satisfied that in all 
the circumstances it would be justified. Whether the 
precise pattern of regression proposed should be 
amended when more detailed statistical inquiries have 
been made on the lines suggested in paragraph 127 
above is a question which should be reviewed by the 
machinery which the Committee has suggested in chap-
ter XV. Equally, the Committee felt that it would be 
undesirable to suggest specific figures for high cost areas 
over the 30 per cent level, because the margin of error 
inherent in the present price level comparisons seems 
likely to widen in those areas as a result of greater 
variation in expenditure patterns between grades and 
greater purchasing outside the areas particularly by 
the upper grades. 

141. The pattern of regression appropriate to the 
“plus” (higher cost-of-living) areas cannot be applied 
in the "minus" areas where the cost of living is lower 
than at the base. No entirely satisfactory solution to 
the problem could be found. The best course, which the 
Committee recommends, seems to be to calculate the 
net amounts to be deducted from the net salaries of both 
staff with dependants and those without by applying the 
minus "percentage differential” to 75 per cent of the ap-
proximate salary at the mid point of each scale : the 
resulting deductions are shown in annex C. 

142. The post adjustments suggested take the form 
of flat amounts for each grade. It was suggested by the 
Staff Association in New York that it would be more 
logical to relate the adjustments to salary range rather 
than grade. The Committee was, however, unable to 
accept the suggestion, partly because it would increase 
the extent by which emoluments in one grade over-
lapped those in the grade above, and partly because the 
post adjustments themselves are not intended to be 
solely a percentage cost-of-living adjustment in salary. 
As to the figures themselves, the staff associations sug-
gested that it might be preferable to have three rates 
of allowance for each grade~one for a single person, 
one for a married person with no children and one for 

a married person with children. This proposal has, in 
principle, some merit, but if adopted at the present time 
it would lead to difficulty both in the “minus areas” 
and at base-level areas where no post allowance will be 
payable : the Committee would suggest that the matter 
might be reconsidered at a later date, if circumstances 
had changed sufficiently. The administrations, for their 
part, proposed a number of figures which differed 
slightly from those of the Committee. Broadly speaking, 
these had the effect of (i) increasing the adjustment for 
single staff, at the “plus 25 per cent” level and over ; 
and (ii) reducing below 50 per cent the difference be-
tween the “single” and “married” rates at the same lev-
els. From the explanation of the organizations it seemed 
that the primary reason for the differences was to make 
the “single” post adjustment cover the amounts now 
being paid by way of “differential” to single staff. The 
Committee felt, however, that it would be inadvisable 
to change the pattern of allowances for this reason. 

(vii) The base date 
143. The base date (as distinct from the date of 

application) for the new system should, in the Com-
mittee's view, be 1 January 1956. This date is selected 
because most of the evidence which the Committee re-
ceived regarding recruitment experience in relation to 
outside salary rates and cost of living covered the period 
ending in the early months of 1956. In terms of the 
base date (May 1950 at New York) for the present 
system, the Geneva cost-of-living index at January 1956 
stood at just over 102, having reached parity with the 
New York base figure in August 1951. The Commit-
tee's recommendation, by which Geneva will be regarded 
as having been at 100 on 1 January 1956, means there-
fore that a 2 per cent index rise which might have 
counted towards a future adjustment will be wiped out. 
Nevertheless, the Committee felt that there was no 
justification for departing from its basic conclusion that 
the scales recommended were adequate as of 1 January 
1956 to recruit and retain staff in the light of the actual 
cost of living then at Geneva. It felt that the “loss” of 
the 2 per cent would be more than compensated by the 
fact that under the Committee's proposals, Geneva may 
be considered for a post adjustment when the appro-
priate local cost-of-living index has risen 5 per cent after 
1 January 1956, whereas under the existing system the 
index would have to rise by 8 per cent after that date 
before any adjustment would be considered. 

(viii) Specific recommendations for the main head-
quarters areas 

144. The final problem is to determine into which 
classes the main duty stations away from Geneva should 
be placed as at the new base date. The decision on the 
minor duty stations must be left to administrative action 
through ACC, subject to the observations in chap-
ter XV and whatever later review on behalf of govern-
ing bodies is thought necessary. 

145. The Committee considered what action should 
be taken in the event that at 1 January 1956 the relative 
price index at a particular duty station fell between 
two “post adjustment percentages" (e.g. if it were 104 
or 109). In such a case it would be possible either 

(a) To place the duty station in the lower post ad-
justment class and carry forward a “credit” on the 
index ； thus, if the relative index stood at 109, the duty-
station might be placed at 105 and carry forward four 
points towards a subsequent adjustment when the index 
reached 110; 



(b) To place the duty station in the higher post ad-
justment class and carry forward a “debit” on the 
index ； thus, with the relative index at 109, the duty 
station might be placed at 110, but with a debit of one 
point on the index. In this case, no subsequent adjust-
ment would be made until the index had risen a further 
six points (i.e. to 115) after 1 January 1956; 

(c) To place the duty station in a specified post ad-
justment class and to ignore any "debit” or “credit” on 
the index~that is to say, having determined the appro-
priate post adjustment class as at 1 January 1956, only 
cost-of-living variations occurring after that date would 
be counted towards subsequent variations of the post 
adjustment. It should be noted that the time-to-time 
variations can be measured much more accurately than 
the place-to-place variations. 
The Committee concluded that in view of the inherent 
margin of error in any place-to-place price comparisons, 
wWdi could not in any event reflect all the relevant 
factors, it must exercise its judgement as to the appro-
priate post adjustment classification as at 1 January 
1956, and that having done so it should not recommend 
that any debit or credit should be carried forward on 
the cost-of-living index. In other words, course (c) 
above should be followed, and only cost-of-living varia-
tions occurring after 1 January 1956 should be counted 
towards subsequent variations in the post adjust-
ments. This conclusion accorded with the views of the 
organizations. 

146. Accordingly, after hearing evidence from the 
Statistical Office of the United Nations regarding the 
relative price levels at Geneva and the other offices and 
after considering evidence from the organizations as to 
the factors which in their view might warrant some 
modification in the strict price level percentage, the 
Committee reached the following conclusions : 

(a) New York should be put in class 4 (“15 per 
cent”） 

The Committee noted that the official United Nations 
price level relationship with Geneva at 1 January 1956 
was approximately 108:100. This ratio had, however, 
been reached by applying the official United States and 
Swiss index movements to the original survey results, 
which produced a New York index of approximately 
112 as compared with Geneva at approximately 104. If 
the “weights” of consumption of international officials 
rather than the “weights” in the official indices were 
used the New York local index would be 117 rather 
than 112; the Geneva index would be slightly higher 
than 104 but the ratio with Geneva would be higher 
than 108:100. 

On the basis of these price comparisons, it might ap-
pear at first sight that New York should be in class 3 
("10 per cent"). There are, however, factors at New 
York which materially alter the pattern of expenditure 
as compared with Geneva. The price comparisons do 
not reflect the expenditure of New York officials on 
commutation to and from work ； they do not adequately 
reflect expenditures on medical and dental care which, 
even after the introduction of an improved insurance 
scheme, will remain appreciably higher in New York 
than in Geneva ； and they are based on an average use 
of domestic service by New York professional staff of 
one-half day per week, rather than the more reasonable 
level of one day. Reasonable compensation for these 
factors would, in the opinipn of the Committee, after 
examination of the relevant figures, require a "mar-
ried" post adjustment yielding $400-$500 per annum 

over and above the amount yielded by a class 3 ("mar-
ried") adjustment at the $7,000 salary level, and ac-
cordingly the Committee believes that a group 4 classi-
fication would be justified. As a rough cross-check on 
this, the Committee ascertained that over six Govern-
ments which had supplied information (excluding the 
United States and Switzerland) the average New York/ 
Geneva ratio for delegation emoluments (excluding 
representation where possible) was 116:100 for staff 
with dependants, the figures ranging from 139 to 100 
over the six Governments (taking Geneva as 100). 

(b) Rome should be placed in class 2 (‘‘5 per cent") 
As at 1 January 1956, the official price-level ratio 

between Rome and Geneva was 101:100. Salaries in 
FAO are at present at the base level, but the position 
is somewhat complicated by the fact that when they 
reached that level in 1952 the cost of living in Rome 
was still below the level of New York in May 1950. 
Since 1952, the cost of living in Rome for international 
officials has risen by approximately 10 per cent, and 
were the rise to be sustained over six months there 
would be a case for adjusting salaries upwards under 
the present system. 

The Committee was informed that apart from the 
goods which FAO staff bought through their own com-
missariat, the price level comparisons were based on 
“official” Italian prices for foodstuffs. It felt that this 
might have led to a slight understatement of the price-
level ratio. There was no evidence that transport and 
domestic service costs were appreciably different in 
Rome and Geneva, but some evidence that medical ex-
penses in Rome involved expenditure not fully covered 
by price comparisons. There was also some evidence of 
other miscellaneous expenses not reflected in these com-
parisons. The data on the whole was not very satisfac-
tory, but in all the circumstances, and taking account 
particularly of certain recruitment difficulties which 
exist in Rome, the Committee believed that it should 
recommend that Rome be placed in class 2 ( 5 per cent) 
for post adjustment purposes. 

(c) Paris should be placed in class 4 ("IS per cent”） 
A recent United Nations price level comparison in-

dicated that in early 1956 the price level in Paris for 
international officials was approximately the same as 
that in New York. On this basis the “official United 
Nations” index for Paris (in relation to New York 
at May 1950) would be 112, and the "adjusted local 
index,, (see under New York, above) would be 117. 
An independent check of this is given by the fact that 
the increases which have occurred at Paris on the 
UNESCO local index since that index reached parity 
with New York at May 1950 also bring the UNESCO 
index to 117. The Paris/Geneva ratio of price levels 
must therefore be considered as something over 
108:100, as was the case for New York. As at New 
York, however, there are certain factors which warrant 
some modification of the relationship. They probably 
have, the Committee believes, less effect on the Paris/ 
Geneva ratio than on the New York/Geneva ratio, but 
here again little in the way of concrete figures is 
available. A particular difficulty arises over rentals, 
which vary enormously as between controlled and un-
controlled housing. There is also some evidence of 
recruitment difficulty. 

If statistical precision were possible, which it is not, 
the Committee would be inclined to think that Paris 
would be fractionally lower than New York. In all the 
circumstances, however, the Committee believes that 
Paris should be classified in group 4 (15 per cent), with 
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the proviso that, as in the case of Rome, a new inter-
city comparison should be made when appropriate ma-
chinery is available and the allowance then in force 
reviewed when the study is completed. 

� Montreal should be placed in class 4 ("IS per 
cent”） 

Here also the data are inadequate. Movement of 
United States and Canadian official indices, applied 
to a 1949 inter-city comparison, suggests that in terms 
of price level comparisons Montreal is now at the same 
level as New York. Accepting that, however, in the 
absence of better data, the Committee felt that the 
expenditure on items such as transport, domestic ser-
vice, etc., would probably be a shade lower in Montreal 
than New York, with tiie result that Montreal should 
probably be considered at the same level as Paris. 
There is evidence of fairly general recruitment diffi-
culty with certain nationalities. As with Paris, there-
fore, the Committee recommends a group 4 (15 per 
cent) classification, subject to re-examination of the 
position after a new survey. 

147. In proposing that new surveys should be 
made of the price-level relationship between Geneva 

and the other main headquarters, the Committee does 
not intend to suggest that the recommendations above 
should be subject to any retroactive adjustments, nor 
even that a new survey will necessarily result in any 
amendment to the post classifications. It is nevertheless 
the case that no direct inter-city comparisons have ever 
been made between Geneva and places other than New 
York and that the past New York/Geneva comparisons 
have to some extent been distorted by the omission of 
certain relevant considerations. It is therefore desirable 
that as accurate information as possible should be ob-
tained as soon as adequate machinery on the lines 
suggested in chapter XV is established to review both 
the method and the results. The Committee assumes 
that any new surveys would take into account the 
observations in the present report, and, in particular, 
the need to examine how total income of staff members 
is disposed of, and whether the expenditure can be con-
sidered reasonable in the light of local circumstances 
as well as in relation to the pattern of expenditure at 
the base. 

148. Annex D below shows how existing remunera-
tion would compare with that resulting from the Com-
mittee's proposals. 

C H A P T E R I X 

Future adjustments of salaries 

149. Apart from proposals for increased dependency 
benefits, the Committee did not receive from any organi-
zation proposals for a general improvement in the 
scales of pay of all staff. The Secretary-General, it is 
true, proposed that the existing cost-of-living allow-
ance at New York should be consolidated into the pay 
scales, but apart from that the changes in scales which 
he proposed were designed essentially to remove the 
present overlap and telescoping. He did emphasize, how-
ever, that in his view, over the last five years一and even 
more~~over the last ten, United Nations conditions of 
service had deteriorated markedly in relation to those 
in a very wide range of outside employment. Without 
arguing that United Nations conditions should neces-
sarily maintain the same relative position that they held 
in 1950，or any other date, he expressed his concern 
lest rigidity in the United Nations salary system in 
future should result in a further marked deterioration 
in relative conditions, and he invited the Committee to 
consider the creation of certain new machinery designed 
to prevent this. Other organizations also expressed the 
view that further relative deterioration in conditions 
might cause difficulty. The staff organizations, for their 
part, argued that increases in real income of salaried 
staff outside the organization warranted an immediate 
increase of 15-20 per cent in the existing scales of 
remuneration for the Professional category and above, 
even after the consolidation of the present cost-of-living 
allowance. This claim the Committee was unable to 
concede, since, as explained in chapter VII, it felt that 
the present review should not start from the assump-
tion that existing base scales had been correct in 1950 
in relation to outside scales, but should be directed 
towards ascertaining what salary scales would at this 
stage be sufficient to recruit and retain staff. 

150. Nevertheless, the Committee appreciated that 
once the scales are considered to be in a reasonably 
correct relationship to outside scales, any future review 

might need also to take account of movements in com-
parable outside salaries. It may be useful therefore, be-
fore considering what action may be required on the 
adjustment of salaries in future to consider what has 
in fact occurred in recent years. 

151. It is broadly true that over an extremely wide 
range of outside occupations in the United States there 
have been, since 1950, steady annual increases of 4 
to 5 per cent in salaries, the cumulative result being : 

1950 1955 
Cost-of-living index—May 1950 100 111.8 
Top management salaries 100 124.7 
Middle management salaries 100 132.5 
Clerical and secretarial salaries 100 129.5 
Production workers 100 128.6 

The international secretariats include a somewhat dif-
ferent pattern of jobs than those covered by the data, 
but there is significance in the high degree of uni-
formity in the figures quoted. 

152. It was also submitted that in a number of other 
countries economic data suggest that there have been 
increases in real income,17 though it is not known 
whether the pattern of increases has been as uniform 
as that shown by the above figures. 

153. The Committee was satisfied however that in 
national civil services there have not, generally speak-
ing, been increases in real income commensurate with 
the figures quoted in paragraph 151. No such increases 
have occurred in the United States or Swiss Civil 
Services and, from the limited data which the Commit-
tee was able to obtain, the increases in delegation emol-
uments in New York since 1950 have also not matched 
the rise in outside incomes, though they have in many 

1 7 The staff associations submitted data to the effect that be-
tween 1950 and 1955 there had been increases of real income in 
the following countries among others: Canada 17 per cent; 
France 25 per cent; Netherlands 5 per cent； Sweden 24 per 
cent; United Kingdom 2 per cent; United States 11 per cent. 
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cases exceeded the increases in pay in the Secretariat 
if the effect of annual increments is excluded. 

154. It appears to the Salary Review Committee 
that the position of international civil servants in the 
matter of salary movements must necessarily be re-
lated more to the position of public servants generally 
than to that of employees in business and industry. It 
is generally true that in times of rising wages the 
salaries in public services tend to lag behind those 
outside, but, on the other hand, the civil servant gen-
erally enjoys a greater security and frequently enjoys 
better benefits such as pensions, though the advantage 
in thîs respect is often less than it was. Judged by 
these standards, at all events, the Committee believes 
that the relative deterioration is much less serious than 
the figures above might suggest. 

155. Moreover, the salary increases in outside oc-
cupations must be considered in relation to the level of 
the outside salaries themselves. No evidence was pro-
duced to show that existing United Nations scales, 
particularly as modified by the Committee's proposals 
for post adjustments and dependency allowances, were 
generally inadequate in relation to conditions in other 
inter-governmental organizations or comparable outside 
employment. In the Committee's view, the salary and 
allowance system it has recommended is equitable in 
relation to those conditions. 

156. Nevertheless, increases in real income in out-
side employment will eventually have an impact on 
public service conditions, and the Committee would 
agree with the Secretary-General that it is desirable to 
establish machinery which could help to ensure that 
United Nations salaries after the base date are main-
tained in a reasonably correct relationship to compar-
able outside salaries, having regard to cost-of-living 
movements and other relevant factors, without neces-
sarily awaiting a further comprehensive salary review 
such as the present one. Such reviews will doubtless 
be needed from time to time, but, since a high degree 
of administrative stability is desirable for the well-
being of the secretariats, the Committee would share 
the hope of the Secretary-General that after the present 
review there should be no need, except at compara-
tively rare intervals, to re-examine such questions as 
the number or structure of the categories and grades 
or the conditions of service such as leave, sick leave, 
etc., in which case only the question of pay and allow-
ances need be periodically considered. 

157. Within even this limited field of pay and al-
lowances, two kinds of reviews may be necessaiy. Oc-
casionally, at intervals whch the Committee thinks it 
unwise to suggest in advance, a major examination will 
need to be made of the base scales in relation to salaries 
generally in outside employment. In the interim pe-
riods, a more or less current review may be needed to 
àmend the post adjustment in the light of movements 
in the cost-of-living index and related factors. 

158. Hitherto these interim adjustments of salaries 
or of initial differentials have been discussed mainly in 
terms of cost-of-living allowances stemming from move-
ments in the cost-of-living index. Under present prac-
tices in the United Nations : 

(a) Proposals for cost-of-living adjustments at New 
York or Geneva are submitted to the General Assembly 
(the Secretary-General can technically act on his own 
authority as regards General Service staff, but the 
budgetary consequences of such actions are such that 
he normally puts the matter to the Assembly)； 

(6) Cost-of-living adjustments for Professional staff 
at other offices are made by administrative action of 
the Secretary-General whenever the local cost-of-living 
index rises by 10 per cent : the increase is 10 per cent 
on 75 per cent of the salary as adjusted by any initial 
salary differential.18 General Service staff are normally 
regarded as ineligible for cost-of-living allowances as 
such, but their pay scales are adjusted whenever there 
is evidence that the "best prevailing conditions” in the 
locality have changed (the scales are usually reviewed 
once a year). 

159. In principle, most of the specialized agencies 
have endorsed the system recommended by ACC in 
1952 whereby cost-of-living adjustments were to be 
made whenever the local cost-of-living index rose by 
10 per cent, averaged over a six-months, period, such 
adjustments being equal to 10 per cent of 75 per cent 
of the initial net salary, and not subject to a “ceiling”. 
In practice, some of the agencies limit the net adjust-
ments to correspond to adjustments made by the United 
Nations which has never formally accepted the ACC 
report of 1952 and whose actions in the main conform 
to certain modifications of that report suggested by 
the Advisory Committee on Administrative and Bud-
getary Questions. 

160. The present system was reviewed by the 1955 
Committee of Experts which recommended19 that sub-
ject to some minor variations of detail regarding the 
point at which action should be taken (as shown in 
paragraph 117 above): 

(a) Adjustments should be made on the basis of net 
salaries, and not subject to any ‘‘ceiling，，； 

(b) Adjustments should not normally be made at 
intervals of less than twelve months. In exceptional 
circumstances, interim adjustments might be made in 
areas of particular difficulty ； 

(c) As regards field offices, the executive heads of 
the various organizations should be enabled to establish 
such adjustments as are warranted under the system 
at the appropriate time ； 

(d) As regards the headquarters of any organization 
(and also in the case of the Geneva Office of United 
Nations) the executive head of the organization should 
report annually, to his governing body, on the cost-of-
living situation in the headquarters area. Such reports 
would keep Member States currently informed, and 
would also enable the executive heads to take the initia-
tive in making recommendations for salary adjustments 
for headquarters staff whenever they thought it neces-
sary. In view of the substantial budgetary implications 
consequent upon a headquarters adjustment, it seemed 
to the 1955 Committee that the governing bodies must 
reserve to themselves the authority to establish such 
adjustments ； in organizations whose governing bodies 
met less frequently than annually, the authority might 
be delegated to an executive or similar organ (e.g. to 
an Executive Board). 

161. No action was taken on these proposals in view 
of the decision to have a comprehensive review during 
which the whole matter of salaries, allowances and bene-
fits would be re-examined. 

1 8 Except that since the General Assembly has imposed a 
"ceiling" of $1,000 gross on the 10 per cent cost-of-living ad-
justment at New York, a similar “ceiling" is applied by United 
Nations (but not all other organizations) on all cost-of-living 
adjustments overseas. 

iôA/C.5/632. 
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162. In his proposals to the Salary Review Com-
mittee on this subject, the Secretary-General took the 
view that, in principle, cost-of-living adjustments should 
not be granted on any automatic sliding scale unless 
such a sliding scale should ever become common prac-
tice in comparable occupations outside. While, however, 
international civil servants should not be a privileged 
class in the sense of being given an automatic protec-
tion against cost-of-living increases which may not exist 
in comparable occupations outside, they should equally 
not be denied the benefit of a salary adjustment, if such 
an adjustment is given in comparable outside occupa-
tions. In other words, two things must be constantly 
watched—the movement of the cost-of-living index and 
the granting of outside cost-of-living allowances or 
salary increases. The Secretary-General noted that the 
1955 Committee, considering only cost-of-living move-
ments as such, had recommended that executive heads 
should make an annual report to their legislative 
or governing bodies on the cost-of-living movements 
in the headquarters area, irrespective of whether 
there was any cause for action. He felt, however, that 
the question was a wider one than that of cost-of-living 
movements alone, and that it would be preferable for 
the report to be made to a new “expert” inter-organi-
zational committee rather than to a legislative body. 
It would be for the latter of course to act on any rec-
ommendations of such a committee. 

163. As to the form which any action should take, 
the Secretary-General said that since circumstances 
would differ in the various offices, and since amend-
ment of basic scales might have automatic implications 
at all offices, it appeared to him that, in the absence 
of exceptional circumstances, basic scales should be left 
unchanged for periods of say five years, and that any 
interim action which seemed warranted should take 
the form of a temporary non-pensionable salary 
adjustment. 

164. While such a system should apply in principle 
at all offices, the Secretary-General thought that in prac-
tice the cost of living or other factors (for instance, 
the exchange rates) might change so much or so rap-
idly that it would be unreasonable to expect the staff 
to await an annual review before remedial action was 
taken. It seemed to him, therefore, that it was inevi-
table, as regards the smaller field offices, once the 
initial conditions had been determined, that the United 
Nations and other organizations should continue to 
follow some more or less automatic system as at pres-
ent, or it might be possible to arrive at a compromise 
whereby the interim action taken by the executive 
heads would be subject to review and final action by 
the Expert Committee which had been suggested. 

165. The broad lines of these proposals seemed to 
the Salary Review Committee sound, and it requested 
the organizations jointly to present their views on the 
subject. It found that the proposals were in principle 
generally acceptable. The organizations appreciated 
that no matter how well the statistical work was done, 
its inherent limitations made it necessary to interpret 
the results on the basis of judgement, and judgement 
of an administrative kind. No criteria had so far been 
laid down as to how such judgement was to be applied 
and in view of the need for uniformity of that judge-
ment as between the different organizations, they saw 
the logic of the idea which the Committee had favoured 
of some kind of new inter-organizational body to ex-
amine the data. Their position was a little delicate, in 
that the matter affected the prerogatives of their gov-

erning bodies, but they felt that a small, really expert 
body of high standing could make a contribution in 
the matter of deciding post allowances. They felt that 
the terms of reference of such a body should place the 
emphasis upon review of principle rather than upon the 
task of making specific recommendations, but they 
thought that recommendations regarding the classifica-
tion of the headquarters areas might be made by the 
expert committee. As regards the composition of the 
committee, they thought it might be best to have a 
panel of outside experts from which three~they 
thought that should be enough~could be drawn as 
required, rather on the lines of the Administrative 
Tribunal arrangements. The new committee should 
not, they thought, be considered as government experts 
or appointees ； the panel might be appointed by the 
Secretary-General in consultation with ACC, the vari-
ous legislative or governing bodies being associated 
with the appointment in some appropriate way. The 
new Committee should channel its report through ACC 
to the legislative or governing bodies. 

166. As will be clear from earlier chapters of the 
present report, the Salary Review Committee felt, as 
it carried out its work, that the need for new machinery 
existed also in other fields than that of salary adjust-
ments. It has therefore, in chapter XV, suggested a 
somewhat different approach to the question of the 
composition of an appropriate body to review the ques-
tion of post adjustments and interim salary movements 
generally. It does recommend however that, in future, 
any proposals for the classification or re-classification 
of offices for post adjustment purposes should be dealt 
with by or through the International Civil Service 
Advisory Board under the arrangements outlined in 
chapter XV. The Board might be expected to utilize 
an expert group dealing with such questions. 

167. As regards the field offices, the Committee 
agrees that executive heads must have the power in 
emergency circumstances to make adjustments admin-
istratively where they deem it impossible to await re-
view of the circumstances through the new machinery. 
Such action would normally be based on the movement 
of an appropriate cost-of-living index maintained by 
the Statistical О伍ce (not necessarily the local or na-
tional index). The Committee would agree with the 
1955 Committee, however, that, in the absence of 
exceptional circumstances, these movements should be 
averaged over a period of nine months, in which case 
it should be possible in general to submit the relevant 
data for review before action was taken. In any case, 
a post jacto review should be made. 

168. As to the criteria which should be applied in 
considering a variation of post adjustments, the Salary 
Review Committee believes that : 

(a) At any duty station, the adjustments should be 
made independently of the position at any other duty 
station ； that is, they should depend only on the cost-of-
living movements at the duty station concerned, meas-
ured on an index appropriate for professional interna-
tional staff. Any reviewing body such as a group of 
experts working with ICSAB should therefore satisfy 
itself that the index movement properly reflected the 
situation of the officials at the duty station concerned, 
and, if so, it would recommend a change in the post 
adjustment if there had been a 5 per cent rise averaged 
over nine months. 

At the same time, as regards the main headquarters 
area, any such reviewing body should also obtain in-
formation regarding the movement of salaries in 



roughly comparable occupations outside the organiza-
tion, both at the headquarters concerned and in other 
headquarters areas, in order to see the trend in salary 
movements. Should there be any significant difference 
between the movement of salaries and the movement 
of the appropriate cost-of-living index, it should draw 
the fact to the attention of the ACC and governing or 
legislative bodies. 

(b) The movement of the appropriate local index at 
each duty station should be measured against a common 
base, 100, in all cases ； thus if the Paris index were 
deemed to have been at 115 on 1 January 1956, the 
assumption would be that it was at 115 on a Paris in-
dex which stood at 100 at some earlier date, and if and 
when that index reached 120 a re-classification of Paris 
might be considered. 

(¿：) Any adjustment in respect of the main head-
quarters areas including Geneva, the base, should re-
quire the approval of the legislative or governing body, 
but should take the form of a re-classification of the 
duty station for post adjustment purposes in accordance 
with the schedule in annex C. 

(d) The independent movement of the various duty 
stations should continue until such time as it is deemed 
desirable to make a new inter-city comparison. This 
might be necessary either because of increasing dif-
ferences between outside salary movements and cost-
of-living index movements in headquarters areas, or 
because other changes in circumstances had made a 
review of base salaries or inter-city relationships de-
sirable. At such times as new comparisons were made 
post classifications might need to be revised. 

169. The principle whereby General Service rates of 
pay are kept in line with best prevailing conditions out-
side, coupled with the observations in paragraphs 101 
and 102 above, is in general sufficient guidance as to the 
circumstances in which the General Service rates 
should be revised. The Committee would, however, 
suggest that not only is action by local outside em-
ployers the most important criterion as to when action 
should be taken by the organizations : it is also a cri-
terion as to the form which that action should take. If 
for example the general practice of outside employers is 
to grant non-pensionable increases, the organizations 
should normally do likewise. 

Changes in post classification due to exchange 
variations 

170. So long as the scales of Professional staff are 
set in dollars, which the Salary Review Committee be-

lieves they must be, it is impossible to exclude the 
possibility that a major change in the dollar/local cur-
rency relationship may call for a change in post-adjust-
ment levels in order to maintain the appropriate rela-
tionship with the base, because the exchange rate varia-
tions will alter the value of the salary in terms of local 
currency without necessarily affecting the level of 
local prices. 

171. In these circumstances the Committee believes 
that it must be left to administrative action to correct 
the effect of exchange rate changes, subject to post 
jacto review by the machinery suggested in chapter 
XV. In the case where an exchange rate is altered to a 
new fixed rate without a change in the local cost of 
living, the Committee recommends that the appropriate 
action should be to amend the post adjustment index 
by multiplying it by the ratio of the new exchange 
rate to the old. In such cases, however, a new survey 
should be made within a reasonable time, and in the 
interval the movement of the local cost-of-living index 
might make it desirable further to amend the post 
adjustment without awaiting a nine-months, average : 
cases will have to be dealt with on their merits. The 
Committee would see no need however to anticipate 
(as has been the practice up to now) some consequen-
tial cost-of-living variation as a result of the exchange 
rate alteration. 

172. Where, however, the exchange rate is seldom 
or never at a fixed point for long~that is, where it is 
constantly showing marked variations~the problem is 
more difficult. The practice in one case which exists is 
to use a "payroll rate of exchange” ： this is an artificial 
rate based both upon the exchange rate and the local 
national cost-of-living index. In theory, this device has 
the effect of giving the staff virtual stability of pur-
chasing power. The Committee was unable to go fully 
into the question of such payroll rates of exchange, but 
would doubt whether the assumptions made are valid 
and more particularly whether the local cost-of-living 
index is a valid index for international staff. It suggests 
that the matter be closely re-examined. The payroll 
rate may be a useful temporary expedient, but consid-
eration should also be given to the alternative possi-
bility of paying the international staff in dollars, where 
there is a free exchange, subject to post adjustments 
being fixed on the basis of an up-to-date survey of the 
cost of living of the staff. 

C H A P T E R X 

The pensionable scales 

173. Both in the United Nations and the specialized 
agencies the pension entitlements of the staff are based 
on the net pay. No proposals were received from any 
executive head that this system should be changed, but 
the Secretary-General,s proposals on pay scales in-
cluded the consolidation of existing cost-of-living al-
lowances, a step which would have increased the level 
of pensionable pay. The United Nations Headquarters 
Staff Association proposed not only that the net scales 
should be increased but that pensions should be based 
on gross pay ； they pointed out that pensions were sub-
ject to national income tax and that in virtually all out-
side employment pensions were based on gross pay. 

174. The Committee's recommendations for non-
pensionable post allowances have the effect of leaving 
net pensionable pay for Professional staff, with a few 
exceptions, at the level at which it was set in 1950， 
despite increases which have occurred since then in the 
cost of living. Both the Secretary-General and the staff 
organizations expressed concern at this consequence. 
The same situation does not arise with General Ser-
vice staff, in respect of whom the Committee has 
proposed a consolidation of existing cost-of-living al-
lowances. The majority of the General Service, how-
ever, will retire in the countries where they work, 
whereas this is probably not so for Professional staff. 

33 



175. It is clear that for many staff a pensionable 
net salary scale yields a pension substantially higher 
than that which would be yielded by the gross salary 
of a comparable job in their own country, to which 
most of them may be expected to retire. Even though 
the pension may be subject to tax, it can hardly 
be said that serious injustice results ； the posi-
tion of such staff is, for example, in this respect prob-
ably more favourable than that of foreign service staff, 
whose pension is related to their home pay. But, on 
the other hand, there are staff from high-salary areas 
for whom the net pensionable scale yields a lower pen-
sion than the gross pensionable scales in comparable 
jobs in their own countries : this may be so with some 
General Service staff as well as professional. 

176. Merely to make post adjustments pensionable 
would not solve the problem of these latter staff, be-
cause they may work in a country where no post adjust-
ment is payable. It is also clear that to increase net 
base pay to a level where it would yield a pension cor-
responding to that obtainable on gross salary outside 
would mean that the net pay itself was equal to the 
outside gross pay, and hence substantially Wgher than 

the outside net pay. There is, therefore, a case for ar-
guing that the pension entitlements of at least part of 
the staff should be based on gross pay. The question 
is, however, extremely complex, and the Committee 
had insufficient time to make a thorough study of the 
matter. It suggests that the matter be examined by the 
various organizations, possibly through an expert work-
ing party appointed under the auspices of the Joint 
Staff Pension Board. 

177. During such an examination it would be useful 
also, in the opinion of the Salary Review Committee, 
to consider whether there might be advantage in re-
ducing some of the terminal lump sum benefits now 
paid to staff leaving the organization and substituting 
improved Pension Fund benefits for early retirement. 
The Committee had the impression that the present 
system of terminal benefits~termination indemnities, 
commutation of leave, repatriation grants, pension 
withdrawal benefits~had been constructed piecemeal, 
and that a thorough review might produce a more inte-
grated scheme better adapted to the needs of both the 
organizations and the staff. 

C H A P T E R X I 

Dependency 

178. Before 1949, a differentiation between the 
remuneration of New York staff with and without de-
pendants was effected by the payment of children's 
allowances (the rate of which was increased from $144 
net per annum to $200 net per annum by General As-
sembly resolution 161 ( I I ) ) and by paying staff with 
dependants higher rates of rental allowance, cost-of-
living allowance and (if they were expatriated staff) 
expatriation allowance. Generally speaking, the rental 
and cost-of-living allowances were not paid at offices 
outside the United States. When the Staff Assessment 
Plan was introduced on 26 December 1948, the extra 
cost-of-living allowance for dependants was eliminated 
but, at the same time, provision was made under the 
Staff Assessment Plan for dependency credits of ap-
proximately the same amounts as had formerly been 
paid to those staff members at Headquarters as addi-
tional cost-of-living allowances. 

179. By 1950, immediately before the introduction 
of the new salary sytem, married expatriated staff 
members at New York were receiving, over and above 
the emoluments of similar single staff members : 

$250 in additional expatriation 
allowance ； » 

$200 in dependency credit ； 
approximately $150 in rental allowance ； 

that is, $600 per annum in "dependency bene-
fits", in addition to a children's allowance of $200 per 
dependent child. 

180. In 1950, the General Assembly, in approving 
the new salary system as from 1 January 1951, abol-
ished expatriation and rental allowances. Thereafter 
the dependency benefits were (apart from education 
grants, which are of a different nature): 

(a) In the case of expatriated staff, a higher scale 
of repatriation grants than in the case of single staff ； 

(&) Children's allowances； 

allowances 

(c) The dependency credit under the Staff Assess-
ment Plan. 

181. All organizations in the common system now 
have the same provisions as regards repatriation grants 
and children's allowances. The latter remain payable 
at $200 net for each eligible child for all staff (irre-
spective of grade) at New York and Montreal, and for 
all Professional staff at other offices. In the case of 
locally recruited staff at other offices, however, lower 
rates of children's allowances are paid. 

182. Until the end of 1954, the dependency credits 
under the Staff Assessment Plan consisted, for all New 
York staff, of: 

(а) $200 per annum for primary dependants (i.e., 
wife or dependent husband, dependent children) ； or 

(б) $100 per annum for secondary dependants (i.e., 
dependent parents, brother or sister or incapacitated 
children over the age of sixteen years.) 
A staff member could not be granted a credit for both 
a primary and a secondary dependant nor for more 
than one secondary dependant. Professional staff of the 
United Nations at offices outside the United States 
were entitled to the same rates of dependency credits, 
but lower rates were established for General Service 
staff, whose scales of pay were determined on the basis 
of local conditions. Similar credits are given by ICAO, 
which has a staff assessment plan; but of the spe-
cialized agencies which do not have such a plan, only 
UNESCO and WMO have introduced dependency 
benefits comparable to these credits. 

183. In 1954，the Secretary-General made strong 
representations to the General Assembly to the effect 
that immediate financial relief was necessary for New 
York staff with dependants, because the effects of the 
high cost of living at New York, particularly as re-
gards the costs of housing, medical and dental care, 
household help and transportation, was felt by them 
with special severity. The General Assembly then de-



cided that, as a temporary measure during 1955 and 
for headquarters staff only, dependency credits should 
be revised as follows : 

(a) A credit at the rate of $200 per annum for the 
first primary dependant or for a dependent parent, 
brother or lister; 

(&) An additional credit at the rate of $100 per an-
num for each dependent child for whom a credit had 
not been granted under (a) above. 

This decision, the main effect of which was to give 
an extra dependency benefit of $100 per child, was 
taken on the understanding that the whole problem, 
both for Headquarters and elsewhere, would be re-
viewed before the tenth session of the Assembly in 1955. 

Review by the 1955 Committee of Experts 
184. The matter was accordingly reviewed by the 

1955 Committee of Experts, which recorded20 its con-
clusions as follows : 

"The Committee noted that the General Assembly 
had at its first session accepted the principles : (a) 
that it is necessary to provide an income equaliza-
tion factor to those members of the staff who have 
dependent children; and (b) that allowances for chil-
dren should be regarded only as a help to parents and 
not as relieving them of the entire financial respon-
sibility. 

"The Committee accordingly feels that dependency 
allowances (including children's allowance) should 
be regarded as a social benefit and not as compensa-
tion for the additional cost of supporting a de-
pendant. In the Committee's view it is not therefore 
inappropriate that such allowances are made in the 
form of a contribution on a flat rate basis. 

“The Committee considers that there is every rea-
son, in terms of the tradition of the international 
civil service as well as the practices in a great, many 
countries for United Nations and the specialized 
agencies, to continue to make appropriate contribu-
tions to the additional expenses incurred by staff 
members with dependants. 

“The Committee is convinced, on the basis of 
evidence presented, that certain expenses for staff 
members with dependants are out of proportion to 
those of staff members without dependants. The 
Committee feels there is justification for the increases 
in dependency allowances approved by the General 
Assembly as an interim measure during 1955 for 
United Nations personnel in New York and Wash-
ington, and recommends that these increases should 
be continued in the future. 

“The Committee believes that, for the reasons 
noted above, these measures are equally applicable 
to other areas and recommends that they should so 
be applied both in the United Nations field offices 
and in the specialized agencies. 

“The Committee finds that the existing admin-
istrative distinction between children's allowances 
and dependency credits under the Staff Assessment 
Plan is not based upon any conceptual differences in 
the purposes for which the contribution is intended. 
The Committee therefore recommends that the two 
be merged into a single family allowance system 
which would be applicable uniformly throughout 
United Nations and tíie specialized agencies. In this 

20 A/C.5/632, paras. 69-72. 

connexion, the Committee notes that the Adminis-
trative Committee on Co-ordination at its eighteenth 
session adopted a recommendation of CCAQ setting 
forth a common definition of dependency. It would 
appear logical that this definition of dependency 
should be used as the basis for determination of 
eligibility under the family allowance system recom-
mended above". 
185. As stated earlier, it was decided that, in view 

of the need for a wider review than the 1955 Committee 
had been requested to make, it would be preferable to 
defer action on most of the Committee's report. The 
General Assembly agreed that, pending the further 
review, the additional dependency credit at New York 
should be continued for 1956. The additional depend-
ency credits were also introduced for 1956 in ICAO 
headquarters in Montreal to alleviate the effect of the 
rising cost of living. 

The proposals of the various organizations in 1956 
186. The proposals which the Salary Review Com-

mittee received on this matter are briefly summarized 
in paragraphs 12，13, 17 (c), 21 (e)f 23 (6) and 29 
of annex A. The Secretary-General emphasized strongly 
his view that many staff at New York with dependants 
were in financial difficulty, and said that the difference 
in emoluments between New York staff with and 
without dependants was in many cases inadequate 
whether judged by the practice in delegations or by 
the extent of tax relief under United States income tax 
laws. His proposals to overcome this situation involved 
the use of the Staff Assessment Plan on lines com-
parable to the United States income tax system, and 
thus differed radically from any previous United Na-
tions system of dependency benefits. The specialized 
agencies were mostly opposed to the use of a Staff As-
sessment Plan in order to grant dependency benefits, 
and their main concern, in most cases, appeared to the 
Committee to be to ensure that whatever system of 
dependency allowances was adopted was applied uni-
formly as between the different organizations and 
offices. “ 

187. The Secretary-General submitted data to show 
that the United Nations dependency allowance (staff 
assessment credit) for a wife alone was, at level G-4 
and above, lower than the tax relief on a corresponding 
gross income under United States income tax laws. 
For a wife and two children, United Nations depend-
ency benefits were lower than the tax reliefs at in-
comes corresponding to P-3 and above. Evidence was 
also submitted to show that the dependency benefits 
granted by national Governments to their officials 
(both diplomatic and non-diplomatic) while serving 
abroad were substantially greater than those arising 
at comparable salary levels in the United Nations. 

188. From this and other evidence, particularly as 
regards family expenditure budgets in high-cost areas, 
the Committee concluded that in essence, and subject 
to modification as regards method and details, the 
Secretary-General's proposals were on the whole well 
founded. That there should have been less emphasis on 
increased dependency benefits on the part of the Geneva 
organizations was consistent, in the Committee's view, 
with the fact that, as explained in paragraph 126 above, 
the existing salaries in Geneva are relatively higher, 
in relation to the cost of living, than are those in 
New York. 

189. In considering what action to recommend, the 
Committee had to take into account not only what 
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seemed justified at New York but what would be jus-
tified at other offices and, in particular, to resolve the 
question whether the benefits should vary with the cost 
of living at the various offices. It had also to consider 
whether the benefits should be established as flat rates, 
or on a sliding scale ； and if the latter, how the scale 
should be achieved. And it had to consider whether the 
preponderant benefit should relate to a dependent wife 
or husband, or to children. The Committee concluded 
that these questions were best settled pragmatically 
in terms of the advantages and disadvantages of alter-
native courses of action and on the basis of the expe-
rience of government foreign services. 

190. It is the common experience of Governments, 
in sending staff to serve abroad, that substantial dif-
ferences must be made between the foreign service al-
lowances of single and married staff, even those with-
out children ； it is the common experience also that in-
creased costs of living bear more heavily on staff with 
dependants. It would be unwise, in the Committee's 
view, to ignore this experience. Expatriated staff with 
dependants unavoidably face some serious non-financial 
problems, such as those connected with the futures of 
their children ； if they have serious financial problems 
also, staff efficiency will be affected and eventually 
recruitment and retention of staff will be affected also. 
Either the salary alone, or the salary plus dependency 
benefits, must be adequate for staff with dependants. 
The Committee agreed that in the long run, therefore, 
a well-constructed scheme of dependency benefits would 
prove economical, since the only alternative would be 
to raise salaries generally to the point where they cov-
ered adequately all dependency circumstances. That 
alternative, moreover, even though it would benefit 
staff without dependants rather than adversely affect 
those with dependants, would create a morale problem 
among the latter who would, in view of the practice of 
Governments, feel themselves to be inequitably treated. 

191. As regards the form which dependency bene-
fits should take, it seemed to the Committee that, while 
there were some theoretical attractions in using the 
Staff Assessment Plan in a way similar to a national 
tax system, there were in practice objections which 
made it at present undesirable to do so. In the first 
place, the method by which ICAO has solved the tax 
reimbursement problem is such that difficulties would 
arise in that connexion if there were substantial reduc-
tions in the amount of staff assessment levied on indi-
vidual staff members. Analogous difficulties might arise 
in the United Nations with the Tax Equalization 
Fund; and although the Committee understood that 
ways might be found to overcome these difficulties, it 
seems preferable to avoid them. Secondly, it would be 
more difficult to apply a dependency allowance scheme 
equitably at offices away from New York through the 

Staff Assessment Plan because, as explained in para-
graph 133 above, the Committee concluded that the 
post adjustments which are intended, inter alia, to 
take account of cost-of-living differences must them-
selves be on a net (i.e., tax-free) basis. The Committee 
recommends, therefore, that the dependency allowances 
should be established as net allowances, payable outside 
the Staff Assessment Plan, and it agrees with the 1955 
Committee that the present children's allowances and 
staff assessment dependency credits should be merged 
in the new dependency allowance system. 

192. As regards Professional staff at the Geneva 
base, it appears to the Committee that it would be rea-
sonable to increase the dependency allowances to $300 
per annum net for each dependent child and $200 for 
a dependent spouse, which is the present effective level 
of the dependency benefit at New York. An allowance 
of $200 net should be granted for not more than one 
secondary dependant21 but this would not be payable 
in addition to an allowance for primary dependants : 
the Committee recognizes that it is not entirely logical 
either to make such a restriction or to restrict the al-
lowance to only one secondary dependant, but the re-
strictions are necessary as a matter of administrative 
expediency in view of the practical difficulties of veri-
fying the fact of secondary dependency. The Commit-
tee's proposals are in any case more generous than the 
existing provisions. 

193. The Committee believes, however, that de-
pendency allowances at these rates would not be suffi-
cient at places where there is a relatively high cost 
of living. The Committee has therefore suggested pro-
vision for additional dependency benefits in the 
higher cost areas through the system of post adjust-
ments proposed in chapter VIII. With this system, 
the rates of dependency allowances as such will be the 
same for all Professional staff at all offices. By reflect-
ing the differences in cost of living in the higher cost 
areas through the post adjustments in the manner sug-
gested, it is possible to obtain a pattern of dependency 
benefits in such areas not dissimilar to that proposed 
by the Secretary-General. 

194. The following table indicates the effect of the 
Committee's proposals on total dependency benefits at 
New York, as compared with the effect of the Secre-
tary-General's proposals on the same base salary levels. 
It should be borne in mind, of course, that the Secre-
tary-General proposed to consolidate the cost-of-living 
allowance into base salaries, and that this step, by 
increasing the level of base salaries, would have raised 
the dependency benefits also (for a given grade and 
step in the scale) above the figures shown below. The 

2 1 Father, mother, brother or sister, as defined in existing 
United Nations rules. 

Dependency benefits 

Existing Proposed by the 
Secretary-General 

Proposed by 
the Committed 

Gross salary level2" 

Married 
with two 
children 

Married 
with four 
children 

Married 
with two 
children 

Married 
with four 
children 

Married 
with two 
children 

Married 
with four 
children 

5,000 
$ 

800 
$ 

1,400 
$ 

896 
$ 

1,680 
$ 

1,050 
$ 

1,650 
12,000 800 1,400 1,430 2,140 1,230 1,830 
18,000 800 1,400 2,010 2,790 1,330 1,930 

22 Total of proposed dependency allowances plus difference 2 3 Salary excluding post adjustment 
between post adjustments for staff with and without dependants. 
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difference would have been particularly marked at the 
higher salary levels, where the higher rates of staff 
assessment operate. The Committee's proposals have 
the effect of giving relatively more at the lower pro-
fessional level and less at the higher, an effect which 
the Staff Association favoured and to which the 
Secretary-General said in evidence that he was not in 
principle opposed. 

195. As regards the General Service staff, the Com-
mittee considers that, in principle, having regard to the 
policy of the General Assembly on children's allow-
ances, some dependency allowances should be granted 
to such staff at all duty stations. It is imperative, how-
ever, that the amount should be fixed on the basis of 
local circumstances in order that the over-all condi-
tions of the General Service should remain substantially 
in line with ‘‘best prevailing conditions of emplojmient 
in the locality". The amounts of allowance will inevi-
tably vary from one office to another. In fixing them, 
regard should be had to local outside practice on chil-
dren's allowances, and to any tax reliefs granted under 
local tax law ； the level of salaries themselves must also 
be considered in many cases. 

196. A particular problem arises in connexion with 
the General Service in New York, where hitherto 
virtually no distinction has been made, in practice, 
between dependency benefits for Professional and Gen-
eral Service staff, despite the fact that the conditions 
of the latter should be governed by "best prevailing 
conditions of employment in the locality". Almost uni-
versally, in outside practice in New York, no depend-
ency benefits are granted other than those which result 
from the operation of income tax laws, and the latter 
are a good deal less, as regards General Service staff 
with dependent children, than the present United 
Nations benefits. 

197. Given this fact, the Committee found it impos-
sible to accept an argument which was put to it that 
any upward revision of dependency benefits for Profes-
sional staff should necessarily be accompanied by fur-
ther increases in these benefits for staff in the General 
Service. Nevertheless, the present dependency credit for 
a wife alone is for some staff at New York somewhat 
lower than the corresponding tax benefit and the Com-
mittee would on this ground recommend a dependency 
allowance of $250 for a dependent spouse of a General 
Service staff member there in place of the present staff 
assessment credit of $200. As regards the children's 
allowance, the utmost which could be justified on the 
basis of tax differences alone would be some $150-$200. 
The Committee noted, however, that at other offices the 
General Service children's allowance was, although 
lower than that at New York, frequently somewhat 
higher than the amount which could be strictly justified 
by such outside comparisons~á practice which the 
Committee believes not unreasonable in the light of 
General Assembly policy on children's allowances. At 
New York, therefore, the Committee recommends that 
children's allowances for the General Service should 
be fixed at $250 net. 

Definition of dependency 
198. In view of the substantial dependency benefits 

which the Committee is proposing, it is obviously of 
importance that a definition of dependency should be 
adopted which will limit the increases to staff who 
are in need of them. It would, for example, be wholly 
inconsistent with the spirit of the Committee's pro-
posals if a male official whose wife also worked in the 

Secretariat were to receive the rate of post adjustment 
applicable to staff with dependants while the wife herseli 
received the "single" rate : it would be equally incon-
sistent with the spirit if a female official received the 
higher rate of post adjustment merely because her 
husband, wherever he was working, earned less than 
she did. It appeared to the Committee that some of 
these unjustifiable results would occur under present 
practice, and it therefore examined the matter in some 
detail. 

199. Present practice in the United Nations is: 
(a) In the case of a male official, to treat the wife 

and children under eighteen as dependent on him. It 
may be noted that the resolution on the Staff Assess-
ment Plan provides for the dependency credit for a 
wife irrespective of whether she is dependent or not: 
where husband and wife both work in the Secretariat, 
therefore, the husband receives the credit in respect of 
the wife. 

(b) In the case of a female official, a husband is not 
recognized as dependent unless he has virtually no 
significant income. The children of a female official at 
New York, however, are considered to be dependent 
on her if her income is greater than her husband's ； in 
the United Nations Office at Geneva, on the other hand, 
a different administrative practice has grown up by 
which the children of a woman official are only recog-
nized as dependent on her if her husband earns less 
than a certain minimum wage. 

200. "Secondary dependency” is limited to parents, 
brothers or sisters of the official, and "main and con-
tinuous support" is the test of such dependency : in 
some cases the facts of such support can be verified 
from income tax returns, but in others—particularly 
where the dependant lives in another country—the ad-
ministration may accept evidence of remittances as 
proof. The Secretary-General recognizes that consid-
erable doubt must often exist as to the validity of such 
evidence. The amount of United States currency needed 
to provide full support to a “dependant” varies widely, 
depending largely upon the person's mode of life and 
place of residence. In actual life, furthermore, staff 
members' parents, brothers or sisters living in the home 
country often are not totally dependent upon the staff 
member; the “dependant” may have a retirement pen-
sion or insurance benefit, or own property, or be main-
tained partly by money contributions or services pro-
vided by another member of the family. For these 
reasons, considerable administrative difficulty is en-
countered in determining when a family relative who 
does not actually live with the staff member, is 
dependent upon him. 

201. Practice in the specialized agencies is under-
stood to conform generally to that of the United Nations 
at New York, an agreement among the various organi-
zations having been reached in 1954; a copy of this 
is in annex F. 

202. The Secretary-General, in connexion with his 
dependency allowance proposals, suggested that a more 
restrictive definition of dependency was desirable. The 
international organizations later jointly suggested that 
the matter was a complex one which should be left for 
further study by the Administrative Committee on Co-
ordination. Some of the staff associations, on the other 
hand, argued that present practice involved “discrimi-
nation” against female staff members as regards entitle-
ment not only to dependency allowances but to home 
leave and various other benefits ； they proposed that 
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present practice be made more liberal rather than more 
restrictive. 

203. The Committee recognizes that this is a matter 
of some complexity, but it believes nevertheless that 
it is imperative that a more restrictive definition of 
dependency should be introduced before, or not later 
than, the introduction of the revised scheme of post 
adjustments and dependency allowances. It recom-
mends, therefore, that the spouse of a staff member 
(whether husband or wife) should not be regarded as 
dependent unless the staff member certified that the 
spouse had not, in the previous year, earned more than 
the equivalent, in terms of gross salaries outside the 
Organization, of the lowest level of General Service 
salary in force at the office concerned. Children of a 
male official should be regarded as dependent on him ； 
children of a female official should be regarded as 
dependent on her only if her husband was also dependent 
on her, or if she had no husband. 

204. The Committee can see no need to confuse the 
issue with questions of “discrimination” as between 
men and women officials. What is needed is a reasona-
ble, workable administrative rule. In any event, the 
proposals in paragraph 203 reduce whatever discrimi-
nation can be said to exist at present over the question 
of dependent husbands or wives. For administrative 
purposes, children must obviously be regarded as de-
pendent on one parent or the other, and to assume 
that they are dependent upon the father appears to the 
Committee to be normal and reasonable ； and in any 
case, the only alternative which could both eliminate 
this “discrimination，，，such as it is, and also safeguard 
public funds, would be to provide that children were 
not to be regarded as dependent on the staff member 
unless the staff member's spouse was earning less than 
the minimum suggested in paragraph 203. This alterna-
tive would in no way help the female staff member 
who is now the subject of the “discrimination”； it 
could only work to the disadvantage of certain male 
staff members. 

C H A P T E R X I I 

Other allowances and benefits 

205. Apart from the dependency allowances dis-
cussed above, the United Nations common system in-
cludes a series of other allowances which may usefully 
be considered under six heads : 

(a) Additional cash entitlements in the nature of 
salary ； 

(b) Education grants and related travel ； 
(c) Indemnities and allowances payable on separa-

tion from service ； 
(d) Social security benefitspension, compensation 

for service-incurred injury, group life insurance, etc.; 
(e) Leave, home leave, sick leave, etc.; 
( f ) Travel and related allowances. 
206. Not all the staff, of course, receive all the 

allowances and, as the Secretary-General pointed out, 
few of the allowances represent cash income which 
enables the staff member more readily to meet the 
every-day expenses of board and lodging and rea-
sonable recreational and cultural activities. Neverthe-
less, their over-all pattern, and its relation to the basic 
pay scales, is of great importance in attracting and 
retaining the right type of staff. Experience and changed 
circumstances since the 1949 Committee reported, seem 
to call for a number of changes in existing provisions 
but not so as to alter their essential nature. The Salary 
Review Committee believes that the scheme as a whole, 
if modified as recommended, will do what reasonably 
can be done to mitigate some of the problems and dis-
advantages of international service : it will give all staff 
a reasonable degree of protection in sickness and old 
age ； will provide them with adequate leave ； and assist 
them where necessary to reassimilate themselves and 
their children into their own countries. 

ADDITIONAL CASH E N T I T L E M E N T S I N T H E NATURE OF 
SALARY 

207. Overtime. The general principle followed, which 
is that overtime conditions are based on “outside” 
local conditions in the area of the duty station, but 

that in no case is payment made to staff in the Profes-
sional category or above, seems to the Committee to be 
satisfactory and calls for no specific comment. 

208. Night differential. Staff members of all grades 
who are required to work on a regular shift, part of 
which falls between certain night-time hours (depend-
ing on the office concerned), receive in respect of that 
part of the shift an addition of 10 per cent of their 
salary (including personal, language and non-resident's 
allowance) for the hours concerned. The Committee 
would feel that there is a case for increasing somewhat 
the amount of the benefit to the lowest paid staff and 
for reducing it in the case of staff at higher salary 
levels. 

209. Special post allowance. Under the United 
Nations Staff Rules, a staff member (irrespective of 
grade) who is required to assume the duties and re-
sponsibilities of a higher post for a substantial period 
of time may be granted a special, non-pensionable post 
allowance which has the effect on salary of a temporary 
promotion to the next higher salary level. A broadly 
similar provision is understood to exist in the special-
ized agencies. The Committee believes that no change 
in the existing arrangements is necessary, but would 
emphasize that the development of a versatile public 
service requires that career staff must be prepared to 
undertake from time to time assignments involving 
Wgher responsibilities than their normal work without 
expecting immediate reward. 

210. Personal allowance. When the new salary 
scales were introduced in 1951, United Nations staff 
who were assimilated to a scale the maximum of which 
was lower than the maximum of their old scale were 
allowed (by General Assembly resolution 470 ( V ) ) 
to have a “personal maximum” equal to their old maxi-
mum or to an amount equal to the new maximum 
plus three increments on the new scale, wWchever was 
less. Any excess over the normal maximum of the new 
scale actually being paid to the staff member is re-
garded as a personal allowance which he retains, subject 



to efficiency, so long as he is in the salary level to 
which he was assimilated in 1951. The net value of the 
allowance is pensionable. No action seems necessary 
or warranted. 

211. Language allowance. Under the United Na-
tions Staff Regulations, staff in the General Service 
category who pass an appropriate test and demonstrate 
continued proficiency in at least two of the official lan-
guages are entitled to a pensionable language allowance, 
equal to one increment on their salary scales. WHO, 
ILO, UNESCO, FAO, ICAO and WMO follow the 
same practice as the United Nations, though FAO also 
accepts proficiency in Italian plus one official language 
as a justification for the allowance. The Committee, 
while agreeing that present arrangements are satisfac-
tory, wishes to stress the need for ensuring continued 
proficiency in the languages by means of tests at least 
once every five years. 

212. Non-resident's allowance. Staff members in 
the General Service category recruited from outside the 
country in which the duty station is located, or in 
respect of whom the Organization assumes an obliga-
tion to repatriate, are paid a pensionable non-resident's 
allowance in addition to the local salary scale. The 
amount of the allowance varies with duty station de-
pending upon local circumstances. At New York, it is 
equivalent to $200 net per annum, with a proviso that 
this amount when added to the salary must not bring 
the total to more than $5,380 gross ($4,500 net). At 
Geneva, the net value of the allowance is 1,800 Swiss 
francs (approximately $425). Various rates are in 
force at other offices, the basic principle being that the 
allowance should be sufficient to attract staff who 
cannot be found in the locality of the duty station and 
for whom the local pay scales are insufficient. 

213. The Committee believes that, while the prin-
ciple of this allowance is sound, its justification, at 
least at some offices, may be less strong at some salary 
levels than at others : the existence of a “ceiling” indeed 
recognizes this fact implicitly, but it may be that a 
graduated scale of allowance would be more equitable 
than an abrupt limitation at a certain point. It may also 
be, particularly in view of the introduction of higher 
level technical posts into the General Service category 
(see paragraph 65 above) that there is a case for 
separate rates of allowance for staff with and without 
dependants. Since circumstances may vary from one 
office to another, the Committee was unable, in the time 
at its disposal, to study this question as fully as is 
desirable. It suggests that the matter should be remitted 
to the International Civil Service Advisory Board 
under the arrangements proposed in chapter XV. A 
further aspect which requires examination is the prac-
tice in most organizations of continuing to pay the 
allowance even after the staff member has, without 
any real doubts, decided to make a permanent home 
in the country of the duty station for reasons quite 
unconnected with working in the organization~for 
example, in many cases, on marriage. 

EDUCATION GRANTS AND RELATED TRAVEL 

214. Internationally recruited staff members are 
entitled to an education grant if they send their children 
to the home country for education, or have them edu-
cated in an international school or at a special school 
recognized as likely to assist in their eventual reassimi-
lation into the home country. The education grant con-

sists of (a) an annual allowance ；24 and (6) payment 
of one round-trip each scholastic year between the 
duty station and school in the case of study in the home 
country or at a special national school in the general 
region of the duty station. 

215. In 1955, in the light of recommendations by 
ICSAB and by the 1955 Committee of Experts on 
Salary Differentials and Dependency Allowances, the 
General Assembly widened the conditions on which the 
grant was payable, and increased the amount of the 
annual allowance as follows from 1 January 1956, on 
the understanding that the amounts woud be re-
examined by the Salary Review Committee : 

(a) $400 per eligible child in cases where the child 
is at school or university in the home country ； 

(b) Actual costs up to $200 or half the actual cost 
of tuition fees (and boarding costs, if any), whichever 
is greater (subject to a maximum of $400), per eligible 
child in cases where the child is at school outside the 
home country. 

216. All the specialized agencies which adopt the 
common system pay education grants. FAO, ICAO and, 
with a minor variation, ILO pay the same amounts of 
annual allowance as the United Nations ； WHO, 
UNESCO and WMO pay a fixed amount of $200 per 
eligible child, not having yet decided whether to follow 
the revised United Nations conditions. 

217. In cases where special education is obtained 
outside the home country, the original provision (of 
1947) was that the United Nations could reimburse 
(up to a maximum of $200) the amount by which the 
special school's fees exceeded the cost of a normal 
school in the area of the duty station. Since the latter 
were frequently State schools, charging no fees, the 
provision meant that in practice the staff members 
could be reimbursed for the whole cost of the special 
school's fees up to a maximum of $200. In the revised 
provisions of 1955, this provision for actual costs up 
to $200 was in effect retained as a minimum ； and thus 
became an exception to the general principle that not 
more than one-half the actual cost would be reimbursed. 

218. One organization proposed to the Salary Re-
view Committee that the grant should be established 
as a flat amount for attendance at any schools 
other than State public schools in the area of 
a duty station, although it suggested that differing 
levels of flat rates might be established, depend-
ing upon whether the child was in elementary or 
secondary school or university. It explained that the 
purpose of the proposal was to simplify the present 
system, which it felt was administratively cumbersome 
and difficult for the staff to understand and, at the same 
time, to relate the amounts to the differing level of 
expenses. 

219. The United Nations Headquarters Staff 
Council proposed that the amount of the annual allow-
ance should be $200 plus half the difference between 
$200 and the actual cost, up to a maximum of (a) $600 
in the case of college and university education ； and 
(6) $400 in other cases. The Council also suggested 
that the age limit for receipt of the grant should be 
increased from twenty-one to twenty-two in the case 

2 4 Under-Secretaries in the United Nations at present are not 
entitled to the annual allowance, but if otherwise eligible they 
are entitled to the travel costs. They would become eligible for 
the annual allowance also under the recommendations of the 
Committee. 
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of university education. These proposals were endorsed 
by some of the other staff associations. 

220. The principle of the education grant has never 
been in dispute. As the 1949 Committee said,25 the 
grant represents partial compensation for a clearly 
identifiable extra expense incurred by the expatriated 
staff members. The principle which emerges from all 
previous studies of this question is, however, that while 
the employing organization has no obligation to relieve 
a parent of the normal expenditure incurred in edu-
cating his children, it should accept the duty of assist-
ing him to meet the extra expenses of educating his 
child in his own country. For various reasons, that 
assistance has been extended to cover education not 
only in the home country but also in the staff member's 
own culture or, in the last resort, in at least giving the 
child an education which will facilitate the assimilation 
of the child into his own culture. The Salary Review 
Committee agrees with the principle stated above, and 
believes that it is right that the maximum grant should 
be payable in the case of education in the home country. 
The Committee accepts also, in the light of the ICSAB 
report of 1955, that there were valid reasons for extend-
ing the conditions to meet other cases. It believes, how-
ever, that any further extension could come near to 
changing the principle of the grant by transforming it 
into assistance for any educational costs whatsoever. 
It was, therefore, unable to accept the proposal that 
the grant should be payable in respect of attendance at 
any school other than a public school in the area of 
the duty station. 

221. Nor could it accept the proposal that the grant 
should be at a flat rate, possibly varying with the level 
of education (primary, secondary and university) but 
never dependent on the actual cost. This would lead to 
anomalies for which "simplicity" would be no sufficient 
justification. The proposals of the staff organizations 
seem excessive, bearing in mind the cost which would 
fall upon parents in any event for maintenance and, 
quite possibly, for university tuition fees. On the whole, 
the existing United Nations provisions, despite the 
small anomaly pointed out in paragraph 217, seem to 
the Committee to be fairly well balanced. Some mem-
bers of the Committee felt that, in the case of children 
at school outside the home country, the grant should 
consist of $200 plus a half of any actual costs in excess 
of $200 (up to a maximum total grant of $400), but 
a majority preferred that no change should be made, 
particularly since the present provisions were only 
recently introduced. 

222. Care is needed in administering the relevant 
rules to ensure that the grant is not paid in cases 
where no real extra cost falls on the staff member as 
a result of his accepting employment in the organi-
zation. For example, an official employed or sent on 
a temporary assignment outside his own country might 
leave all his dependants in the home country, with 
children continuing to attend State schools. In such a 
case, no extra educational expense has been caused by 
the assignment, and no grant should be paid. It is im-
possible to foresee all the cases of this kind which may 
arise, and the Committee believes that it must be left 
to the executive heads to use reasonable discretion, 
bearing in mind the fundamental principle that the grant 
is intended to be a contribution towards extra educa-
tional expenses falling on officials as a result of 
expatriate service. 

25 A /C .5 /331 and Corr . l , para. 97. 

INDEMNITIES AND ALLOWANCES PAYABLE ON SEPARA-
TION FROM SERVICE 

223. Repatriation grant. Prior to 1951, expatriated 
staff members received an expatriation allowance of 
$250 per annum for those without dependants, $500 
per annum for those with dependants. This allowance 
was abolished from 1 January 1951, but staff members 
who left the service after that date, and whom the 
Organization was obliged to repatriate, became eligible 
for a repatriation grant at the rates shown in annex I. 
It may be noted that the General Assembly fixed maxi-
mum grants of $5,000 and $2,500 net respectively for 
staff with and without dependants, although the 1949 
Committee of Experts had recommended maxima of 
$10,000 and $5,000. 

224. The Secretary-General made no specific pro-
posal, but suggested that the maximum of the grants 
should be reappraised from time to time in the light 
of the changing value of money and other factors. Some 
of the staff associations proposed that both the scale 
and the maxima should be increased, and also that 
some kind of resettlement grant, analogous to repatria-
tion grants, should be payable to non-expatriated staff 
who had been recruited outside the city where they 
served. 

225. The Committee noted that any increase in the 
maxima would be of no immediate benefit to the staff, 
and recommends that for the present no change should 
be made. The Committee is also unable to recommend 
the extension of the grant to non-expatriated staff. 
Nor does the Committee recommend any increase in 
the scale of the grant which, while sound in principle, 
seems to suffer from the defect that since it is related 
to base salary in all cases, it means different things, in 
terms of purchasing power, to staff repatriated to dif-
ferent countries. The Committee suggests that the 
whole question of this grant should be re-examined in 
conjunction with the question of pensionable scales 
referred to in chapter X above. Meanwhile, in connexion 
with its proposals for the reconciliation of conditions 
of service under various programmes (chapter XIII) 
the Committee suggests that, in future, repatriation 
grants should not be payable to fixed-term staff with 
contracts of not more than five years. 

226. Termination indemnity. If the employment of 
a staff member is terminated by the United Nations 
(as distinct from resignation of his own volition) a 
termination indemnity is payable at the rates shown 
in annex I. No indemnity is payable if the staff member 
is summarily dismissed for serious misconduct, if he 
abandons his post, or if he is retired under the pro-
visions of the United Nations Joint Staff Pension Fund 
Regulations. The expiration of a fixed-term appoint-
ment upon the date provided in the letter of appoint-
ment is not regarded as a termination, and carries no 
entitlement to termination indemnity. A permanent 
appointment in the United Nations can be terminated 
only in case of (a) unsatisfactory service ； (&) abolition 
of post or reduction in strength ； (с) incapacity for 
further service for reasons of health ； (d) lack of 
integrity ； (e) “reasons of good administration”，if 
termination is not contested ； or (/) misconduct. The 
termination indemnities payable are the same, irrespec-
tive of the cause of termination, except that (i) in 
case of termination under (e) the Secretary-General 
has discretionary power to increase the indemnities by 
up to 50 per cent ； and (ii) in case of termination under 
(c)f no indemnity is payable, under the Staff Rules, if 
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the staff member is entitled to a disability pension 
under the Pension Fund Regulations. 

227. The scale of indemnities is the same in all 
the specialized agencies that follow the common system, 
except for some variations in details existing in ILO 
and ICAO. The amount of indemnity for termination 
of a permanent appointment at ILO is six months' base 
salary (when the period of service is less than five 
years) and one year's salary (when the period of 
service is five years or more). ICAO pays, at the 
discretion of the Secretary-General, indemnity in the 
case of termination on grounds of ill-health or in the 
event of death, provided a case of hardship to the staff 
member or to his family (as the case may be) exists. 

228. The Secretary-General pointed out that the 
wording of the relevant staff regulation adopted by the 
General Assembly might be held to mean that termina-
tion indemnity should be payable on termination for 
health reasons, irrespective of whether a disability 
pension was paid or not. He suggested that the Com-
mittee review this question with a view to removing 
any ambiguity. He also suggested that the actual scale 
of indemnities be reviewed to make a distinction be-
tween the amounts payable where termination is due 
to no fault of the staff member, and where it is due to 
some fault ； the Director-General of UNESCO made 
a somewhat similar proposal. 

229. As regards the first point (termination for 
health reasons) the Committee recommends that an 
indemnity should be paid, but subject to the proviso 
that the amount of the indemnity, together with the 
amount of the disability pension for one year, should 
not exceed one year's base salary. As regards the sec-
ond, the Committee recommends that, in any case of 
dismissal for misconduct (as distinguished from dis-
missals for gross misconduct for wluch no indemnity 
is payable), the executive heads of the organizations 
should be given discretion to pay whatever they deem 
reasonable varying from nil to the full amount of the 
normal indemnity. 

230. Severance benefits on expiry of fixed-term 
contracts. At the time the present termination indemnity 
rules were adopted, the employment policy of the 
United Nations was still in a fluid state. Large numbers 
of staff had been employed for up to five years on 
"temporary indefinite" ( month-to-month ) contracts : 
others had been employed for a similar period on short 
“fixed-term” contracts which had been renewed sev-
eral times. Their position, in the event of non-renewal 
of the fixed-term contract, was not essentially different 
in practice from that of the temporary indefinite ap-
pointee whose contract was terminated after the same 
total period of employment ； but was legally different 
in the sense that there had been no overt termination 
action by the Organization. The 1949 Committee of 
Experts proposed that, in the event of non-renewal 
of a fixed-term contract which had already been re-
newed at least once, such staff should be entitled to 
termination indemnities. The General Assembly, how-
ever, agreed with the Advisory Committee on Admin-
istrative and Budgetary Questions that such indemn-
ities were not warranted, since legally the contract had 
been fulfilled on its normal expiry. 

231. This question requires examination in the 
light of the policy for greater use of staff seconded from 
Governments or universities, who would be employed 
on fixed-term contracts, and also in the light of the 
need to reconcile, as far as possible, conditions of ser-

vice under diverse programmes. Under present prac-
tice, all fixed-term staff employed for more than a year 
in the Secretariat would be placed in the Pension Fund, 
but would have no entitlement to terminal benefits on 
expiry of their fixed-term contracts, other than the 
recovery of a lump-sum withdrawal benefit from the 
Pension Fund (which, in case of employment for less 
than five years, would merely be their own contribution 
plus interest). They would also normally receive a 
repatriation grant if they had had at least two years' 
expatriate service. 

232. In such cases, the only real benefit available 
to the staff member from membership in the Pension 
Scheme is coverage against death or disability : the 
actuarial value of that benefit is estimated at 4J4 per 
cent of net pay, as compared with a contribution of 
7 per cent by the staff member (which he recovers on 
leaving), plus 14 per cent by the Organization (which 
remains in the Fund). In these circumstances, the 
Secretary-General suggested that it would be preferable 
(a) to exclude fixed-term staff from membership in the 
United Nations Pension Fund, possibly making other 
arrangements for death and disability benefits ； but (fe) 
to grant them a severance gratuity on expiry of their 
appointment of one month's net pay for each year of 
service. Repatriation grant would be payable in addition, 
subject to the normal rules for the grant. 

233. Proposals on these lines would facilitate the 
policy of making increased use of fixed-term staff, and 
would also help in reconciling the different conditions 
of service under different programmes which are dis-
cussed in chapter XIII. However, two points require 
qualification. First, some of the specialized agencies 
use fixed-term contracts for a large proportion of their 
regular staff, such contracts being renewed possibly 
several times. It would, therefore, be undesirable that 
all fixed-term staff should in all circumstances be ex-
cluded from the Pension Fund. All things considered, 
the Committee reached the conclusion that fixed-term 
staff on contracts of not more than five years should 
(unless there was a strong expectation that the con-
tracts were to be renewed) (a) be excluded from full 
Pension Fund membership but covered for death and 
disability at the expense of the organization； (&) have 
no entitlement to repatriation grant; (c) be entitled 
on the normal expiry of their contracts to a severance 
benefit at the rate of two weeks' pay per year of service 
in the case of non-expatriated staff, and four weeks' 
pay per year of service in the case of expatriated staff. 
The Committee was informed that the exclusion of 
such staff from the Pension Fund would not affect its 
actuarial stability. 

234. Commutation of accrued annual leave. The 
maximum amount of leave which a staff member may 
carry forward from one year to the next is sixty work-
ing days (i.e., two full years' leave) which, added to 
the current year's leave, can give a maximum ac-
cumulation of ninety days. On separation from service, 
the staff member is paid for all leave not taken, subject 
to a maximum of sixty days, at the current rate of 
pay excluding allowances). The practice is the same 
in the United Nations and in all the specialized agen-
cies following the common system. 

235. After examining the practice of various gov-
ernment services, which vary considerably, and some 
of the factors which influence the taking of leave in 
international organizations, the Committee recommends 
that no change be made in existing practice, though it 
would emphasize that so far as possible staff should 
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tribution. In some countries, advantage is taken of State 
schemes. At certain small offices where no other ar-
rangements have proved possible, the United Nations 
has since 1 January 1956 been prepared to pay one-half 
of the costs of significant medical expenses incurred 
by staff members. 

242. The specialized agencies have similarly varying 
arrangements. WHO is endeavouring to formulate a 
scheme which will cover all its offices, but the details are 
not far enough advanced to enable the Committee to 
form an opinion whether the scheme would be any 
better than that now in force at New York. 

243. With regard to New York itself, the Com-
mittee was satisfied that such insurance as the staff 
member could obtain under United Nations schemes 
did not cover him against the possibility of incurring 
heavy medical expenses which he could not afford to 
meet from salary. It was able to examine the results 
of an inquiry into the level of medical expenses of New 
York staff, made before the present review was insti-
tuted. From this it appeared that the average expendi-
ture per staff member, not recovered from the in-
surance, was $304 a year (including the cost of the 
insurance premium itself). The greater part of the 
unrecovered expenses related to dental and pharma-
ceutical costs, and to doctors' fees ； hospital expenses on 
the whole were fairly well covered, though a small num-
ber of staff had heavy unrecoverable expenses. The 
over-all position is indicated by the following analysis, 
showing the percentage of net income spent on un-
recovered expenses. 

244. The Committee has no doubt that steps should 
be taken to improve the insurance arrangements at New 
York~and, if circumstances are similar, elsewhere~ 
and that the immediate need is for a scheme which will 
cover “major medical costs，，； that is, a scheme by which 
a high percentage of all medical, hospital and phar-
maceutical costs above a certain limit will be covered 
by insurance. The Secretary-General has, in fact, been 
developing a scheme on these lines. Details may be 
varied somewhat following negotiations with insurance 
companies, but the broad intent is to provide a scheme 
by which (a) staff members would bear the first $50 
(for themselves and for each insured dependant) of 
hospital, medical or pharmaceutical expenditure not 
recovered under the existing insurance scheme (which 
would be retained) ； (b) 80 per cent of all uncovered 
expenditure thereafter should be reimbursed by a new 
"major medical cost” insurance, the remaining 20 per 
cent still being borne by the staff. There would be a 
cumulative total limit to the benefits of $10,000 per 
head. ¿ 

245. The Committee would strongly recommend 
that the General Assembly should give favourable con-
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be required to use their leave for the purpose for which 
it was intended. 

SOCIAL SECURITY BENEFITS 

236. Pension Fund. Apart from the question of pen-
sionable scales raised in chapter X above, the Commit-
tee has no comments to make on the Pension Fund 
provisions, which it did not examine in any great 
detail. 

237. Service-incurred death, injury or other dis-
ability. Should a staff member suffer illness, accident 
or death attributable to the performance of official 
duties, compensation is payable in accordance with a 
compensation scheme which was recommended in prin-
ciple by the 1949 Committee and approved by the Gen-
eral Assembly on a provisional basis until experience 
showed in what respects, if any, it should be amended. 
The Secretary-General said that further experience was 
still required before an opinion on the matter could be 
given and the Committee did not, therefore, enter into 
the merits of the scheme. 

238. Group life insurance. Arrangements are in 
force for participation by staff members administered 
from United Nations headquarters in a commercial 
group life insurance scheme covering death or total 
disability, whether service-incurred or not. Under New 
York State law, if the premium reaches a certain level, 
the Organization, might be required to contribute part 
of the cost. Experience so far has been favourable, with 
the result that premiums are at a level where the whole 
cost is borne by the staff. Broadly speaking, the pre-
mium varies from $30 per annum at the lowest salary 
levels to $100 per annum at $10,000 gross per annum 
or over. The life coverage ranges from $4,000 at a 
salary level of $4,000 gross per annum or less to 
$15,000 at a salary level of or over $10,000 per an-
num gross ； with an additional coverage of the same 
amounts for accidental death or disablement. The staff 
member is insured until one month after he leaves the 
Organization, but the amount of the maximum in-
surance coverage is reduced for staff over the age of 
sixty-one. 

239. No such scheme exists at other United Na-
tions offices, either because it is not customary in the 
areas concerned (although it is in the United States) 
or because there has so far been comparatively little 
staff interest in a possible extension of the New York 
scheme. A similar scheme exists, however, for Pro-
fessional staff in ICAO. 

240. The Committee believes that if there is suf-
ficient staff interest to justify such a scheme it is not 
unreasonable that the United Nations should be pre-
pared to bear a contingent liability for a small part of 
the cost if that is necessary before the scheme can be 
instituted. In principle, however, the cost of this type 
of benefit should be borne by the staff. 

241. Group medical and hospital insurance. Con-
tributory group medical and hospital insurance schemes 
have been adopted at most of the major duty stations 
of United Nations, though the arrangements differ at 
each, since it has not proved possible to evolve a uni-
versal scheme, partly because the level of medical fees 
varies widely in different localities~being apparently 
very much higher at New York than elsewhere. At New 
York, staff mostly belong to outside non-profit-making 
schemes, the Organization paying part of the premium. 
At Geneva, a mutual self-insurance scheme is in op-
eration, the Organization again paying part of the con-
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sideratíon to a scheme on these lines, subject to a satis-
factory scheme for sharing contributions between staff 
and organization, a point to which reference is made 
below. As regards dental benefits, which are excluded 
from the new scheme, the Committee believes that 
it is desirable to provide some kind of scheme to miti-
gate the very heavy dental expenses which staff may 
incur in certain areas. The organizations should there-
fore accelerate studies which are being made into the 
possibility of either insurance arrangements or con-
tractual arrangements, on a shared cost basis. 

246. The cost of a new insurance on the lines 
above, excluding dental benefit, is estimated at ap-
proximately $15 a year for a staff member without 
dependants and $36 a year for one with dependants, 
or a total of $80,000 a year, of which $56,000 would 
fall on the Organization if present contribution ar-
rangements were extended to the new plan. Contribu-
tion arrangements for the present scheme are such that, 
after a certain level of premium is reached, the whole 
cost of any improvement in benefits would, if existing 
contribution arrangements were continued, fall on the 
Organization. The Secretary-General suggested, and 
the Committee agrees, that such an arrangement is un-
sound and should be revised in such a way that pre-
miums both for existing and any additional benefits 
are in all cases shared between staff and organization. 
He suggested that the over-all shares on both old and 
new sdiemes might be fifty-fifty, but that a relatively 
higher contribution should be paid by the Organization 
at lower salary levels and vice versa. Such a change 
would therefore reduce the cost to the United Nations 
of the additional benefits or any future improvements 
but increase its cost on the existing scheme by about 
$40,000. 

247. The Committee feels unable to take any posi-
tion on the question of what proportion of the over-all 
cost of the two schemes should be borne by organiza-
tion and staff respectively. From the point of view 
of determining an equitable salary system it doubts 
that the matter can be approached in that way. Hav-
ing regard to the level of salaries and post adjustments 
which it has recommended, and the factors taken into 
account in reaching its conclusions, the Committee sug-
gests that it would be appropriate if at the net base 
salary level of $7,000 contributions were shared equally 
between organization and staff. At some point below 
that salary level the organization should pay a greater 
proportion of the cost ; at higher salaries it should pay 
less. Details should be worked out between adminis-
tration and staff and submitted to the legislative body 
for approval. 

248. One organization suggested that an over-all 
scheme for all offices and organizations was needed. 
The Committee would see no objection to such a 
scheme, but fears that there are many difficulties to 
be overcome before it can be devised. It would be a 
mistake to defer the introduction of relatively satis-
factory local schemes in the hope that some universal 
plan might be evolved. 

T H E LEAVE SYSTEM 

249. Annual leave. With the exception of the Gen-
eral Service staff of ICAO, whose leave entitlement is 
twenty-four working days a year (that is, just over 
four weeks, based on a 5J4 day week) all full-time 
members of the three main categories of staff in all the 
offices of all the organizations are entitled to six weeks' 
leave a year subject to the exigencies of the service. 

Untaken leave may be accumulated, but not more than 
twelve weeks may be carried forward from one year to 
the next. Annual leave credits accrue during all periods 
when the staff member is in full pay status. 

250. The 1949 Committee • noted that the leave 
provision was somewhat liberal in comparison with that 
granted by public and private employers in the Head-
quarters area, but considered that it was not unreason-
able for an international civil service, particularly in 
the professional and higher levels. The same Commit-
tee also agreed that, having regard to the policy fol-
lowed by United States Federal, State and local gov-
ernments, and taking account of the difficulty of 
transferring from a uniform to a graded system, no 
distinction should be made between staff members on 
the basis of rank, status or length of service. The 
Advisory Committee and the General Assembly ac-
cepted this view. 

251. The six-week leave entitlement, which was 
recommended originally by the Preparatory Commis-
sion, is for staff in the Professional categoiy and above 
not more generous than the leave provisions of some 
national civil services and many delegation staffs. For 
the General Service, it is, as the 1949 Committee 
recognized, better than that found in any employment 
outside. 

252. The international organizations were not unani-
mous in their views on leave arrangements. Among 
the suggestions made to the Committee, on which they 
differed, were proposals that : 

(a) A reduction should be made in the amount of 
leave in the first ten years of service so that a staff 
member would be entitled annually to four weeks' leave 
during the first five years, five weeks during the next 
five years and six weeks thereafter. In the case of 
expatriated staff, this leave would be supplemented 
by an additional two weeks' leave on the occasion of 
home leave during the first ten years of service, pro-
vided at least six weeks would be spent in the home 
country. 

(b) For climatic and other reasons, longer periods 
of leave should be allowed at certain duty stations, 
at least for non-indigenous staff; or that special com-
pulsory annual leave should be granted in non-home 
leave years to staff working in tropical or unhealthy 
areas, and that the organization should pay the cost 
of travel to more temperate areas nearby. 

253. The Committee appreciated that the first of 
these proposals was an attempt to find a compromise 
to meet, at least partially, the valid criticism that exist-
ing provisions are often too generous by comparison 
with any outside standards. On balance, however, a 
majority of the Committee felt that it would be pre-
ferable to leave tWngs as they are. The proposal would 
not in practice achieve a great deal, and in certain 
respects it might cause difficulty~~for example, although 
at Geneva the United Nations grants more ordinary 
leave than outside employers, the latter grant addi-
tional paid leave for annual periods of military service 
which, for reasons of principle, the United Nations can 
hardly do. Moreover, the longer leave is undoubtedly 
a factor in recruiting and retaining suitable staff. Never-
theless, the fact that annual leave provisions are so 
patently generous for many staff, especially General 
Service staff, at many offices, should be taken into ac-
count in the fixing of overtime or compensatory time 
arrangements. 

254. With regard to the second suggestion, the 
Committee agrees that there is a case in some areas for 



additional leave and possibly shorter hours of work. 
It does not favour the suggestion that the organization 
should pay the cost of local leave journeys, but recom-
mends that the executive heads may grant additional 
leave (to be taken either locally or in conjunction with 
home leave) to staff serving in “unhealthy” climates. 
No distinction should be made between staff of dif-
ferent nationalities, but in determining the amount of 
additional leave to be granted at particular places, 
regard should be had to the practice of national Gov-
ernments who may be faced with a similar problem 
in the same area. 

255. Home leave. Internationally recruited staff 
members stationed outside their home countries are al-
lowed home leave once in two years, the Organiza-
tion paying the travel costs of the staff member and 
his recognized dependants from the duty station to the 
home country and back by an approved route. The time 
involved in travelling by the approved route, up to a 
maximum of thirty days for the round trip, is counted 
as additional leave entitlement. These conditions obtain 
in all the organizations following the common system, 
except that in ICAO the periodicity of home leave 
is once in three years, while the leave is also allowed 
to locally recruited staff whose homes are situated over 
1,000 miles away from the duty station ； and except 
that in UNESCO paid travel time is limited to the time 
required by direct air-route. 

256. When the General Assembly discussed the 
periodicity of home leave in 1946, opinion among dele-
gates differed, but a two-year period was approved. 
The matter was reopened in 1947, when a proposal 
was made during the budget discussions to change the 
period to three years : the proposal was defeated. The 
1949 Committee of Experts took the view that home 
leave was granted primarily in the interest of the Or-
ganization, so that the "representative" character of the 
staff, in terms of culture and experience, could be kept 
alive. It was granted in the second place to afford the 
staff member the opportunity of renewing his personal 
ties and contacts in his own country, and thereby to 
provide some measure of compensation for expatria-
tion. The 1949 Committee felt that these purposes would 
be adequately served by a three-year period, which 
would, in addition, yield substantial economies. This 
proposal was resisted strongly by the then Secretary-
General and, although endorsed by the Advisory Com-
mittee and carried in the Fifth Committee, it was de-
feated in the plenary meeting of the General Assembly. 

257. During its first session, the Committee re-
quested the international organizations represented at 
its meetings to prepare a short statement of the advan-
tages and disadvantages of a reduction in the frequency 
of home leave. Accordingly, the organizations con-
cerned submitted the following list of advantages and 
disadvantages : 
Advantages 

(1) A saving in direct travel costs including travel 
per diem. 

(2) A saving in staff travel time on home leave re-
sulting in an increase of effective staff time available 
to the organization. 
Disadvantages 

(1) Diminished staff contact with their home coun-
tries and cultures. 

(2) Increase in mission or duty travel costs (now 
frequently combined with home leave travel). 

(3) Increase in education grant travel costs now fre-
quently obviated by home leave travel. 

(4) Increase for the staff in “emergency” travel costs 
which can now often be charged against home leave or 
advance home leave. 

(5) Increase in transfer (rotation) travel costs now 
frequently combined, at least in part, with home leave. 

(6) Increase in health hazards for staff stationed 
in doubtful health areas. 

(7) Diminished recruitment attraction. 
258. The Committee was also informed that, if 

home leave frequencies were reduced, the saving to the 
United Nations on direct travel costs would amount 
to $310,000 per year (on the basis of once in three 
years) or $180,000 per year (on a year basis) in 
the average total expense (based on the experience in 
1954 and 1955) of about $928,500 per annum. This 
saving, however, would be partially offset by increased 
expenses in other accounts as indicated under items 
(2), (3), (4) and (5) in the list of disadvantages 
quoted above. 

259. The Committee noted that a two-year cycle 
was more generous than that in most, but not all, of ten 
delegations which had given information on the subject, 
but that on the other hand foreign service for a na-
tional Government did not involve permanent expatria-
tion, a common practice being to follow a four-year tour 
abroad with a tour of duty at home. Further, experience 
since 1949 had shown that the problem of maintaining 
the representative character of the Secretariat in an 
area renowned for its capacity to assimilate diverse 
nationalities was more serious probably than any or-
ganization had faced before. 

260. In these circumstances, the representatives of 
all organizations and of all staff associations favoured 
the two-year home leave cycle, though the Secretary-
General suggested that the "extra travel time” now 
allowed up to a maximum of thirty days might in prin-
ciple be limited to the ‘‘air travel time”，provided that 
a judicious use of administrative discretion was per-
mitted in the application of such a rule to avoid 
inequities. 

261. The Committee recognizes that this is a subject 
on which views may legitimately differ even though 
there is agreement on the principle and purposes of home 
leave. In all the circumstances, and bearing in mind 
that despite increases in outside salary rates and cost 
of living, no over-all increase in pay is being recom-
mended, the Committee agreed by a majority to rec-
ommend that home leave should continue to be granted 
once in two years. It agrees with the Secretary-General 
that travel time should in principle be limited to air 
travel time, but that reasonable administrative discre-
tion should be allowed in order to avoid any inequities. 
The Committee also recommends strongly that the 
rules relating to the amount of time to be spent in the 
home country should be strengthened. Under present 
practice in some organizations, a two-week period is 
accepted as sufficient, and the Committee does not be-
lieve that such a short period can be said to fulfill the 
purpose of home leave. 

262. Special leave. Special leave may be granted in 
all organizations for reasons such as advanced study or 
research in the interest of the organization, extended 
illness, jury duty or military service. The extent to 
which payment of salary is continued during special 
leave is determined by the executive head; full pay 
would normallly be given during periods of jury service, 



and no pay during periods of military service. Special 
leave is seldom granted in the United Nations, the 
rare occasions being extra sick leave when there is rea-
son to suppose that the staff member will in due course 
be fit to resume work. Partial pay would usually be 
granted in such cases as they arise largely because of 
what the Secretary-General regards as the imperfections 
of the sick leave system referred to below. 

263. The Committee recommends that the present 
discretionary power of executive heads should be con-
tinued. As stated in paragraph 43 above, it believes that 
the granting of special leave, in appropriate cases, to 
staff members in connexion with special or higher 
studies, for undertaking brief periods of work at univer-
sities or other institutions, is one of the important non-
financial factors in attracting and retaining staff of high 
quality, and is a matter which might usefully be 
referred to ICSAB. 

264. Sick leave. Under the United Nations Staff 
Rules, full-time members of the staff are credited with 
twenty-five working days a year against which author-
ized absences due to illness are debited. A medical 
certificate is required for all absences on sick leave 
exceeding three days, and not more than seven days 
of uncertified sick leave may be taken in a year. Unused 
credits are carried forward to a maximum of 125 work-
ing days. This system, based on the recommendations 
of the 1949 Expert Committee, is also followed by 
ICAO, UNESCO, and WMO. The other organizations, 
viz., FAO, ILO and WHO, follow a different system 
prescribed as a “common standard” by the Administra-
tive Committee on Co-ordination. The latter system 
provides that : 

(a) A staff member holding a permanent appoint-
ment would normally be permitted sick leave for not 
more than six months on full salary and six months 
on half salaiy in any period of twelve consecutive 
months, provided that the amount of sick leave per-
mitted in any four consecutive years shall not exceed 
eighteen months, the first nine months to be on full 
salary and the second nine months on half salary ； 

(b) A staff member who has an appointment for at 
least one year, but less than three years, or who has 
served for at least one year but less than two years, 
would normally be permitted sick leave up to three 
months on full salary and three months on half salary 
in any period of twelve consecutive months ； 

(c) A staff member who has an appointment for 
three years or more, or who has completed at least three 
years' service, would be permitted sick leave in ac-
cordance with the rules proposed above for members 
holding permanent appointments ； 

(d) A staff member who has an appointment for 
less than one year would be permitted sick leave pro-
portionate to the period of appointment at the rate of 
twenty-four working days per year. 

265. The Committee agreed that the present system 
in the United Nations is defective, at least for staff 
with permanent contracts, in that it does not give ade-
quate protection in the case of very long illness. This 
is particularly true in the early years of service, before 
a large balance is accumulated, but even the maximum 
balance might be inadequate. United Nations sick leave 
rules are in this respect less favourable than those of 
many civil services. 

266. The Committee noted a practice in the United 
Nations of granting special leave on partial pay to 
permanent staff who have exhausted their sick leave in 

a long illness. Obviously, there are difficulties, especially 
with expatriated staff, in cutting off pay as long as 
there is a probability of recovery at no distant date, 
and it would be much preferable to have sick leave 
rules which cover such cases, and then apply them 
without distinction. The experience of ILO and WHO 
proves that the common standard for sick leave de-
scribed in paragraph 264, which the Secretary-General 
wished to adopt, does not in practice lead to extra ex-
pense, since the long illness is a comparative rarity and 
since sick leave is in any case controlled by medical 
certificates. Over a period of two years comparative 
figures of average sick leave were as follows : 

Days per head per year 
United Nations Headquarters 6.5 
W H O 6.7 
I L O 7.42в 
United Nations Geneva Office 8.326 

267. The Committee recommends therefore that the 
common standard proposed by ACC described above 
should be adopted by the United Nations and those 
specialized agencies which have not already done so. 
In administering the sick leave provisions, however, 
careful consideration should be given at all times, 
particularly in the event of recurrence of lengthy sick-
ness, to retiring the staff member after balancing the 
interests of the organization against equity to the 
individual. 

268. Maternity leave. The present system in the 
United Nations, which is based on the recommendations 
of the 1949 Expert Committee, is that staff members 
who have served two years at the time of confinement 
are entitled to maternity leave, consisting of six weeks' 
leave on full salary before confinement and a similar 
period after confinement. Staff members who have 
served less than two years but more than one year are 
allowed the same periods of leave but only on half sal-
ary. The same system is followed by WHO, FAO, 
UNESCO, ILO and ICAO, although in some cases 
there are slight variations in the detailed arrangements. 
ILO allows four weeks' leave before and eight weeks 
after the confinement with a qualifying period of ten 
months. ICAO requires the staff member to refund the 
cost of the leave if she does not resume duty and remain 
in service for at least six months. 

269. The present system, although sound in prin-
ciple, seems more generous than that in many Govern-
ments, and results in substantial expense to the organi-
zation. The Committee believes that, particularly where 
a woman staff member does not have dependants recog-
nized as such by the organization, the most important 
aspect of the maternity leave provision is that it guar-
antees the retention of the staff member's job should 
she desire to go on working. Present practice by which 
twelve weeks' maternity leave on full pay can be added 
to six weeks' annual leave on full pay appears to be 
unduly liberal. The Committee noted that, under the 
terms of a Convention drawn up by the International 
Labour Organisation, though not yet ratified by some 
States, a woman employee should be entitled to twelve 
weeks, maternity leave, but that although cash and 
medical benefits should be payable to the employee from 
insurance or public funds no liability for such payments 
rests on the individual employer. The Committee would 
not suggest of course that the international organiza-
tions should apply only this minimum standard but, at 
the same time, having regard to the relatively generous 

2 6 Corrected from а 5И day to a 5-day week basis. 



leave provisions in the organization, it does believe that 
it would be fair and reasonable if in all organizations 
the first six weeks of maternity leave should be on full 
pay and the second six weeks on half-pay. It also rec-
ommends that further study should be given to the 
question whether the ICAO practice referred to in 
paragraph 268 should not be adopted by other 
organizations. 

270. As regards the period of service necessary to 
qualify for this entitlement, the Committee can see no 
justification for existing differences between the organi-
zations. It suggests that the qualifying period should be 
one year. Where there was less than one year's service, 
there would of course be no objection to the grant of 
maternity leave without pay. 

T R A V E L AND RELATED ALLOWANCES 

271. Removal expenses. The question of removal 
expenses is linked to the problem of reconciling con-
ditions of service under different programmes ； certain 
relevant recommendations of the Committee are con-
tained in chapter XIII. Subject to those recommenda-
tions, the Committee believes that the present removal 
regulations in the various organizations are in general 
reasonable, but there appear to be a number of differ-
ences between organizations which should be eliminated 
by ACC. 

272. Installation grant. An installation grant is 
payable to a staff member on change of residence at 
the time of appointment or transfer. ILO, WHO, 
UNESCO and WMO do not pay this grant unless the 
initial appointment is for a period of at least one year. 
The United Nations, FAO and ICAO do not insist 
upon any such minimum period. The amount of the 
grant for the staff member is the same in all the orga-
nizations—namely, thirty days' per diem applicable to 
that area. The amount for dependants varies in different 
organizations. The United Nations, FAO, ICAO and 
WMO pay at a flat rate of $6 per day for thirty days 
for each dependant, while ILO, WHO and UNESCO 
pay each dependant (subject to a maximum of four in 
the case of UNESCO) at one-half the per diem rate 
for the staff member for thirty days. Certain additional 
payments are made by ICAO. 

273. The Committee is in agreement with the prin-
ciples underlying the recommendations of the 1955 
Expert Committee to the effect that the grant amounting 
to thirty days' per diem is too much for some and too 
little for others. It accordingly recommends that pro-
vision should be made for payment of the grant to staff 
appointed for one year or more in an amount equiva-
lent to the daily subsistence allowance in the area for 
fifteen days for staff without dependants and for thirty 
days for staff with dependants (the dependants receiv-
ing a flat rate of $6). These limits may, if circumstances 
so warrant, be increased up to thirty days and sixty 
days respectively, but such increases should be pre-
scribed by the heads of the organizations through ACC 
machinery for a particular duty station where excep-
tional housing difficulties exist and not determined for 
staff members individually. 

274. Travel subsistence allowance. The United 
Nations and the specialized agencies which apply a 
common salary system have developed a common sys-
tem of travel subsistence allowance rates. The rates 
worked out for various countries are kept up to date 
by an annual review carried out by the interested orga-
nizations through the machinery of the Administrative 
Committee on Co-ordination. As a normal rule, travel 

subsistence allowance rates are established on the basis 
of the cost of board and lodging, plus 25 per cent of 
the sum of these two factors to cover incidental ex-
penses, such as tips and laundry. In this formula, 
lodging is taken to mean the cost of a single room with 
bath at a good (but not luxury) commercial hotel ； 
board is the average cost of meals obtainable at such 
accommodation. 

275. In the interest of administrative simplicity, 
provision is made under the system for the application 
of a common set of rates to groups of countries having 
roughly the same level of subsistence costs. The rates 
for areas classified as group 1 are regarded as the 
norm ； less expensive areas are classified as group 2, 
for which the schedule of rates is 20 per cent lower than 
for group 1 areas. There are certain areas where the 
standard group rates do not meet the local situation; 
e.g., where costs are higher than the group rates or 
where there is little or no difference in the cost of avail-
able hotel accommodations. In order to meet this situa-
tion, provision is made under the system for the estab-
lishment of special minimum rates. The schedule of 
rates at present in force is given in annex G. 

276. Standards of travel accommodation. The 
standards of accommodation applied by the United 
Nations for the travel of staff are as follows : 
By air: First-class accommodation is allowed for all 

staff members travelling on official business or on 
home leave, except that tourist-class accommodation 
is the normal rule for all travel within Europe and 
for home leave travel from New York to Europe. 

By sea: Staff members in the Director and Principal 
Officer category are allowed medium first-class ac-
commodation when travelling on home leave ； other 
staff members are allowed cabin class or its equiva-
lent. Staff members travelling on official business are 
normally required to go by air~~if sea travel were 
authorized first-class accommodation would be pro-
vided, varying in level according to the grade of the 
staff member. 

By rail: As a general rule, first-class accommodation is 
allowed. However, for travel within Europe officers 
below the level of Director are provided with second-
class sleepers. For travel within North America staff 
members in the Principal Officer and Director cate-
gory are provided with Pullman accommodation up 
to and including a bedroom. Other staff members are 
provided with a Pullman class or berth as appro-
priate. 

Practice in the specialized agencies in some cases varies 
slightly from the above. 

277. Travel conditions vary so widely in different 
parts of the world that there is inevitably difficulty in 
attempting to devise a relatively simple set of rules 
appropriate to all the conditions. It nevertheless seems 
to the Committee that the practice of the various orga-
nizations is in some respects unduly expensive, and 
that worth-while economies could be found without 
introducing undue complexity into the rules. The prac-
tice of allowing all staff to travel first-class by sea, rail 
or air for virtually all official business travel in any part 
of the world, for example, seems to the Committee to be 
difficult to justify. For many journeys in certain parts of 
the world, staff below the Director and Principal Officer 
level might well travel by second class and the Com-
mittee recommends that the organizations should give 
urgent attention to the matter. The Committee noted 
with approval that it is the normal practice in most 



organizations to insist that long journeys on official 
business should be accomplished by air. 

278. The subsistence rates for the Director level 
and below seem generally reasonable, though the Com-
mittee would suggest that in the case of any relatively 
long trip~say over one monthi t might be appropriate 
to make a reduction in the rates from the outset, at 
least for staff without dependants, in respect of “home 
savings”，rather than to apply the reduction only after 
sixty days as is now the case. There is a wide gap 

between the rate for the Director level (D-2) and that 
for the Under-Secretary level. The method by which 
subsistence allowance is calculated for settlement of 
actual travel claims appear to vary somewhat as be-
tween organizations and consideration should be given 
by ACC to developing a uniform method. In any revi-
sion, attention might be paid to the present practice of 
paying full subsistence during first-class air travel, and 
the practice in some organizations of paying travel per 
diem during home-leave journeys (that is, during the 
voyage itself). 

C H A P T E R X I I I 

Reconciliation of conditions of service under different programmes 

279. The United Nations and the specialized agen-
cies have 120 field offices in fifty different countries of 
the world (excluding the headquarters areas of New 
York, Montreal, Paris, Geneva and Rome), a great 
majority of which have not more than five Professional 
staff members serving in them. The United Nations 
itself employs five types of Professional staff at its 
offices : 

(i) Regular Secretariat staff serving in "established 
offices” ； 

(ii) Regular Secretariat staff assigned to “missions”； 

(iii) Technical assistance experts serving on field pro-
jects ; 

(iv) Regular staff serving in Technical Assistance 
Board field offices ； 

(v) Staff specifically recruited for other special pro-
grammes in the field. 

280. Tbe specialized agencies have fewer variants, 
but their problem is much the same. The conditions of 
service of each of these groups were evolved to meet 
specific circumstances without sufficient regard to the 
circumstances of other cases. Although in some of the 
five types of employment above there is close similarity 
between the conditions of service, there are in other 
cases serious anomalies which give rise to administrative 
and psychological problems. For example : 

(a) A regular staff member from Headquarters as-
signed to a technical assistance office in Cairo will re-
ceive, in addition to his Headquarters salary, an allow-
ance of about $1,450, while a regular staff member as-
signed to the Information Centre in Cairo will not only 
not receive the allowance but will have his base salary 
reduced by a minus 10 per cent differential. 

(b) An English secretary assigned from Geneva to 
Libya may work side by side with an English secretary 
assigned from New York who may receive 30 per cent 
more pay (though with the same mission allowance) 
simply because the General Service scales at Geneva are 
much lower than the General Service scales at New 
York. 

(c) A regular staff member assigned to a field office 
or “mission” receives an allowance (which, although 
established in consideration of the temporary nature of 
the field office or “mission”，may in practice continue 
for several years) whereas a regular staff member as-
signed to an “established office” for a relatively shorter 
period receives no allowance. 

(d) A technical assistance expert with, say, a base 
salary of $7,300 net, if serving in a low cost area (say 

IS per cent lower cost of living than at the base), may 
typically receive a project service allowance of $1,500 
a year. A similar expert with the same salary serving 
in a high cost area (say 25 per cent higher than at the 
base) may receive a project service allowance of $2,200 
a year. That is to say, a difference in cost of living 
between two places of nearly 40 per cent is accompanied 
by a difference in remuneration of less than 10 per cent. 
A note on the various sets of conditions is in annex B. 

281. All organizations stressed the need for recon-
ciliation of the conditions under the various pro-
grammes. The Secretary-General submitted to the first 
session of the Committee detailed proposals to accom-
plish this, but at the time had had no opportunity to 
discuss them with the specialized agencies. Subse-
quently, the Committee having indicated its approval 
of the broad lines of these proposals, the organizations 
jointly submitted proposals on the same lines as those 
of the Secretary-General, but containing some modi-
fications of detail. 

282. The inter-organization proposal was, essen-
tially, that : 

(i) Differentiation should be made in the terms of 
employment under different programmes in respect of 
(a) the nature ； and (b) the duration of the assignment. 
Irrespective of the programme for which a staff mem-
ber worked, assignments to particular locations should 
be divided into two types : 

Schedule R. Assignments under conditions warrant-
ing the full establishment of the staff member at the 
duty station under existing regulations, including the 
movement of his dependants and household effects. The 
following assignments were normally to be included in 
this category : (a) Assignments to any headquarters 
location (New York, Geneva, Paris, Rome, Montreal)； 
and (b) assignments of an official in his home country. 

Schedule S. Field assignments for fixed periods 
(normally less than five years) under conditions not 
warranting full establishment of the staff member at his 
duty station. 

(ii) Travel of dependants should be authorized and 
expected under schedule R and normally permitted 
under schedule S. 

(iii) Schedule R assignments should include entitle-
ment to removal of household furniture. Schedule S 
assignments should not carry entitlement to such re-
moval or to storage costs but to shipment of a modest 
amount of personal effects varying according to the 
dependency status of the staff member. 



(iv) For both schedule R and S assignments, the 
post adjustment, if any, should apply. For schedule S 
assignments, there should be, in addition, an assignment 
allowance to take account of dislocation factors, at the 
following rates, which would be subject to revision in 
the light of experience : 

Grade Dollars per year 
P - l 1,000 
P - 2 1,100 
P-3 1,200 
P - 4 1,300 
P - 5 1,400 
D - l and above 1,500 

(V) Both schedule R and S assignments should carry 
the normal home leave entitlements. In the case of 
schedule S assignments, if the organization did not 
transport dependants to the duty station, the staff mem-
ber should, in the year other than the home leave year, 
have the right to a visit to his eligible dependants. 

283. The organizations also proposed that all staff, 
irrespective of programme, appointed for five years or 
more, should participate fully in the Pension Fund: 
those appointed for less than five years should be cov-
ered only for death and disability, the cost being shared 
between organization and staff in the ratio of two to 
one. It was for consideration whether this scheme should 
apply to appointments of less than one year. 

284. It was proposed also that staff appointed for 
less than five years should in no case be eligible for 
repatriation grants, but should be eligible on the expiry 
of their contracts for a service gratuity of approxi-
mately one month's pay for each year of service. The 
intention would be to consider a method of financing 
the gratuity on a current budgetary basis, so that a 
reserve would be built up which would be available 
either as a separation benefit or which could, in cases 
where the staff member became eligible for full pension 
coverage, be utilized toward retroactive coverage in 
respect of such prior service as was recognized for that 
purpose. The possibility of handling this through a 
separation fund comparable to a provident fund was not 
excluded. 

285. While the main lines of these proposals seemed 
to be sound, the Committee felt that the proposed 
amounts of assignment allowance were too high in 
relation to the actual extra expenses arising from the 
non-removal of furniture and effects, except probably 
in the case of the official who was separated from his 
dependants as a result of his assignment. The Secretary-
General, in his own earlier proposals, had suggested 
that the “separated” official should receive a higher 
allowance than the “accompanied”. In other cases, bear-
ing in mind that installation allowance would be pay-
able and that the post adjustment should compensate 
for any difference in cost of living at the duty station, 
the extra costs should not be so large. The proposals of 
the organizations indeed seem implicitly to recognize 
this, since they assumed that no assignment allowance 
would be payable in the case of temporary assignments 
to one of the main headquarters locations. From the 
point of view of extra expense arising from non-removal 
of furniture and the temporary nature of an assign-
ment, the Committee could see little difference between 
a two-year assignment from New York to Geneva and 
a two-year assignment from New York to, say, Cairo. 
The Committee also felt that, as regards the proposed 
service gratuities, it would be reasonable to make a 
distinction between expatriated and non-expatriated 
staff. On the other hand, it felt that since staff who 

leave the Pension Fund after less than five years' ser-
vice now receive back the whole of their own contribu-
tion plus interest, it would be reasonable if the whole 
cost of any death and disability insurance for fixed-term 
staff was borne by the organization. 

286. Accordingly, the Committee reached the con-
clusion that, as regards staff in the Professional cate-
gory or above, or their equivalent under voluntary fund 
programmes : 

(a) Both permanent officials (appointed for five 
years or more) and fixed-term officials (appointed for 
a period of one to five years, with no expectation of 
renewal) should receive : 

(i) Base pay (and dependants' allowances if appli-
cable) ； 

(ii) Post adjustments ; 
(iii) Installation allowance for themselves and accom-

panying dependants ； 

(iv) Education grant under the usual rules, except in 
cases where there was clearly no extra expense 
(e.g., in cases where the dependants remained in 
the home country and the children continued to 
attend free schools)； 

(V) Home leave for themselves and dependants. 
(b) In the case of any official (permanent or fixed-

term) where assignment to a particular duty station is 
for a period of one, but less than five years, the 
organization should decide whether, in all the cir-
cumstances, it should offer to pay removal expenses 
or an assignment allowance. If removal expenses were 
paid, the official would receive the appropriate rate of 
post adjustment for the new office, but otherwise his 
conditions of service would be unchanged. If the or-
ganization decided not to offer removal expenses, the 
official would be entitled to an assignment allowance at 
the following rates : 
(1) (2) (3) ^ (4) 

Staff whose 
Staff accompanied dependants 

to the new do not ac-
Staff duty station company them 

with no by at least one to tht 
Grade dependants dependant duty J 
P - l 670 670 plus s to rage 2 ^ 1,0 
P - 2 730 730 ,, ,, 1,100 
P - 3 800 800 „ ,, 1,200 
P - 4 870 870 „ „ 1,300 
P - 5 930 930 ,, „ 1,400 
D - l and above 1,000 1,000 ,, ,, 1,500 

with the proviso that (i) permanent staff who leave 
their dependants at the permanent duty station should 
be entitled in respect of themselves to the post adjust-
ment at the rate applicable at the temporary duty station 
for staff without dependants, and also, in respect of 
their dependants, to the difference in post adjustment 
between staff with dependants and staff without de-
pendants at the permanent duty station ； moreover 
(ii) in no case should they receive less by way of total 
remuneration than the total of their emoluments at 
their permanent duty station plus the assignment allow-
ance as in column (4) ; (iii) the allowance would not 
be payable to an official working in his own country 
unless he had left his dependants in another country.‘ 

Fixed-term staff who do not take their dependants 
with them to the place where they are assigned should 
in principle be treated in the same way as permanent 
staff who leave their dependants at the permanent duty 

2 7 T h a t is, plus the actual and reasonable costs of s to rage o f 
furni ture . 
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station. Circumstances will, however, in practice prob-
ably vary more than they do in the case of permanent 
staff. A fixed-term official who is engaged for service 
at a headquarters, who takes his dependants there with 
him, and then is assigned temporarily to a field office, 
may be, but is not necessarily, in the same position as 
the permanent official. A technical assistance expert re-
cruited specifically for a field assignment may leave his 
family in the home country, or in some other country, 
and it is difficult to prejudge the question whether it 
will be reasonable or not to pay a post adjustment ap-
propriate to the country of residence of the dependant, 
or whether the minimum referred to in (ii) above 
should be applied on the assumption that the country 
of residence of the dependant is equivalent to a "per-
manent duty station" for the expert. The Committee 
believes, therefore, that discretion should be left to the 
organization to apply the system in such cases. 

(c) All staff separated from their dependants as a 
result of such temporary assignment should be entitled 
to an annual visit by air to see them, assuming that the 
dependants are either in their own country or are at the 
permanent duty station. If the dependants are for any 
reason elsewhere, the question of such a visit would 
have to be settled on its merits, in the light of any extra 
cost. 

(d) Fixed-term staff would not be entitled to the 
repatriation grant or full Pension Fund membership to 
which permanent staff are entitled. They would, how-
ever, be entitled to: 
(i) Pension Fund coverage for death and disability, 

the organization paying the whole cost (estimated 
at per cent)； 

(ii) Severance benefit, on completion of service, at the 
rate of: 
Two weeks' pay per year of service for non-

expatriates ； 
Four weeks, pay per year of service for expatri-

ates. 
(e) In the event of fixed-term staff subsequently 

receiving an appointment which makes them eligible for 
the Pension Fund the organization should decide to 

what extent retroactive participation is permissible (in 
any case not to a date earlier than the beginning of the 
‘‘associate membership,, for death and disability). In 
respect of any period of retroactivity the official should 
contribute 7 per cent of his pensionable salary for the 
period concerned, plus interest ； the organization would 
pay 9y2 per cent plus interest, but the official would lose 
any entitlement to severance allowance in respect of the 
period concerned. Entitlement to repatriation grant 
would then also be retroactive to the commencement of 
full Pension Fund membership. In the case of a fixed-
term employee who is already a member of some other 
Pension Fund, the Committee would see no objection 
if, in lieu of paying severance benefits and death and 
disability insurance, an organization, in agreement with 
the employee, took over the payment of contribution to 
the other Pension Fund, provided of course that the 
total cost to the organization was not increased. 

( / ) General Service {permanent) staff should not 
normally be assigned to offices away from their base for 
periods of more than two years. In the event of such 
an assignment for more than one, but not more than 
two years, they should receive an assignment allowance, 
but owing to the absence of any universal base salary 
for this category of staff, further study by the organiza-
tions is required of the method by which their salaries 
should be adjusted on temporary assignment and the 
rates of assignment allowance which may be necessary. 

287. The Committee recognized that these pro-
posals would not effect a complete reconciliation be-
tween the present divergent sets of conditions : but 
identical conditions or completely equivalent conditions 
are not possible, and the proposals, in the Committee's 
view, go as far towards complete reconciliation as is 
now practicable. The reconciliation scheme as a whole 
should be reviewed in the light of experience through 
the machinery proposed in chapter XV. 

288. The impact of the proposals at the various duty 
stations will depend on the level of the post adjustment. 
At some high-cost locations, total emoluments will be 
increased : in low-cost areas they may be decreased, 
particularly in the voluntary fund programmes, from 
which the “project service allowance” will disappear. 

C H A P T E R X I V 

Dale of application of recommendations and assimilation of staff to new conditions 

289. The date at which the Committee's recom-
mendations will be considered in the various organiza-
tions will necessarily vary, and the Committee believes 
that it must be for the legislative or governing bodies 
concerned to decide upon the date of application of any 
new conditions. The Committee suggests, however, that 
as regards the regular secretariats, 1 January 1957 
might be an appropriate date : the fact that post classi-
fications (or post adjustments) have been suggested as 
at 1 January 1956 does not mean that that should be 
the date of application of the recommendations. The 
date of application to the voluntary fund programmes 
should in the Committee's view be the same in all 
organizations, and must therefore be subject to some 
delay. 

290. In a few cases, the recommendations of the 
Committee might, if applied automatically, lead to a 
reduction in the pay and allowances of existing staff. 
The Committee therefore wishes to make it clear that it 

does not believe that such reductions should be made, 
even where they would be technically permissible under 
present contracts, if they arise through a change in the 
rate of pay or the rate of a particular allowance to 
which the staff member remains entitled. That would 
not preclude, of course, a reduction in say a cost-of-
living allowance or a differential which would have 
occurred in any event because of a change in the cost 
of living or because of improved methods of calculating 
cost-of-living differences ； nor should it preclude the 
withdrawal of an allowance as a result of the entitle-
ment itself being lost as the result of the Committee's 
recommendations一for example as the result of a re-
vised definition of dependency, though in this particular 
case it may be advisable to allow the organizations some 
discretion. Any entitlements which arise in the future 
should of course be based on the new conditions. 

291. Subject to the above comments, the total of 
existing pay and the allowances to which entitlement 
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remains should be compared, as a whole, in any indi-
vidual case, with what the total pay and allowances 
would be under the new conditions. The amount, if any, 
by which the former exceeds the latter should, if pos-
sible, be concentrated into a single “personal allowance”, 
so that as regards the basic entitlements all staff could 
be brought into the new scheme on a uniform basis. 
Whether the right to retain the personal allowance 
should persist only so long as the contract remains 
valid, or so long as the staff member remains in service, 
is a question to be decided by legislative or governing 
bodies. In any event, to the extent that a personal allow-
ance included an element in respect of the difference 
between a new and an old rate of children's allowance, 
it would have to be reduced when the entitlement to the 
allowance itself expired. As regards staff now on as-
signment to field stations, the Committee believes that 
it would be reasonable, where existing pay and mission 
allowances are greater than the pay, post adjustment 
and assignment allowance proposed by the Committee, 
to allow staff to retain their present conditions until 
the end of their assignment, or at any rate for a reason-
able length of time. 

292. Another problem of assimilation which must 
be dealt with concerns the position of existing staff in 
level P-l. The Committee proposes that if a Promotion 
Board is satisfied that an existing P-l official is so 
qualified that he could reasonably have been expected 
to have passed a competitive entrance examination of 
the type devised for the future, and when it can be 
said that he probably has sufficient potentiality to pro-
gress to grades P-3 or P-4, then an executive head 
might promote him to P-2 immediately if he has had 
two years' service. In other cases, however, the staff 
should not receive the* special promotion. 

293. The position of professional staff in posts pro-
posed for transfer to the extended General Service 
category has been dealt with in paragraph 66. 

294. The method of assimilation of staff under vol-
untary fund programmes should be the subject of inter-
organization consultation, but new contracts made after 
the date of general approval of the scheme of recon-
ciliation of conditions should be made on the new 
conditions. 

C H A P T E R X V 

Machinery for dealing with certain pay and personnel problems 

295. Certain of the problems with which the Salary 
Review Committee has had to deal~notably those re-
lated to the classification structure and grading prac-
tice, the establishment or variation of post adjustments, 
and General Service rates of pay to which reference is 
made in earlier chapters~are of such a nature that they 
will inevitably recur periodically and in some cases will 
require discussion at the legislative or governing body 
level. On some problems early action is required ； others 
are of a longer-term kind. 

296. Inter-organization machinery for dealing with 
such problems exists at secretariat level through the 
Administrative Committee on Co-ordination and its 
committees, and over the last ten years that machinery 
has achieved a great deal of administrative co-ordina-
tion. The Salary Review Committee noted, however, 
that in certain fields this co-ordination had not been 
wholly adequate~such as that of grading mentioned 
in chapter VI一and it was struck by the fact that there 
appeared to be no inter-organization machinery outside 
the secretariats which was in a position to review differ-
ences of this kind between organizations. Nor did there 
seem to be any such machinery, free from the pressure 
of day-to-day administration, which could offer de-
tached and uniform advice to the various governing or 
legislative bodies on their common administrative 
problems. 

297. The Secretary-General himself suggested that 
it might be desirable to establish an inter-organiza-
tional expert committee charged to examine data re-
lating to future salary and cost-of-living movements 
and to make recommendations to legislative bodies with 
regard to salary adjustments. The organizations jointly, 
after considering the matter further, and with some 
reservations as to the position which their own govern-
ing bodies might take in the matter, agreed broadly 
with this idea, and suggested that the expert committee 
might be drawn from a panel of experts appointed by 
the Secretary-General after consultation with ACC, 

and on the understanding that executive heads would 
consult their governing bodies on the selection of the 
panel. 

298. While the Salary Review Committee found 
this suggestion helpful, it felt that the questions on 
which some kind of committee seemed desirable were 
not confined to the field of salary adjustments, but were 
spread more widely over much of the field of pay and 
personnel questions. 

299. The long-term solution might be to establish 
an inter-organizational inter-governmental body, but at 
this stage such a proposal is clearly impracticable. In 
considering possible alternatives, the Salary Review 
Committee felt that it would be wise to try to adapt 
existing machinery rather than consider the creation of 
new, particularly as there is a need for the machinery 
to start functioning as soon as possible. The matters 
requiring to be dealt with are of a continuing character 
in most cases, and it will always be possible to recon-
sider, in the light of experience, the solution which is 
suggested below. 

300. The body which in many countries would under-
take the kind of task which the Committee has in mind 
would be the Civil Service Commission, and the body 
which in the United Nations structure seems most 
readily capable of adaptation to meet the need is, in the 
Committee's view, the International Civil Service Ad-
visory Board. The Board is already in a sense an inde-
pendent inter-organizational body, and its members 
have the experience, judgement and weight of author-
ity which seems needed. The Committee has not been 
able to discuss the matter with the Chairman or mem-
bers of the Board, whose views should be sought, but be-
lieves that the suggestions made below contain nothing 
which is inherently impractical. It notes, moreover, that 
the terms of reference of the Board already state that : 

“Experience might show the desirability at a later 
date of amending the Board's terms of reference to 



include the possibility of delegation by organizations 
of certain specific operating responsibilities.” 
301. ICSAB has made a number of extremely use-

ful reports on specific matters referred to it by ACC, 
but its field of action is limited by its terms of reference 
(see annex J ) which, moreover, give it no specific 
authority to take an initiative. The Salary Review Com-
mittee recognizes that the members of ICSAB could 
probably not themselves find time to undertake a de-
tailed examination of inter-organization problems on 
pay and personnel matters of the nature discussed 
above. To undertake such a role, the Salary Review 
Committee believes that the Board would need a small 
secretariat and would need to be able to draw upon 
outside expertise when that seemed necessary. The 
Board would, moreover, need the power to undertake 
on the basis of available information, or to propose, 
after consultation with ACC, studies in relevant fields. 

302. The Salary Review Committee recommends 
therefore that : 

(а) The Administrative Committee on Co-ordination 
should be invited to amend the terms of reference of 
ICSAB on the lines indicated below ； and, if that is 
done, 

(б) The Secretary-General should, after consulta-
tion with ICSAB, appoint a full-time secretary to the 
Board. The secretary should be of senior rank~say at 
the Director level~~and should be entitled to attend 
meetings of the Consultative Committee on Adminis-
trative Questions when matters of interest to ICSAB 
were under discussion. The Secretary-General would 
provide such other staff as might prove to be necessary. 

(c) Recommendations or reports made by the exist-
ing inter-agency machinery on matters within the new 
terms of reference of ICSAB would be considered by 
ICSAB which would report thereon through ACC to 
all the legislative or governing bodies of its constituent 

organizations. ACC would, of course, be free to make 
its own observations on the ICSAB reports. 

(d) To the extent that it thought necessary, and 
within budgetary limitations, ICSAB should be able to 
draw on outside experts to assist it in its work. Where 
such assistance was required for a particular purpose, 
the expert or experts should be appointed by the 
Secretary-General, in consultation with ICSAB and 
ACC. In appropriate cases, once fundamental principles 
had been approved by the Board, ICSAB might author-
ize its secretary to transmit the reports of an expert 
group, working either with some of the members of 
ICSAB or, if ICSAB agreed, separately, direct to 
ACC, though a copy of such reports would be referred 
to ICSAB at its next session. The organizations would 
provide such groups or ICSAB with the information 
they required. 

303. The additional terms of reference for ICSAB 
might be on the following lines : 

“• • • to review and to make recommendations to 
governing or legislative bodies, through the Adminis-
trative Committee on Co-ordination, on matters of 
pay and personnel administration on which co-
ordinated action is desirable by the international 
organisations, including : 

“ (a) The system of classification of staff and its 
application ； 
“（&) The establishment or variation of post adjust-

ment rates at any duty station, and related questions 
of statistical methodology, the interpretation of the 
statistics, and the elements of judgement to be ap-
plied to the statistics ; 

“(c) . Divergencies in conditions of service in or-
ganizations following the common system ； 

“ � Such other matters as are recommended for 
further study by the Board in the report of the 
Salary Review Committee.” 



ANNEXES 

A N N E X A 

The main proposals made to the Committee 

A . A T THE FIRST SESSION 

1. While the seven organizations1 under the com-
mon system have, in a broad sense, a common objective, 
their particular tasks, their structures, and the type of 
staff they employ differ widely. Their problems under 
the present system are not always the same. Such prob-
lems as the organizations shared in common were sub-
mitted to the Committee in a rather generally-worded 
statement by the Administrative Committee on Co-
ordination as follows : 

“（д) There are indications that the salaries estab-
lished as a result of the report of the Committee of 
Experts of 1949 are no longer wholly adequate, in 
the face of wage increases and increases in cost of 
living since that date. Difficulties are being encount-
ered in attracting and retaining staff of the required 
calibre both from many areas of recruitment and 
from certain professions because the terms do not 
offer sufficient inducement. 

‘‘（&) Within the general framework of the present 
system, attempts have been made, through salary 
differentials and cost-of-living adjustments, to pro-
vide approximately equivalent living standards of 
Professional staff wherever assigned. These attempts 
have achieved only partial success, and special con-
sideration should be given to devising a more effec-
tive method. The problem, for some agencies, of 
obtaining legislative approval to make further ad-
justments on the basii of common principles, in the 
event of subsequent cost-of-living changes at Head-
quarters locations, needs to be borne in mind. Atten-
tion is called in this connexion to paragraph 66 of 
the 1955 Expert Committee�report. 

" (c) Consideration needs to be given to the ques-
tion of whether present conditions give adequate 
recognition to differences in dependency status at all 
levels and in all places. There are, moreover, vari-
ations in practice among organizations which in prin-
ciple follow the common system, as a result of the 
fact that difficulties at some places have been dealt 
with, at least partially, without full consideration of 
the position elsewhere. 

‘ ‘ � There is a need to reconcile, or at least make 
into a coherent pattern, the different conditions of 
service for staff at established offices, field experts, 
staff on missions or in certain special offices, with 
suitable differentiation in emoluments and leave ar-
rangements on the basis of relative advantages or 
disadvantages of different assignments within the 
total service. While maintaining fairly rigidly the 
general conditions of service, the United Nations and 
die specialized agencies have, over the years, created 
a series of special employment conditions for cate-

1 The United Nations, W H O , ILO, U N E S C O , F A O , I C A O 
and W M O . 

gories of staff in relation to the programme in which 
they are employed." 
2. ACC, which said that it had not reviewed the 

common system as a whole in recent years, also sug-
gested that “the broadening of the functions of the 
various organizations, particularly in the matter of as-
sistance to Governments, and the resulting increases in 
the number of locations to which staff is regularly 
assigned, and to which field project staff is posted” 
gave rise to a need "to consider further the personnel 
policy principles governing conditions of service". 

3. ACC as such put forward no specific proposals ； 
these were left for the separate organizations to make, 
a procedure which enabled the Salary Review Com-
mittee to hear all points of view and weigh up the 
merits of each case for itself. 

4. The position taken by the separate organizations, 
other than on points of detail, was broadly as follows : 

The Secretary-General of the United Nations took 
the view that the structure of the present Professional 
and the Director and Principal Officer categories was 
broadly satisfactory, but suffered from the following 
defects : 

� Excessive telescoping of scales at the top; 
(b) Somewhat inadequate salary rates at the en-

trance level ； 

(c) Insufficient assurance of a reasonable career for 
the good average official ； 

� Overpayment, in the light of local circum-
stances, in certain types of posts at offices away from 
New York. 

5. The Staff Council at United Nations headquarters 
implicity or explicitly made the first three points but 
not the fourth. 

6. As to present pay levels, the Secretary-General 
held that: 

� Professional category (or higher) staff with de-
pendants at New York were inadequately paid. At all 
offices, the difference between the net pay of the single 
staff member and the one with dependants was too 
small, whether judged by national income tax practice 
in many countries or by practice in delegations. 

(b) While it could not be held that single staff 
were inadequately paid in absolute terms, regard must 
be had to the fact that since the scales were fixed there 
had been substantial increases in real income in many 
outside employments ； however, no specific proposé 
for an all-round pay increase was made. 

(c) The rates of pay of the General Service cate-
gory at New York were barely in line with “best 
prevailing” rates outside. If, as was to be expected, 
salary levels in comparable jobs outside continued to 
rise in 1956 as they had done in the five previous years, 
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there would by 1957 be a case for a 5 per cent to 1г/г 
per cent increase in pay for such staff. 

7. The Staff Council agreed in principle with the 
position of the Secretary-General on (a) ； they took а 
firmer position on (b) by proposing а 15 per cent 
increase of pay; they also proposed that the increase 
of pay under (c) should be greater than that suggested. 

8. To meet the difficulties referred to in paragraph 
4, the Secretary-General proposed that : 

(a) The pensionable salary of the Under-Secretary 
level should be fixed at $15,500 net2 (where there were 
no dependants) [as compared with a present salary of 
$12,500 net plus a ‘‘basic allowance" of $3,500 and a 
cpst-of-living allowance of $500—total $16,500]. Nor-
mal allowances (children's allowance and education 
grants) should be payable in addition fat present they 
are not payable] as should the additional allowance 
now paid for hospitality, etc. 

(è) Tbe starting rate for junior professionals should 
be raised to $4,500 net approximately (as compared 
with the present $3,960), including cost-of-living allow-
ance. 

(c) A comparatively long entrance scale was neces-
sary, in the Secretary-Generars view, to accommodate 
the entrant who failed to develop the potentiality which 
would warrant promotion but who nevertheless could 
continue to do a useful, if relatively limited job. The 
numbers in the establishment should, however, be fixed 
so that the competent official would have a normal ex-
pectation that after about seven years in the entrance 
scale he would be promoted into a long scale matching 
his development as a “member of section”. 

(d) This long scale should be approximately $6,500-
$10,500 net over a period of fifteen to twenty years 
(compared with the present range for scales P-3 and 
P-4 of $6,600-$10,100 including cost-of-living allow-
ance). With such a scale the good average official would 
be assured of a reasonable salary, at not too late an 
age, on which he could build a satisfactory family life. 
In many cases, the competent official might expect to 
be promoted, depending on merit and vacancies, to the 
next higher (Senior Officer) level well before he reach-
ed the maximum of the "member of section” scale. For 
many others, however, because of the nature of their 
work, there was in reality only a very small opportunity 
for promotion beyond this level : it was for them, in 
practice, that the long scale would be most significant, 
though it would also have the advantage of evening 
out some of the rather fortuitously large variations in 
the present promotion rate up to the P-4 level. 

(c) The P-5 scale should be $10,000-$l 1,500 net 
(as compared with the present $9,400-$11,500 includ-
ing cost-of-living allowance). 

( /) The Principal Officer (D-l) scale should be 
$12,000-$ 13,000 net (as compared with the present 
$10,600-$12,500). 

(g) The Director (D-2) should be paid $14,000 net. 
9. The Secretary-General agreed that not all jobs in 

the Secretariat could be held to justify the long scale 
described above : in general, the long scale was justi-
fiable only where it could reasonably be argued that the 
skill and worth of the employee continued to increase 
with increasing experience. Accordingly, the Secretary-
General suggested that the General Service category 

2 The Secretary-General discussed the scales in terms of 
approximate net remuneration, but then “grossed up" these 
figures to round-figure amounts under the Staff Assessment 
Plan. These round-figure gross scales yielded actual net scales 
slightly different from the figures quoted in this paragraph. 

should be changed from a predominantly clerical-
secretarial category into one which would also accom-
modate such technical and “service” functions as might 
not be appropriate for the revised structure of the 
Professional category ； suitable higher-level scales would 
need to be added to the present General Service cate-
gory, to convert it to a "Technical and General Service 
Category". This revision would also offer an advantage 
at the overseas offices, where jobs of the nature de-
scribed were in practice necessarily filled on a more 
or less regional basis, owing to the need for local 
knowledge and skills. At present some of the tech-
nical jobs were so highly paid in outside employment 
in New York that the only comparable United Nations 
scale was in the “P” category. Giving the job a Pro-
fessional grading, however, made it necessary, under 
the present system, to give the same grading to similar 
posts everywhere ； this might lead to overpayment in 
the light of local or regional conditions. The Secretary-
General suggested that there should be flexibility in 
deciding, at any particular office, which posts should 
go into the Professional category or the Technical and 
General Service category, depending on the circum-
stances of recruitment, transferability, etc. The Tech-
nical and General Service category would also ease the 
problem of providing a promotion avenue for General 
Service staff, whose access to the Professional cate-
gory is necessarily affected by the principle of "geo-
graphical distribution". 

10. The proposals of the Staff Council went be-
yond those of the Secretary-General on the matter of 
scales, and the Council reserved its position on the 
proposed extension of the General Service category 
until more specific proposals were forthcoming. The 
proposals of the Secretary-General, and those of the 
Staff Council may be compared as follows (approxi-
mate net figures): 

Secretary- Staff 
P resentй General Council 

$ $ $ 
Under-Secretary 16,500 15,500 一 
D-2 11,500-12,700 14,300 12,000-15,000 
D-l 10,600-12,500 12,000-13,000) 1 1 n n n ^ ^ 
P-5 9,400-11,500 9,800-11,500Í 仏鬧…聊 
p-4) 
p_3 > 6,600-10,100 6,500-10,500 6,000-12,000 

j 3,960- 7,000 4,520- 7,200 5,000-5,5004 

11. To improve the remuneration of staff with de-
pendants at New York, the Secretary-General proposed 
that the Staff Assessment Plan be revised to yield 
dependency reliefs more comparable to those yielded 
by the operation of United States income tax laws at 
equivalent gross salary levels. He stated that a system 
of flat-rate allowances was unsatisfactory because al-
lowances which produced adequate differentiation at 
higher salary levels were too large at the lower levels, 
and vice versa. In this connexion it may be noted that 
existing dependency benefits at the lower levels are 
about twice as high as they would be under the United 
States tax laws, while at higher levels they are about 
half as much as the United States tax reliefs. The 
Secretary-General proposed specifically : 

(a) A children's allowance at $250 gross; 
{b) A deduction from income of $600 for each de-

pendant before staff assessment is calculated ； 
(с) A reduction in the rate of staff assessment for 

staff with dependent spouse or children (or in certain 
cases other dependants). 

3Including cost-of-living allowance. 
4Probationary grade with promotion after two or three years. 



These proposals produced a sliding scale of benefits 
which yidded no increase at lower levels but a steadily 
rising increase up to the Under-Secretary level, at 
which the total benefits (including both staff-assessment 
reduction and children's allowances) would have been 
slightly less than that produced by United States and 
New York State tax laws at the same gross salary 
level. 

12. The United Nations Staff Council agreed in 
principle with these proposals, but said that in its view 
they yielded too much at the higher levels and not 
enough at the lower levels ； the Council proposed that 
the scheme be modified and put forward several alter-
natives, all of which involved substantial increases in 
children's allowances, coupled with increased staff 
assessment rates at higher salary levels. For instance, 
they suggested raising children's allowances to $400 
gross for the first two children (which would yield 
an additional $260 a year to a man with a wife and two 
children at the $3,000 gross salary level), $500 gross 
for the third; and $600 for the fourth and subsequent 
children. 

13. Regarding the salaries of professional staff at 
offices away from the base, the Secretary-General was 
in favour of the retention of a system of salary dif-
ferentials, but said that the present methods of basing 
the differentials solely on price comparisons was defec-
tive. The price comparisons themselves involved a num-
ber of assumptions which made it doubtful if they 
could be said to result in equivalent standards of living 
for staff at New York and other offices. The Secretary-
General therefore suggested that the differential should 
be fixed on the basis of the recommendations of the 
1949 Committee of Experts, which said5 that: 

“In fixing salary cHfferentials between areas, rela-
tive cost of living must be the basic factor to be 
considered • • • In addition to the question of costs, 
consideration must also be given, in determining 
salary differentials between areas, to differences in 
salary and living standards and in living conditions. 
From the former point of view, the objective should 
be to assure to the staff member, in addition to 
reasonable requirements of health and convenience, 
a standard of living that will at least place him in 
the same relative position to persons normally resi-
dent in the area as would be his relative position if 
in the headquarters area, recognizing however that 
there are certain areas where it is essential for stafE 
members, particularly in the higher grades to main-
tain a position of greater social prestige than is the 
case for example, in New York. From the point of 
view of living conditions in an area it is essential, if 
the services of highly qualified staff are to be avail-
able wherever they are needed, that due regard be 
had to such factors as climatic conditions, the degree 
of cultural development, availability of schools, rec-
reational opportunities, danger to health, isolation 
from professional and social contacts, etc. 

"Besides the technical and other serious difficulties 
inherent in the problem of international cost-of-living 
comparisons, there is clearly no precise way of meas-
uring the relative importance to be given to the other 
factors indicated. The Committee believes therefore 
that salary differentials which are to take account of 
such factors must be determined somewhat arbitrarily 

^Official Records of the General Assembly, Fourth Session, 
Fifth Committee, Annex, Volume II, document A/C.S/331 
Corr.l, paras. 53 et seq. 

in the light of broad judgement and experience rather 
than on the basis of exact and objective assessment." 
14. The United Nations Staff Council likewise took 

the view that the existing differentials did not properly 
reflect the difference in cost of living, for an equivalent 
standard of life, between New York and other places. 

15. The Secretary-General also put forward con-
crete proposals for reconciling" the different conditions 
of service under various programmes (see chapter 
XIII ) . 

16. The Director-General of FAO besides support-
ing the general submission of ACC, emphasized five 
points : 

(o) The need for more uniform classification of 
posts among the various organizations ； 

(6) The need for additional benefits, possibly in 
the form of additional leave with paid travel journeys 
to nearby temperate areas, for officers stationed in un-
healthy or tropical areas ; 

(c) The need for uniformity at different offices in 
the matter of dependency allowances ； 

(d) The desirability of exploring the possibility of 
establishing a common health insurance scheme for the 
United Nations and all specialized agencies ； 

(e) The difficulty in recruiting junior technical offi-
cers at the P-l and P-2 levels. 

17. • The Staff Council of FAO endorsed generally 
the views put forward by the Federation of Interna-
tional Civil Servants, Associations (see paragraph 34 
below) and more specifically drew attention to the 
following matters : 

(a) The need for uniformity of treatment, subject 
to the application of 'cost-of-living differential at dif-
ferent duty stations; 

(&) The need for some kind of established com-
pensatory payments in hardship areas ； 

(c) The need for some kind of inter-organization 
machinery to establish a uniform system of classifica-
tion; 

(d) The need for improvement of the conditions 
of the General Service staff, whose rate of pay should, 
they suggested, be “not less than the best prevailing 
rates" in the locality with automatic adjustment accord-
ing to an approved local cost-of-living index and a 
comprehensive review at least onoe in every five years ； 

(e) The possibility of introducing a "resettlement 
all?wance，，(analogous to the present repatriation grant, 
which is payable only in the case of expatriated staff) 
for staff members serving in their home countries (but 
not in their home cities) on leaving the organization. 

18. The Director-General of WHO stressed the 
widespread and decentralized nature of the operations 
of the organization, both under its r^ular budget and 
under voluntary fund programmes (such as the ex-
panded programme of techmcal assistance) • The nature 
of these various programmes was essentially the same, 
despite the difference in the source of funds whidi 
financed them. The fundamental problem of the or-
ganization was therefore "the need for a system of 
remuneration and benefits which will facilitate the cre-
ation and the maintenance of a single flexible staff 
composed of diverse professions, engaged in assign-
ments widely varied in content, location and conditions 
of work — regardless of the source of the funds from 
which they are paid”. The Director-General recognized 
that no adjustment of salaries, allowances or benefits 



could by itself ensure the creation of a staff with a 
sense of common purpose and discipline unless the 
staff felt that one system applied to all and that that 
system dealt equitably with the varying conditions of 
service which would be experienced tinder a regular 
and large-scale rotation of staff among" the different 
offices which he regarded as indispensable for the work 
of the organization. 

19. In line with that over-riding concern, the Direc-
tor-General proposed a number of changes the main 
objects of which were (a) to facilitate transfers of staff 
between duty stations and to give more adequate recog-
nition to the different physical conditions at the differ-
ent stations ； and (&) to ease the problem of recruit-
ment, particularly at some of the field duty stations. 

20. The proposals themselves entailed : 
(а) Avoidance of “minus” differentials, but reten-

tion of existing base scales for all professional staff 
serving within their own country. 

(б) Substitution of a series of flat rate net cost-of-
living allowances (varying by grade) in lieu of the 
amounts yielded by the present “plus” differentials or 
cost-of-living allowance. These latter, in WHO, are 
applied in multiples of 10 per cent, to 75 per cent of 
net salary, without ceiling, but in putting forward some 
tentative figures for the flat rate allowance the organi-
zation argued that “there is an important point of prin-
ciple involved in making the adjustment a larger per-
centage of base salary at the lower grades than at the 
higher”. The schedule put forward for consideration 
was as follows : 

Cost-of-living allowance (per cent) 

Grade +10 +20 +30 +40 +50 

Assistant Director-
t $ $ Í t 

General and Regional 
Director .1,000 2,000 3,000 4,000 5,000 
D-2 , 9 0 0 1,800 2,700 3,600 4,500 
D-l . 8 0 0 1,600 2,400 3,200 4,000 
P-5 700 1,400 2,100 2,800 3,500 
P-4 600 1,200 1,800 2,400 3,000 
P-3 SOO 1,000 1,500 2,000 2,500 
P-2 , 4 5 0 900 1,350 

1,200 
1,800 
1,600 

2,250 
2,000 P- l 400 800 

1,350 
1,200 

1,800 
1,600 

2,250 
2,000 

(c) Introduction of a system of expatriation allow-
ances varying by grade level and also varying as be-
tween the categories of duty station according to the 
d^ree of desirability or otherwise of the duty station 
having regard to factors such as working conditions, 
climate, housing, isolation, etc. A tentative schedule 
of such allowances一which WHO called “service al-
lowances"~was put forward as follows, though the 
organization said that the precise monetary amounts 
were not particularly important provided the staff felt 
that the system gave recognition to these differences in 
assignments : 

"A" "B" "C" 
Grade Assignment Assignment Assignment 

$ $ $ 
Assistant Director-
General and Regional 
Director 1,000 2,000 3,000 
D-2 900 1,800 2,700 
D-l 800 1,600 2,400 
P-5 700 1,400 2,100 
P-4 600 1,200 1,800 
P-3 500 1,000 1,500 
P-2 450 900 1,350 
P-l 400 800 1,200 

At the invitation of the Committee, WHO made a 
tentative classification of its duty stations, for pur-
poses of illustration, as follows : 

Category "A" 

Beirut 
Buenos Aires 
Lima 
Mexico City 
Rio de Janeiro 
Santiago 

Europe 
North America 

Category "B" 

Alexandria~Cairo 
Ankara 
Bangkok 
Brazzaville 
Calcutta 
Colombo 
Djakarta 
Guatemala City 
Karachi 
Manila 
New Delhi 
Rangoon 
Saigon 
Singapore 

Category "C" 

This category would 
be completed from 
among those cities 
w h e r e staff s e r v e 
under truly frontier 
conditions, e.g. staff 
located in interior 
villages of South 
East Asia, Africa 
a n d t h e E a s t e r n 
Mediterranean or on 
islands in the Paci-
fic. 

(d) It was further suggested that the number of in-
cremental steps in each grade from P-l to P-5 should 
be increased to twelve in order to provide for "adequate 
progression in a limited number of grades”. The Di-
rector-General said that “if necessary the size of incre-
ment might be reduced slightly to avoid excessive over-
laps between grades". 

(e) The Director-General of WHO also proposed 
that dependency allowances should be paid at a flat 
net amount per dependant, irrespective of grade ($250 
was tentatively suggested as the appropriate amount 
at the base) but varying with the cost of living at the 
duty station. He said that he would not oppose a varia-
tion of the allowance by grade, but was not convinced 
that it was necessary. 

21. The Director-General of WHO explained that 
he had formulated his proposal after an extensive 
series of consultations with the staff of all the main 
offices of the organization. The Geneva Staff Associa-
tion of the organization, however, submitted a state-
ment to the Committee in which, after drawing atten-
tion to the particular difficulty of providing long-term 
careers for permanent staff of an organization such as 
WHO, with its need for a high proportion of special-
ized staff, it endorsed the view put forward by the 
Federation of International Civil Servants' Associations 
in favour of a reduction in the number of grades, and 
an increase in salaries to reflect the increases in real 
income which have taken place in outside employment. 
The Association favoured the Director-GeneraTs pro-
posal for “service allowànces”. As r^ards dependency 
allowances, it agreed that there should be a single 
system of dependency allowance, applicable to all or-
ganizations, and felt that the amounts should not vary 
by grade. The Association further urged the need for 
adequate medical insurance arrangements, and the de-
sirability of admitting "project personnel" (for example 
technical assistance experts) into the Pension Fund, 
which in its view, should also provide for a higher 
maximum pension than the present level of 50 per cent 
of final average pay. 

22. The Director-General of UNESCO expressed 
the view that it would be more useful to discuss cer-
tain problems in the Committee before attempting to 
find solutions. In his view, however, 

(a) It could not be said that there should be an 
over-all increase in salaries but: (i) the entrance rate 
for junior Professional staff was rather low; (ii) the 
upper limits of the present scale, which staff reached 
after not more than ten years' service, should be re-
examined in view of the limited prospect of promotion. 
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(&) The present direct system of children's allow-
ance and dependency credit or dependency allowance 
should be changed to a single family allowance system ； 
these allowances should be on a sliding scale, varying 
with the number of dependants and the grade of the 
staff member. He agreed with the Secretary-General,s 
proposal, without believing that it was necessary to 
adopt the Staff Assessment Plan to accomplish the 
desired result. 

(r) There was a need for common standards of classi-
fication of posts, at least as regards those of a type 
common to all organizations. 

(d) The proposal of the 1949 Committee that cer-
tain posts of an essentially “servicing” nature should 
be put in a “Special Service category" should be re-
examined, or alternatively the General Service category 
should be extended upwards to accommodate these 
posts. 

(e) There was a question as to whether the common 
system should continue to be based on New York. 

( / ) The principles and procedures for granting sal-
ary adjustments should be reviewed in the light of 
experience. 

23. The Staff Association of UNESCO endorsed 
the view put forward by FICSA but suggested further 
that the proposed 20 per cent increase in pay (see 
paragraph 34 (b) below) should be applied to General 
Service staff as well as Professional staff partly be-
cause, in its view, salary increases were “being out-
stripped by the rising cost of living”. It recognized 
that such an increase for the General Service staff 
might not be consistent with the result of a comparison 
with best prevailing rates, but thought that this was 
“one example of the drawbacks which follow the divi-
sion of staff members into several categories", and 
that there would be an intolerable effect on staff morale 
if pay increases were granted to the Professional cate-
gory but not to the General Service. The need for 
common grading standards was also stressed. 

24. The Director-General of ILO, in a brief survey 
of the structure, personnel policy and problems of the 
Office, reached the conclusion that neither the classifica-
tion system nor existing base salary scales presented 
difficulties which should result in important changes. 
He stated that in practice ILO combined grades P-2 
and P-3, so having, below the senior officer (P-S) 
level : 

(a) A junior level (P-l—assistant member of divi-
sion) ； 

(b) A long scale (P-2/P-3~member of division)； 

(c) A senior Professional level (P-4一principal 
member of division). 

While this arrangement was broadly satisfactory, 
ILO would be embarrassed by the United Nations pro-
posal to achieve the long scale after the junior en-
trance level by combining P-3 and P-4. The ILO also 
felt that the existing overlap between the P-5 and D-l 
scales had not caused them any difficulty, and that the 
proposal to increase the salary of the D-2 level (which 
was not normally used in ILO) would kad to pressure 
to reclassify the heads of the larger ILO divisions from 
D-l to D-2. It was ILO practice to grade all ILO divi-
sion heads at D-l, despite differences in degrees of 
responsibility between divisions of varying size and 
varying technical fields, since this uniformity gave 
greater flexibility in the utilization of staff. More gen-
erally, the Director-General opposed any general in-

crease in salaries (such as the consolidation of the 
present New York cost-of-living allowances in the 
salary scales) which would result either in the establish-
ment of “minus” differentials at the less expensive duty 
stations or in separate scales at particular duty stations 
that would produce different levels of pensionable pay 
for similar staff at different locations. 

25. The Director-General hoped that the Committee 
would find ways of eliminating the divergencies between 
conditions of service under different programmes fi-
nanced from different sources, and thought that WHO 
proposals for “service allowances” offered a practical 
approach to this problem. He nevertheless felt that 
there was no justification for the payment of an ex-
patriation allowance to officers in the "normal” duty 
station (that is, “category A” in the WHO schedule-
see paragraph 20 above). In his view, existing salaries 
at th«se duty stations already took sufficient account of 
the expatriation element, and he agreed with the 1949 
Committee of Experts that that element, though diffi-
cult to assess in monetary terms, should be so recog-
nized in the basic salary rather than by way of an 
additional allowance. He suggested therefore that the 
"service allowance” should be payable only at the 
“hardship” or "disadvantageous” duty station. More-
over, a clear distinction should be made between this 
allowance and those salary variations which were in-
tended to recognize differences in cost-of-living as such 
between different duty stations. 

26. Concerning these cost-of-living variations, the 
Director-General of ILO thought that the present 
system was sound in principle, but the statistical com-
parisons could give only very approximate results be-
cause of regional differences in expenditure habits and 
sometimes because of the relative inadequacy of the 
statistical data. Accordingly, the results of statistical 
examination must be supplemented by an element of 
judgement. The Director-General said, moreover, that 
a practical difficulty arose through the existence of 
“minus” differentials ； the difficulty was psychological, 
in that staff could not appreciate the logic and equity 
of a deduction from a supposedly basic salary scale. 
To the greatest extent possible, therefore, “minus” 
differentials should be eliminated. 

27. The Director-General of ILO agreed that re-
newed efforts should be made to achieve common grad-
ing standards, but said he could not accept the estab-
lishment of an outside authority to determine standards 
within ILO. He felt that an outside body would lack 
the continuous and detailed understanding of the re-
quirements to be met in matters of staffing ； the problem 
should, therefore, be dealt with through the normal 
inter-organization coordinating machinery. It should, 
moreover, be recognized that there were practical limits 
to the achievement of uniformity in this field, and that 
any attempt to lay down detailed uniform classification 
standards would involve so many complex categories 
that it would introduce rigidities defeating the aims of 
a simple salary structure and might become unworkable. 

28. As to dependency allowances, the Director-Gen-
eral agreed that there was a need for re-examination of 
the problem chiefly because of the differences in prac-
tice which had arisen among the various organizations. 
He did not, however, support the proposals of the 
Secretary-General, but favoured direct cash allowances, 
divorced from the Staff Assessment Plan, on a flat 
rate basis at whatever rate the Committee might deem 
appropriate. 



29. On the question of creating a "Special Service 
category" or extending upwards the General Service 
category, the Director-General agreed that there were 
certain posts in the Professional category “which seem 
to fit rather uneasily into the concept of the Profes-
sional career official”. He thought, however, that some 
of these posts, for instance language posts — which 
he appeared to assume were among those which might 
be transferred 一 were used for a range of work sig-
nificantly wider than that of specialists' work in the 
strict sense, and that their removal from the Profes-
sional category would therefore create serious difficul-
ties in the flexible use of staff. Moreover, such removal 
would probably cause complaints and jealousies and 
might even affect recruitment. The Director-General 
preferred a simple classification system, which he 
thought would accommodate essential grade variations 
if applied with the necessary degree of flexibility. He 
thought also that some of the marginal cases under 
the present system could be dealt with by fuller utiliza-
tion of the upper levels of the existing General Service 
category if appropriate inter-organization agreement 
were obtained as to the classification standards to be 
applied. 

30. The Staff Union of ILO recognized that the 
existing system had certain drawbacks and led to cer-
tain difficulties, but felt that on the whole no better 
system could be devised. They thought common stand-
ards of classification were needed, and suggested that 
it might be desirable to consider setting up an inde-
pendent inter-organization authority~a form of in-
ternational civil service commission—to ensure that 
posts throughout the system were classified on a uni-
form basis. Apart from that, they suggested there was 
no reason to separate locally-recruited maintenance 
workers or manual workers from the General Service 
category, and no reason to separate the Principal Officer 
and Director category from the Professional category. 
They saw some advantage~particularly with respect 
to improving the career prospects of the General Service 
staff~in extending the General Service category up-
wards, but thought that the proposal should be treated 
cautiously. They felt that the question of how many 
grades there should be in the Professional category was 
to some extent dependent on the decision to be taken 
on the extension of the General Service category. 

31. Turning to the salary levels themselves, the 
Staff Union considered that present scales gave insuffi-
cient recognition to the expatriation element and were 
inadequate~particularly at the P-l level一to attract 
recruits on a world-wide basis. They thought that the 
base scales should be adjusted to reflect not only the 
rise in the cost of living since May 1950 but the general 
rise in real income since that date. A number of sug-
gestions were also made regarding allowances and 
other benefits. 

32. No proposals were made by the Secretary-Gen-
eral of I CAO which, though it had had for some 
years a grading system similar to that in the United 
Nations, has only recently adopted the United Nations 
base salary scales. The Staff Association of the organi-
zation represented however, that those scales were now 
inadequate in view of the rise in the cost of living and 
outside salary levels since they were adopted in May 
1950. They agreed with the United Nations proposal to 
combine P-3 and P-4, and also thought that there 
should be an increase in the number of grades in the 
General Service category. They urged that ICAO一 
the only organization in the common system with a 

three-year home leave cycle~should adopt the two-
year cycle, but wished to retain the practice~not 
common to the other organizations—whereby home 
leave travel costs were paid to staff members who were 
nationals of the host State if recruited more than 
1,000 miles from the seat of the organization. They 
supported the proposal of the Secretary-General of the 
United Nations for revision of dependency benefits 
through the use of the Staff Assessment Plan, and 
suggested that repatriation grants should be paid, at 
least in some part, to Canadian staff members. 

33. The Director-General of the UPU and the 
Secretary-General of ITU explained to the Committee 
the conditions in force in their organizations, which 
differed markedly from those of the common system. 
The Administrative Council of ITU is at present re-
viewing conditions of service in that organization, with 
particular reference to the relationship between these 
conditions and the conditions of the common system. 
The Staff Association of ITU claimed that its condi-
tions were inferior to those of the common system, 
and pointed out that under the agreement between the 
Union and the United Nations both organizations were 
pledged to develop as far as practicable common per-
sonnel standards designed to avoid serious discrepan-
cies in conditions of service. The Association hoped, 
therefore, that the Committee would recommend the 
introduction of the common system in the organization. 

34. The Committee also took account of the views 
put forward by the Federation of International Civil 
Servants' Associations. This body is not recognized 
as a negotiating body by the various organizations and 
its constituent staff associations are permitted to differ 
from or to make reservations with regard to its views. 
Nevertheless, a number of the staff associations of the 
organizations in Europe, and the Staff Association of 
the Geneva Office of the United Nations, in fact said 
that in large measure they shared the views put for-
ward by the Federation. Moreover, it has been custo-
mary for subsidiary administrative committees of ACC 
to hear statements from the Federation. The 1955 Com-
mittee of Experts similarly heard a statement by the 
Federation. The position taken by FICSA was essen-
tially that the salary structure and pay scales must 
cover the needs of a career service for a largely ex-
patriate staff of the highest qualifications and ability. 
Specifically, FICSA considered, on the main issues, 
Üiat: 

(a) Below the executive heads and their deputies or 
assistants there was need for only two categories一a 
Professional category (which would include the present 
Director and Principal Officer category) and a General 
Service category, the latter including all those posts 
(such as manual worker) now in special categories. 

(b) Irrespective of any change of structure, salaries 
of Professional staff should be increased by about 20 

cent, in view of increases in real earnings in out-
employment and increases in the cost of living 

since 1950. 
(c) The revised Professional category should con-

sist of: 
(i) A junior officer level of seven or eight steps ； 

(ii) An officer level of sixteen to twenty steps ； 

(iii) A senior officer level of ten to twelve steps ； 

(iv) A principal officer level of six steps ； 

(V) A director level of two steps. 



� General Service salaries should be paid on the ba-
sis of "best prevailing conditions，，but that term needed 
clearer definition. The rates should be reviewed every 
five years, but in the interim should be adjusted auto-
matically with cost-of-living variations. The number of 
grades in the General Service should be increased 
wherever there was a gap between the highest present 
General Service scale and the lowest professional scale, 
to give more promotion possibilities. The number of 
steps in Generd Service scales should also be increased. 

(e) Salaries of Professional staff at different offices 
should be related on the principle of "substantial equiva-
lance” of purchasing power, and a clear, agreed formula 
adopted for dealing with cost-of-living adjustments. 

( / ) Dependency allowances should be increased and 
paid on a uniform basis at all offices, subject only to 
cost-of-living differentials at different offices. СЫ1-
dren's allowance should not vary with grade but might 
vary with the age or number of children in a family. 

(g) A number of increases in other allowances were 
also proposed. 

B . A T T H E SECOND SESSION 

35. On the basis of the evidence received during the 
first session, the Committee arrived at provisional con-
clusions not greatly different from those which it has 
now put forward. These provisional conclusions were 
communicated to the organizations, which were invited 
to make any observations which they thought necessary. 
As a result of consultations among themselves during 

the interval between the Committee's sessions, the or-
ganizations in the common system put forward an 
agreed point of view on the provisional conclusions. In 
the main, they thought that these constituted a balanced 
and practicable system capable of general application. 
On many points they had no comments to submit. On 
others they requested reconsideration, and on some of 
these the Committee modified its recommendations. The 
more important of the joint proposals of the organiza-
tions during the second session are referred to in the 
body of the Committee's report. Three points which are 
not so referred to concerned : 

(a) Longevity steps, which the organization felt 
should be granted at grades P-l through P-4 to all staff 
at the maximum of the scale for two or four years, 
without restriction as to numbers ； 

(b) The salary level for Directors (D-2), for whom 
the organizations suggested that a scale of $12,000 — 
$500 一 $13,000 net would be preferable to a fixed sal-
ary of $12,500, to permit some recognition of satisfac-
tory service; 

(c) Maternity leave, which the organizations thought 
should remain at twelve weeks on full pay, although 
they suggested that ordinary annual leave should not 
perhaps continue to accrue, as it does at present, dur-
ing maternity leave. 

36. The Staff Association at United Nations Head-
quarters and the Federation of International Civil Ser-
vants' Associations also submitted to the Committee 
during its second session certain views on the provi-
sional conclusions. 

A N N E X В 

Note on (a) Conditions of service under different programmes; (b) Divergencies in conditions for 
4 regular staff among organizations in the common system 

( a ) CONDITIONS OF SERVICE UNDER DIFFERENT PROGRAMMES 

The types of field offices, the types of staff employed 
in these offices and their existing conditions of service 
as reported by the Secretary-General are summarized 
below : 
1. Regular Secretariat staff serving in “established 

office?) away^ from Headquarters such as Geneva， 
London, Paris, etc. 

A greater part of the Professional staff in the estab-
lished offices of the United Nations are, in practice, 
recruited from the region of the office concerned. The 
situation is, however, the reverse in the case of some 
of the specialized agencies (including WHO and 
F A O ) . 

All Professional staff are paid on the basis of New 
York salary scales adjusted by "differentials" (rang-
ing from minus 25 per cent to plus 50 per cent) de-
signed to reflect the difference in cost of living between 
tiie duty station concerned and New York. On transfer 
or recruitment to an established office, a staff member 
is, subject to certain conditions, entitled to payment of 
the cost of removal of his dependants and household 
effects. In addition, he receives an "installation allow-
ance" equivalent to thirty days' subsistence allowance 
(at the rate applicable at the duty station) for himself, 
plus $6 per day for thirty days for each accompanying 
dependant. 

2. Regular Secretariat staff assigned to “missions1^ 
These missions were set up by the United Nations, 

generally for political purposes, on a temporary basis, 
but have been continued from year to year. The special-
ized agencies do not have similar missions. 

Assignment of staff to the missions is usually limited 
to a period of one or two years, although sometimes 
may be for longer periods. Because of the temporary 
nature of the assignment, a staff member is not entitled 
to removal expenses or installation allowance. If, how-
ever, the assignment is for at least one year, the de-
pendants may be allowed to accompany him to the mis-
sion at the Organization's expense. On the other hand, 
the staff member continues to receive all the pay and 
allowances (including any cost-of-living allowance) 
applicable at his permanent duty station (except that 
non-local General Service staff do not retain the non-
resident's allowance). In addition, he receives a mis-
sion allowance (varying in amount from mission to 
mission) consisting of a daily subsistence allowance for 
the first six months (for the official but not for his 
dependants) followed by a monthly allowance, there-
after, primarily to cover the cost of furnished lodgings. 
The daily allowance generally ranges from $7 to $10 
(depending on the mission) for staff with dependants 
and $3 a day less for staff without dependants. The 



monthly allowances range from $150-$200 for. staff 
with dependants and are one-third less for staff without 
dependants. 

3. Technical assistance experts serving on field projects 
Technical assistance experts are not part of the 

Secretariat but their conditions of service have a bear-
ing on the conditions of other staff serving in the field. 
Both the United Nations and the specialized agencies 

Appointed for less than one year 

(a) Salary on scales comparable to United Nations 
base scales. 

( b ) -
(c)-
(rf) Annual leave on same basis as United Nations 

staff (if contract is for six months or more) . 
⑷ 一 

</)— 

{ g ) Daily subsistence allowance to cover food, lodg-
ing and incidentals (for self but not for depend-
ants). 

w — 

(i) Free medical attention or reimbursement of 
medical costs for self but not for dependants. 

Technical assistance experts are not entitled to: 
(i) Participation in the United Nations Pension 

Fund; 
(ii) Payment of removal expenses ； 

(iii) Repatriation grant; 
(iv) Salary differential (either plus or minus). 

More recently, however, a so-called "programme ap-
pointment” has been introduced whereby a small per-
centage of experts may be offered indefinite appoint-
ment so long as the technical assistance programme it-
self continues, the appointment being terminable only 
for specified reasons. Conditions of service under the 
programme appointment are the same as those for 
appointments of one year or more, except that the 
experts can participate in the United Nations Pension 
Fund and receive termination indemnities and repatria-
tion grants in the same way as the r^ular permanent 
staff. 
4. Regular staff serving in Technical Assistance Board 

field offices 
Regular administrative and other staff of the United 

Nations are assigned for temporary periods—one or 
two years~~to TAB offices in the countries where 
sizeable numbers of experts are employed. Because 
such staff work side by side with the experts, their 
conditions of service are assimilated to those of the 
experts rather than to those of United Nations staff 
assigned to “missions”. They, therefore, receive the 

employ this type of staff and the total number in em-
ployment at the end of 1955 was 1,604. Of these very-
few are expected to be retained for as much as five 
years, while some are on appointments measured in 
months. Over 500, however, have been in service for 
more than two years, while a further substantial num-
ber have contracts for one or two years. Their condi-
tions of service differ acxording to the length of the 
appointment, broadly as follows : 

Appointed for one year or more 

(a) Salary on scales comparable 
base scales. 

(b) Children's allowance. 
(c) Education grant. 
(d) Annual leave on same basis 

staff. 
(e) Travel of dependants to the duty station. 
( / ) Home leave every two years for self and de-

pendants ；alternatively, if the expert does not 
take his dependants to the duty station at official 
expense, he is entitled to a paid leave journey to 
his home every year. 

(g) Subsistence allowance for thirty days (i.e., instal-
lation allowance) for self plus half that for each 
dependant : thereafter the expert receives : 

(h) Project service allowance, designed to cover the 
cost of lodgings for the expert but not his de-
pendants. In giving this allowance account may 
be taken of the general cost of living in the area 
concerned : in general, the project service allow-
ance is 40 per cent of the daily travel subsistence 
allowance rate for the area (i.e., approximately 
$l,500-$2,300 per annum). 

(i) Free medical attention or reimbursement of medi-
cal costs (for self but not for dependants) where 
any medical bill exceeds $20. 

same field allowances as experts (namely, installation 
allowance, "project service allowance” and free medical 
attention), plus the full salary and benefits to which 
they are entitled at their permanent duty station. As 
in the case of experts, they are not entitled to removal 
expenses. 
S. Staff specially recruited for other special pro-

grammes in the field 
Two programmes are mainly concerned一the Uni-

ted Nations Children's Fund (UNICEF) and the 
United Nations Relief and Works Agency for Palestine 
Refugees in the Near East (UNRWA). The UNICEF 
staff are regarded for purposes of salaries and allow-
ances as part of the regular secretariat; UNRWA staff 
are not so regarded. 

The UNICEF Professional staff employed in field 
offices have at present the same conditions of service as 
the regular staff serving in "established offices” (as 
described under item 1 above). The conditions of ser-
vice of the internationally recruited professional staff 
of UNRWA (numbering some 155) who serve mainly 
in Beirut and other places in the Near East, now com-
prise entitlement to all the normal United Nations sal-
ary, allowances and benefits except membership of the 
Pension Fund. In addition, they receive a continuing 
mission allowance amounting to approximately $1,400 
and $2,100 a year (for staff without dependants and 
with dependants respectively). The staff have, however, 
only temporary contracts." 
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(b) DIVERGENCIES IN CONDITIONS FOR REGULAR STAFF AMONG ORGANIZATIONS IN THE COMMON SYSTEM : 

ELEMENT OF SYSTEM, COMMON STANDARD AGREED BY THE ADMINISTRATIVE COMMITTEE ON 
CO-ORDINATION AND ORGANIZATION PRACTICES 

Common standard : 

P-S (Senior Officer) 8,750 
P-4 (F ir s t Officer) 7,300 
P-3 (Second Officer) 6,000 

I. REMUNERATION 

A. (1) Schedule of Professional category grades and base salaries 
ILO : Standard applied except that P-2 and P-3 grades 

($USfNet)num) are combined, with an efficiency bar at $6,400. 
Мл fx4 

WMO : Schedule as follows : Minimum 

P-2 (Associate Officer) 
P - l � A s s i s t a n t Officer) 
Practices : 
Same as standard : 
UNESCO, ICAO. 

.4,800 

.3,600 

.
隱
卿
,

5
o
卿
,
4
0
0
,
0
0
0
 

M
l
 

No. of 
steps 

9 
10 Minimum Maximum 
10 P-S 9,000 9,750 
9 
8 

P-4 7,300 8,750 9 
8 

P-3 6,000 7,075 

WHO, P-2 4,800 6,000 WHO, 
P-l 3,600 5,000 

No. of 
steps 

4 

A. (2) Schedule of Director category grades and base salaries 
Practices : 
United Nations : originally the United Nations estab-

lished a Principal Officer and Director category with 
three levels as follows : 

$ $ $ $ $ $ 
P - D 12,000 12,500 
D-2 11,000 11,400 11,800 12,200 
D - l 10,000 10,400 11,800 11,200 11,600 12,000 

More recently, the United Nations has absorbed the 
P-D level within its Under-Secretary level ($12,500 
net). 
ILO: D-l is the “Chief of Division” grade, and D-2 

the "Principal Chief of Divison” grade. 
FAO : uses in its Director categoiy the D-l, D-2 and 

P-D levels. The P-D level applies primarily to the 
directors of divisions and to the regional representa-
tives of the Director-General. The D-2 level is used 
for deputy directors of divisions. The D-l level is 
currentíy little used. 

The salary rates for the Director category are sup-
plemented only by the normal allowances payable to 
staff members (for example, children's allowance of 
$200 per annum and education grant). The only posts 
above the Director category are those of the Direc-
tor-General ($18,000 per annum, plus $6,000 rep-
resentation) and the Deputy Director-General 
($15,000, plus $3,000 representation). 

WHO : staff rules provide P-D, D-2, and D-l scales 
as above. The P-D level, however, is not used, and 
the D-l level is used infrequently. 

UNESCO : same as P-D, D-2 and D-l levels as above. 
The D-2 level, however, is not currently used. 

ICAO : same D-2 and D-l scale as above. The Assist-
ant Secretary-General level will have the following 
scale: Step I, $17,000 gross ($12,000 net) ； Step II, 
$18,000 gross ($12,500 net). 

WMO: does not use the Director category. Deputy 
Secretary-General, $10,000 net; Secretary-General, 
$12,000 net, plus $1,000 representation allowance. 

Common standard : 
B. System of cost-of-living adjustments and salary differentials 

Basic principles 
The basic salary schedule for professional staff 

should be established for New York, the present sched-
ule being considered to date from May 1950 (the base 
date). 

In any locality where there is an established office of 
the United Nations or one of the specialized agencies, 
the basic salary schedule should be adjusted initially for 
significant differences between the cost of living in that 
locality and the cost of living in New York as of the 
date of establishment or revision of the basic salary 
schedule. 

Subsequent adjustments should be made when there 
is a significant change in the cost of living in the local-
ity in question. These changes in cost of living should 
normally be assessed on the basis of movements in the 
cost-of-living index for the locality averaged over a 
period of six months. Where such an index does not 
exist or is not considered suitable, changes should be 
assessed on the basis of period re-surveys (which may 
not need to cover all items originally priced). 

Both initial and subsequent adjustments should be 
applied only in multiples of 10 per cent. 

The initial adjustment should be applied to 75 per 
cent of base salaiy. Subject to revision of the initial 
adjustment from time to time on dates to be determined 
by ACC, subsequent adjustments should be applied to 
75 per cent of the base salary increased or decreased by 
any initial adjustment. 

All organizations except the United Nations and 
ICAO have a net salary system. 

Practices : 
United Nations : the United Nations Staff Regulations 

authorize the Secretary-General to establish salary 
differentials in multiples of 5 per cent. The normal 
practice at the present time is to establish differentials 
in multiples of 10 per cent, although there are certain 
United Nations offices where differentials were estab-
lished initially at a multiple of S per cent (i.e., S 
per cent, 15 per cent or 25 per cent) which have 
not been changed. 

For United Nations offices other than Headquarters 
and the European Office, cost-of-living adjustments 
are applied in multiples of 10 per cent to 75 per cent 
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of gross salary, as adjusted by the salary differential 
(initial adjustment). These adjustments are limited 
by a ceiling equivalent to the cost-of-living adjust-
ment which would be payable to a staff member 
having a base salary of $10,000 gross. 

Cost-of-living adjustments for Headquarters and 
the European Office are dealt with by the General 
Assembly. The Assembly has not adopted a specific 
formula for this purpose, having approved for the 
present a cost-of-living adjustment for Headquarters 
of 10 per cent of gross salary, subject to a maximum 
of $1,000 gross and to a minimum of $400 gross. 
No differential or cost-of-living adjustment is now 
in effect at the European Office. 

ILO : same as United Nations as regards ILO staff in 
New York. 

FAO: follows common standard, except that in New 
York and Washington it has applied a temporary 
plus 10 per cent cost-of-living adjustment to 100 per 
cent of salary, with a maximum of $650 net, to 
match the action taken by the United Nations in 
these two localities. 

WHO : common standard, but maximum minus ad-
justment would be 20 per cent. 

UNESCO : UNESCO staff at Paris in the Director 
and Professional categories currently receive a cost-
of-living adjustment equal to that granted to United 
Nations staff before 1 January 1956 (7.5 per cent 
of gross salary, subject to a minimum of $300 and 
a maximum of $750). 

The Director-General has been instructed by the 
General Conference to adjust salaries after 1 Janu-
ary 1953 in accordance with the principles and pro-
cedures approved by ACC and to report any adjust-
ments made to each ordinary session of the General 
Conference. 

ICAO : for headquarters (Montreal), basic salary 
scales for the Professional category and above are 
fixed by the Council of ICAO ad hoc and without 
any established formula to allow for such differences 
as may exist in the cost of living between New York 
and Montreal. At present a flat-rate cost-of-living 
allowance of $500 gross is given to the Professional 
category and above in addition to basic salaries. For 
regional offices, same as the United Nations. 

C. Allowances for dependency (Professional staff) 

1. Children's allowance 
Common standard (applied by all organizations): 

Eligibility : For each dependent child under the age 
of eighteen years or, if the child is in full-time attend-
ance at a school or university, or is incapacitated for 
work, up to twenty-one years. 

Amount : $200 per annum per child. 

Application of salary differentials and cost-of-living 
adjustment to children's allowance : 

United Nations : salary differentials are applied on the 
same basis as to salary ； cost-of-living adjustments are 
not applied. 

ILO : same as United Nations. 
FAO : same as United Nations. 
WHO: the allowance is not subject either to salary 

differentials or to cost-of-living adjustments. 
UNESCO : salary differentials are applied to 100 per 

cent of the allowance. 
ICAO : same as United Nations. 
WMO : same as United Nations. 

2. Other dependency allowances {or credit) 
United Nations : at Headquarters and Washington, D. C. 

(i) $200 for the first dependant; 

(ii) $100 for each dependent child for whom a 
credit has not been granted under (1). 

At other offices 
(i) $200 for a primary dependant ； or 

(ii) $100 for a secondary dependant. 
Credit may not be granted for more than one de-
pendant at offices away from New York. 

ILO : same as United Nations for staff stationed at 
New York; elsewhere, no dependency allowance or 
credit. 

FAO : none. 
WHO: none. 
UNESCO : dependants，allowance at the rate of $200 

annually for a wife, dependent husband or a de-
pendent child, or at the rate of $100 annually for a 
dependent parent, brother, sister, or incapacitated 
child over twenty-one years of age. No staff member 
is entitled to more than one allowance, whether at 
full or half rate. 

ICAO : same as United Nations. 
WMO : maximum allowance of $200 for wife, de-

pendent husband or dependent child ； maximum al-
lowance of $100 for dependent parent, brother, sis-
ter or incapacitated child over sixteen years of age. 

И . LEAVE 

A. Annual Leave 

Common standard •• Total annual provision of thirty 
working days, with maximum accumulation of sixty 
days. 

Practices: 
same as standard : United Nations, FAO, WHO, 
UNESCO, WMO. 

ILO y ICAO : Thirty-three days, with a maximum ac-
cumulation of sixty-six days, based on 5j4-day week 
for Professional staff; and in the case of ICAO 
twenty-four days (with maximum of forty-four days 
accumulation) for General Service staff. 
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В. Sick lecwe 

Common standard : A staff member holding a perma-
nent appointment should normally be permitted sick 
leave for not more than six months on full salary 
and six months on half salary in any period of twelve 
consecutive months, provided that the amount of 
sick leave permitted in any four consecutive years 
shall not exceed eighteen months, the first nine 
months to be on full salary and the second nine 
months on half salary. 

A staff member who has an appointment for three 
years or more, or who has completed at least three 
years' service, should be permitted sick leave in ac-
cordance with the rules proposed above for members 
holding permanent appointments. 

A staff member who has an appointment for at 
least one year, but less than three years, or who has 
served for at least one year but less than three years, 
should normally be permitted sick leave up to three 

months on full salary and three months on half salary^ 
in any period of twelve consecutive months. 

A staff member who has an appointment for less 
than one year should be permitted sick leave propor-
tionate to the period of appointment at the rate of 
twenty-four working days per year, if the period of 
the appointment is expressed in months, or twenty-
six working days per year, if the period of the appoint-
ment is expressed in weeks. 
Practices : 
United Nations : twenty-five days' sick leave credit per 

year, subject to a maximum accumulation of 125 
days. 

ILO : common standard. 
FAO : common standard. 
WHO : common standard. 
UNESCO, ICAO, WMO : same as United Nations. 

C. Home leave 

Common standard : Travel to the home country of in-

ternationally recruited staff stationed outside their 

home countries, and of their recognized dependants, 

at the cost of the Organization every two years. Rea-

sonable travel time to be granted in addition to 

accumulated annual leave. 

Practices : 
Common standard : United Nations, ILO, FAO, WHO， 

WMO. 
UNESCO : common standard, except that paid travel 

time authorized is the time required by direct air 
route. . 

ICAO : home leave is granted once every three years, 
but is granted also to certain staff who are nationals 
of the host country. 

I I I . INSTALLATION ALLOWANCE 

Common standard : 
Eligibility should depend upon : (a) actual change of 

residence entailing reinstallation at the time of appoint-
ment or transfer; or (&) an initial appointment for at 
least one year. 

Amount ： for the staff member, thirty days per diem 
at the rate applicable to the area. One-half this amount 
for each eligible accompanying dependant. 
Practices : 
United Nations : eligibility for payment of installation 

per diem in connexion with appointment or transfer 
is not strictly dependent upon an initial appointment 
of at least one year. 

The amount payable to dependants is not one-half 
the per diem applicable to the staff member, but 

a flat $6 for each dependant，regardless of the area. 
ILO : common standard. 
FAO : same as the United Nations. 
WHO : common standard. 

UNESCO : common standard, except that the number 
of dependants in respect of whom installation allow-
ance is payable is limited to four. 

ICAO : same eligibility provisions as the United Na-
tions. Amounts payable do not differ appreciably from 
those in the United Nations, though a different for-
mula is used for their calculation. 

WMO : common standard, except that rate for de-
pendants is $6. 

IV. T E R M I N A L B E N E F I T S 

A. Repatriation grant 
The common standard is the same as the conditions set out in annex 

B. Termination indemnity 
It is now applied by all organizations. 

Common standard is the scale set out in annex I. 
Entitlement : a staff member involuntarily separated 

from the service for reasons other than completion of 
a fixed-term contract or summary dismissal. The in-
demnity is not to be paid in the case of retirement un-
der the pension scheme or in the case of benefits for 
total disability. 
Practices : 
United Nations : common standard. The Secretary-

General may, where the circumstances warrant and 

he considers it justified, pay to a permanent staff 
member an amount SO per cent higher than shown 
above if the staff member is terminated in the in-
terest of the good administration of the Organization 
and in accordance with the standards of the Charter, 
provided the termination is not contested by the 
staff member. 

ILO: in the case only of reduction of staff involving 
abolition of post, an established official (official with 
a confirmed permanent appointment) is to be paid six 
months' salary after less than five years of service 
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and one year's salary after more than five years of 
service. 

FAO, UNESCO, WMO : common standard. 
WHO : common standard except that there is a maxi-

mum limitation of three months' indemnity for: 
� Termination of fixed-term appointments ； and 
(b) Termination of permanent appointments for un-
satisfactory service. 

ICAO: As from 1 July 1956, ICAO's termination in-
demnity provisions will be identical with those of the 
United Nations both as to scale and as to eligibility, 
with the exception, concerning eligibility, that the 
agency's Secretary-General will have discretionary 
authority to grant an indemnity, within limits pre-
scribed, in the event of termination due to ill health 
or in the event of a staff member dying in service, if 
he considers that hardship might otherwise result. 

A N N S X С 

Schedule of post adjustments (additions) 
(In U.S. dollars) 

(i) For areas where cost of living is higher than at the base3" 

CLASSIFICATION OF DUTY STATIONS 

Class Class Class Class Class Class 
2 (5 per cent) 3 4 5 6 7 (30 per cent) 

S D S D S D S D S D S D 
p - l . . . . . 1 7 0 250 335 SOO SOO 750 650 975 800 1,200 935 1,400 
P-2 . . . . . 2 0 0 300 400 600 600 900 785 1,175 9S0 1,425 1,100 1,650 
P-3 . . . . . 2 3 5 350 465 700 700 1,050 915 1,375 1,100 1,650 1,265 1,900 
P-4 . . . . . 2 7 0 400 535 800 785 1,175 1,015 1,525 1,215 1,825 1,400 2,100 
P-5 . . . . . 3 0 0 450 600 900 865 1,300 1,100 1,650 1,315 1,975 1,515 2,275 
D - l . . . . . 335 500 650 975 950 1,425 1,215 1,825 1,450 2,175 1,635 2,450 
D-2 . . . . . 365 550 715 1,075 1,065 1,600 1,385 2,075 1,650 2,475 1,865 2,800 
U / S , . . . 4 0 0 600 800 1,200 1,200 1,800 1,500 2,250 1,785 2,675 2,000 3,000 

S = rate of post adjustment applicable to staff members with no primary dependants. 
D = rate of post adjustment applicable to staff members with one or more primary dependant.. . 
a A s at 1 January 1956, the base location, Geneva, and any duty station with the same "post classification” as Geneva, would be 

regarded as “Class 1”，no post adjustment being made. 

Schedule of poet adjustments (deductions) 
(In US. dollars) 

(ii) For areas where cost of living is lower than at the base 

CLASSIFICATION OF DUTY STATIONS 

Class Class Class Class Class Class 
A (—5 per cent) В С D E F (— 30 per cent) 
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A N N E X H 

Present : (a) Plus 10 per cent cost-of-living adjustment, subject to a ceiling equivalent to $750 gross. 
(b) $200 dependency allowance for a wife; $200 children's allowance per child. 

Proposed : (a) Post adjustments as for class 4, annex C. 
(b) Same dependency allowances as for New York. 
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Present: (a) Plus 10 per cent cost-of-living adjustment applied to 100 per cent of gross salary, subject to a ceiling of $1,000 
gross. 

(b) $200 dependency credit for a wife ； $200 children's allowance plus $100 dependency credit per child. 
Proposed : (a) Post adjustments as for class 4, annex C. 

(b) No change in total of allowances for dependants. 

^Directors (D-2) may also be in receipt of a representation allowance of up to $1,500: this would be abolished under the 
Committee's recommendations but actual and reasonable hospitality would be reimbursed up to a limit of $600. 

b“Present” pay includes the basic allowance of $3,500 net. The present "additional payments" would be abolished, but actual 
and reasonable hospitality reimbursed up to $1,500. Education grants might also be payable in addition to the “proposed” amounts 
shown. 

( C ) PARIS (UNESCO) 

. Married i>lus 
l^gygl Single Married two children 
and Present Proposed Present proposed Present Proposed 
step $ $ $ $ $ $ 

Present : (a) No differential. 
(b) No dependency credit for a wife; $200 children's allowance per child. 

Proposed : (a) No post adjustment. 
\b) Same dependency allowances at $200 for dependent spouse and $300 for each dependent child. 

m m 
aIn the United Nations Office at Geneva a dependency benefit of $200 is already given for a wife. The "present" figure in the 

third and fourth columns should therefore be increased by $200 to show the position in that Office. 

(FT) N E W Y O R K (United Nations) 

Married plus 
Level Single Married two children 
and Present Proposed Present Proposed Present Proposed 
step л л л A 

Effect of recommendations on typical net salaries and dependency benefits 
of Professional staff at the main headquarters offices 

( A ) G E N E V A (ILO and WHO) a 

4. 
1. 2. 3. Married plus 

Level Single Married two children 
and Present Proposed Present Proposed Present Proposed 
step $ $ $ $ $ $ 
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� R O M E ( F A O ) 

Grading adjustments1» 70,000 
Post adjustmentsd 450,000 
General Service, New Yorke 360,000 
Dependency allowances 25,000 
Adjustment in respect of Directors . … 一 
Education grant { 

Home leave f 

Medical insurance scheme s 
905,000 

Less : Adjustment in respect of Under-
Secretaries and equivalent ranks 30,000 

875,000 

8,100 

107,200 
(2,500) 

f 
f 

113,300 

120,000 

110,000 

230,000 

40,000 
47,500 

103,000 
13,000 
24,000 

£ 

227,500 

200,000 

38,000 

22,000 
f 

260,000" 

aThe cost in the immediate future may be slightly greater than the totals shown. Certain economies will not be effectual at once, 
but on the other hand certain extra costs will take some years to reach their full extent. 

bThis estímate is necessarily a very rough approximation in view of the large number of individual decisions which will have 
to be taken. 

cNo figures available. . 
dit is estimated that 80 per cent of this increase relates to staff with dependants. 
eNet cost of 5 per cent salary increase plus additional pension contribution on the increase and on existing cost-of-living allow-

ances, which would be consolidated. PencÛng the outcome of new salary surveys, the position at places other than New York 
will not be known, but there will be extra costs at Geneva if the cost-of-living allowance for General Service staff there is con-
solidated. 

fAlready applying conditions proposed by Committee. 
«Medical insurance scheme on the lines endorsed by the Committee would increase United Nations total probably by $60,000-

$100,000, depending on the contribution scheme adopted. Costs elsewhere would probably be a good deal smaller. 
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Present: (Figures are based on salaries and allowances which will become effective as from 1 January 1957). 
(a) Plus flat $500 (gross) cost-of-living adjustment per annum. 
(b) Dependency allowances same as United Nations, New York. 

Proposed: (a) Post adjustments as for class 4, annex C. 
(b) Same dependency allowances as for New York. 

A N N E X E 

Approximate budgetary implications oi the recommendations of the Salary Review Committee 
assuming all proposals to have taken full effect* 

(a) On regular budgets (net figures) 

ILO FAO WHO UNESCO ICAO 

Present : (a) N o differential. 
(b) $200 children's allowance per child. 

Proposed : (a) Post adjustments as for class 2, annex C. 
(b) Same dependency allowances as for New York. 

( e ) M O N T R E A L ( I C A O ) 

Level 
and 
step 

Single Married 
Present Proposed Present Proposed 

plus 2 
Married 
？ childu 

Present Proposed 

• • Married plus 
Level Married two children 
and Present Proposed Present Proposed Present Proposed 
step 
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f 

33,000 
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In addition, the Committee's proposals regarding as-
signment allowances (see chapter XIII) would lead 
eventually to an additional total expenditure of some 
$200,000 a year for all the above organizations. This 
should, however, be fully offset by savings on (i) pen-
sion contributions and other proposed new arrange-
ments for fixed-term staff ($115,000) ； and (ii) re-
moval expenses. 

(&) On the Technical Assistance Programme 

The proposals in chapter XIII concerning the re-
conciliation of conditions of service under different 
programmes are estimated to have the following finan-
cial effect on the Expanded Programme of Technical 
Assistance : 

Cost of Pension Fund coverage for $ 
death and disability 580,000 

Cost of storage of household effects 180,000 

760,000 
New allowances and benefits : 

Assignment allowances 1,600,000 
Post adjustments 120,000a 
Severance benefits 990,000 2,710,000 

3,470,000 
Less: 

savings on abolition of project service allowance... .3,140,000 

330,000 

aPending surveys of the cost of living in various countries 
this figure is necessarily based on rough estimates of what the 
post adjustments in those countries are likely to be. 

A N N E X F 

Definitions of dependants 
as agreed in the Consultative Committee on Administrative Questions 

A. The kinds of dependants referred to throughout 
the staff regulations or rules of the organizations are: 
wife; husband (or head of household) ； child; parents, 
brothers, sisters ； others (certain regulations recognize 
“others” or specify； as “step-children”）. 

B. Definitions in respect of each type of dependant 
claimed by the staff member : 

1. Wife 
A wife should be deemed to be a dependant for the 

provisions of all pertinent staff rules or regulations. No 
evidence of actual dependency would be required other 
than to establish the relationship. 

As a general observation, it was felt that in the case 
where a male staff member and his wife are separated, 
the wife normally would be considered dependent un-
less there was positive evidence that no legal obligation 
for support existed. 

An exception to these general provisions is suggested 
in the case of a wife who is also a staff member of the 
United Nations or any of the specialized agencies. 
These exceptions are in respect of : 

{a) Home leave. In which case, a wife may elect to 
have her own entitlement, and forgo the right of home 
leave as a dependant of her husband. The wife may 
nevertheless elect to have her home leave on the basis 
that she is her husband's dependant, in which case she 
forgoes her own entitlement. A further limitation in 
this instance is that the wife who elects to take home 
leave as a dependant would only be entitled to the 
actual travel time not to exceed that which would have 
been authorized to her own place of residence. Actual 
travel costs and per diem (at dependant's rate) would 
nevertheless be paid on the basis of the actual trip. 

(&) Children's allowance and education grant. It is 
considered apparent that these provisions may only be 
paid to one person in respect of any child, and that 
this or these payments would normally be made to the 
father or step-father. 

(c) Repatriation grant. CCAQ has already recom-
mended that the wife may have the option of being 
paid her repatriation grant, acquired in her own rights, 
in which case the husband, in the absence of other 

eligible dependants, would only be entitled to the grant 
at the single rate for himself. The wife may neverthe-
less exercise the option of declaring herself as a de-
pendant, in which case the husband would be entitled 
to the repatriation grant at the dependants' rate and 
she would forgo her individual right. 

(d) Removal. While normally removal privileges 
would only be granted to the husband at a rate cal-
culated to include provision for his wife it might be-
come necessary in certain circumstances to provide 
single entitlements to each, particularly if husband and 
wife are located at different duty stations. 

2. Husband 
Where he is assumed to be the head of the house-

hold, a husband should be considered dependent only 
when totally incapacitated for medical reasons. An ex-
ception to these provisions may be desirable occasion-
ally with regard to the establishment of employment 
conditions for General Service category staff in accord-
ance with local practice. 

3. Children {other than adopted or step-children) 
Children of male staff members 
Such children should be deemed to be dependent 

subject to the age limits prescribed in connexion with 
the children's allowance and the education grant. That 
is, under eighteen years of age no evidence of actual 
dependency is required. Between the ages of eighteen 
and twenty-one years full-time attendance at school 
or university or the physical incapacity of the child; 
twenty-one years and over when llie child is incapaci-
tated for work. Establishment of the dependency status 
for a child claimed to be incapacitated will be at the 
discretion of the executive head of the organization 
and based on such medical evidence as he may deem 
appropriate. 

The working party noted in this connexion that the 
child of a divorced male staff member was still con-
sidered a dependant regardless of whether the father 
or mother had the custody of the child, except where 
it could be demonstrated that no obligation to support 
existed. 
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Children of female staff members 
Children of a female staff member are considered 

to be dependent upon her if the father or step-father 
either has no legal obligation or is unable to ensure 
their main and continuous support. 
4. Adopted and step-children 

At the discretion of the executive head of the organ-
ization adopted and step-children may be considered 
dependent subject to the same provisions in respect 
of male and female staff members as outlined in the 
preceding two paragraphs of item 3. (The Council of 
FAO at its sixteenth session decided that enfants re-
cueillis should be eligible for children's allowance, edu-
cation grant provided that such children are part of 
the immediate family group of the staff member in every 
respect. None of the other representatives present were 
prepared to accept this extension at that time.) 
5. Brothers and sisters 

Present differences among the agencies were noted. 
It was felt that, at the discretion of the executive head 
of the organization, brothers and sisters relying on the 
staff member for main and continuous support, may 
be recognized as dependants for one or more purposes 
listed in paragraph 4 above. If so recognized they 

should be assimilated to the status of dependent diil-
dren. The admission of a brother or sister as a de-
pendant in terms of the Staff Assessment Plan or de-
pendency allowance, for example, would not necessarily 
imply automatic entitlement to other dependency pro-
visions of the staff rules in all cases. 

6. Parents 
At the discretion of the executive head of the or-

ganization, parents may be considered as dependants 
if it can be demonstrated by the staff member that 
they rely upon the staff member for main and con-
tinuous support. 

7. Others 
Persons other than those listed above may in excep-

tional cases be considered as dependants if it can be 
demonstrated that they rely on the staff member for 
main and continuous support and although not related 
to him may be considered for certain provisions of the 
staff rules to be a member of the family. It was felt 
that, although this would be a rare situation, neverthe-
less it might occur in connexion with compensation in 
the event of service-incurred accidents, sickness or 
death. 

A N N E X G 

United Nations travel subsistence allowance rates 

Applicable to Group 1 Group 2 Group 3 Group 4 

Under-Secretaries and officials of equivalent rank. 20.00 16.00 20.00 
Staff members at level P-3 through D-2 12.50 10.00 15.00 Special 

minimum rates 
Staff members below P-3 10.00 8.00 12.00 

Notes : 1. The above rates apply to the various areas indicated 
below. 

Group 1 : Albania, Belgium, Bulgaria, Burma, Cambodia, Co-
lombia, Costa Rica, Dominican Republic, Ecuador, El Salva-
dor, Finland, France (except Par i s ) , French Cameroons, 
French Equatorial Africa , French West Africa, Greece, 
Haiti, Honduras, Hungary, Iceland, India, Indonesia, Iran, 
Iraq, Israel, Italy, Japan, Laos , Lebanon, Liberia, Nepal, 
Nicaragua, Philippines, Portugal, Romania, Spain, Thailand, 
Turkey, Uruguay, Yemen, All areas not specified elsewhere. 

Group 2: Afghanistan, Argentina, Australia, Austria, Bolivia, 
Brazil, Ceylon, China, Denmark, Egypt, Eire, Eritrea, 
Ethiopia, Germany, Italian Somaliland, Jordan, Libya, L u x -
embourg, Mexico, Netherlands, New Zealand, Norway, Paki-
stan, Paraguay, Sudan, Sweden, Switzerland, Syria, South 

2. Where the standard group rates (either group 1 
or group 2 as may be the case) are higher, they apply ia 
lieu of the special minimum rates. 

Africa, United Kingdom (including, with certain exceptions, 
British Colonies, Protectorates and Trust Territories), Yugo-
slavia. 

Group 3: Canada, Chile, France (Paris only), Guatemala, 
Haiti (16 December to 15 Apri l ) , Panama, Peru, United 
States of America. 

Group 4: Burma, Cambodia, Colombia, Cuba, Czechoslovakia, 
Dominican Republic, El Salvador, French Cameroons, French 
Equatorial Africa, French West Africa, Honduras, Hungary, 
Japan, Korea, Liberia, Libya, Netherlands Antilles, Nicara-
gua, Philippines, Poland, Saudi Arabia, South Viet Nam, 
Switzerland, Thailand, Turkey (Ankara and Istanbul), 
Union of Soviet Socialist Republics. 



ANNEX H 

U N I C 
ILO 
FAO 
U N E S C O 
WHO 
U N I C E F 
TAB4 
U N 
U N H C R 

U N I C 4 
U N I C E F 1 
ILO 1 _ 
U N H C R 1 
U N K R A 1 
U N H C R 

一 

WHO 20 
U N I C 1 
U N I C E F 1 
TAB4 2 
FAO 3 
U N ( E C L A ) 12 
U N I C 3 
W H O / P A S B 
TAR4 

6 
•2 1 /Л. I j 1 

ILO 
О 
5 

U N I C E F 1 
U N I C 1 
U N I C 3 
U N E S C O 3 
TAB4 1 
ICAO 132 
U N H C R 1 

Gaza UNRWAe 12 
Geneva UN 230 

,， UNHCR 2 
ft 

ILO 33 
” FAO 1 
，》 WHO 23 
” WMO 
” ICITOc 1 
” ITU 

TAB 
Guatemala City U N I C E F t* W H O / P A S B 
The Hague UN(ICJ ) a 1 if U N H C R 
Havana U N E S C O 
Istanbul ILO 
Jerusalem TAB4 
Kabul U N I C E F 

” TAB* 2 
Karachi » UNIC 

UNICEF 
2 
2 

» TAB< 2 
Korea UNKRA2 159 

n UNICEF2 2 
Kingston W H O / P A S B 2 

London 

Luxembourg 
Manila 

Mexico City 

Monrovia 
Moscow 
Montevideo 

Montreal 
Munich 
New Delhi 

New York 

aUmted Nations Information Centre. 
bPan-American Sanitary Bureau. 
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cInterim Commission for the International Trade Organizatiwi. 
dInternational Court of Justice. 

Lima U N I C E F 
W H O / P A S B 
ICAO 
ILO 

2 
6 
5 
5 

Cairo 

Calcutta 
Colombo ” 

Copenhagen ” 
a 

Dacca 
Damascus ” 

Djakarta 

El Paso 

U N I C 
U N H C R 
FAO 
U N E S C O 
U N I C E F 
ICAO 
TAB4 
UNRWAe 
U N E S C O 
W H O 
TAB4 
U N I C 
U N I C E F 
WHO 
U N I C E F 
TAB4 
UNRWAe 
U N E S C O 
U N I C 
U N I C E F 
WHO 
TAB4 
W H O / P A S B 

La Paz TAB4 

Addis Ababa ” �» 

Alexandria 
Amman ” 

Ankara 
Asunción 
Athens 

，, 

Bangalore 
Bangkok 

Baghdad 

Beirut 

Berne 
Belgrade 

n 

Bogotá 
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Bonn 
II 

Brazzaville 
n 

Brussels 
Buenos Aires 

U N I C E F 
TAB* 
WHO 
TAB4 
UNRWAe 
TAB< 
TAB< 
U N H C R 
U N I O 
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U N ( E C A F E ) 
U N H C R 
U N I C E F 
FAO 
ICAO 
WHO 
TAB4 
T A B ‘ 
U N I C E F 
U N I C E F 
T A B * 
U N E S C O 
UNWRAe 
U P U 
U N I C 
TAB4 
U N H C R 
U N I C 
TAB4 
U N H C R 
I L O ! 
WHO 
U N I C E F 
U N H C R 
U N I C 
W H O / P A S B b 
TAB< 

Caracas T A B ‘ 

Numbers of staff (excluding technical assistance experte) at offices of the 
United Nations and specialized agencies 

Established posts' Established posts' 
^ Proies- General^ Proies- General^ 

Area Agency stonal Service Total Area Agency sional Service Total 
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S
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0
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F U N D 
B A N K 
U N E S C O 
U N H C R 
I C A O 
W H O 
U N E S C O 

TAB4 
U N I C 
TAB4 

UNKRA2 
I L O i 
T A B ‘ 
U N H C R 
U N I C 
U N ( E C L A ) 
I L O 1 

F A O 
W H O / P A S B 
B A N K 
F U N D 

Patzcuaro 
(Mexico) 
Port-au-Prince 
Prague 
Quito 
Rangoon 

» 

Rio de Janeiro 

United Nations . 
I L O 
W H O (including) 

P A S B ) 
U N E S C O 
F A O 
I C A O 
W M O 
U N K R A 
U N I C E F 

TAB4 
ILOi 
ILOi 
F A O 
U N H C R 
W H O 
U N ( E C L A ) 
F A O 
U N I C E F 
TAB4 
U N I C 
W H O 
U N E S C O 

New York ( c o n / V ) U N K R A 
U N I C E F 
I L O 
F A O 
U N E S C O 
W H O 

” B A N K 
” T A B 

Ottawa I L O 1 

Paris U N I C 
TAA 
U N I C E F 
I L O 1 

10,689 

U N W R A . . . . 
I C I T O / G A T T 
T A B 
I T U 
U P U 
B A N K 
F U N D 

TOTALS 

Rio de Janeiro 
，, 

Rome 

Saigon 
Santiago 

Shanghai 
Singapore 
Sirs-el-Layyan 
Sydney ，， 

n 

Tehran 

Tokyo 

Tripoli (Libya) 
Vienna 
Washington 

iMembers of I L O Branch Office staff recruited m the 
country where office is established are assimilated to members 
of national civil service of corresponding rank. 

2 Staff are on a mission basis. 
3That is, excluding technical assistance experts. 
4 Staf f of T A B are not subject to the salary differential sys-

tem, since they are either on project service appointments, or 

are detailed from established offices or are appointed as local 
recruits under the local salary system. 

6Certain staff of U N E S C O field offices, although paid on the 
basis of local salary rates and included in the figures under 
"General Service", are performing semi-professional duties. 

e T h e figures shown for U N R W A represent internationally 
recruited staff paid on a mission basis. In addition the organi-
zation employs approximately 9,800 area staff who ar« paid 
according to local prevailing rates. 

Summary 
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A N N E X I 

more 

Completed years 
of service 

in the. 
Secretariat 

The maximum grant payable under this plan shall be 
$US2,S00 net for a staff member without dependants 
and $US5,000 net for a staff member with dependants. 

Months of base salary or wage • 
Temporary 

appointments 
vhich i 

Confirmed 
permanent 

appointments 
N o t applicable 
N o t applicable 

3 
3 

woi1 for a 
fixed term and 

unconfirmed 
(probationary) 

permaney 
appointme\ 

nil 
1 

ent 
nts 

2 

A staff member who abandons his post; 
A staff member who is retired under the United 

Nations Joint Staff Pension Fund Regulations. 
(e) Staff members specifically engaged for con-

ference and other short-term service or for service 
with a mission, as consultants, or as experts, and staff 
members who are locally recruited for service in estab-
lished offices away from Headquarters may be paid 
termination indemnity if and as provided in their let-
ters of appointment. 

Repatriation grant 
Regulation 9.4 : The Secretary-General shall estab-

lish a scheme for the payment of repatriation grants 
within the maximum rates and under the conditions 
specified in annex IV to the present regulations. 

Annex IV，paragraph 4 : In principle, the repatri-
ation grant shall be payable to staff members whom 
the Organization is obligated to repatriate, except those 
terminated by summary dismissal. Detailed conditions 
and definitions relating to elieibility shall be determined 
by the Secretary-General. The amount of the grant 
shall vary with the length of service with the United 
Nations (exclusive of periods when an expatriation 
allowance was received). 

The maximum rates payable shall be as follows : 
ber 

Years of 
continuous 

service away 
from home 

country 
A f t e r 2 

" 3 
y e a r s . 

Staff metnb 
with neitht . 

a wife, 
dependent 
husband or 
dependent 

child at 
time of 

termination 
(weeks of 
salary ) 

Staff member 
with a wife, 
dependent 
husband or 
dependent 

child at 
time of 

termination 
(weeks of 

salary ) 

8 
10 
12 

(b) Except as provided in (d) and (e) below, stair 
members who have temporary appointments for a fixed 
term of over six months which are terminated prior to 
the expiration date specified in the letter of appoint-
ment shall be paid five days' indemnity pay for each 
month of uncompleted service, but not less than thirty 
working days' indemnity pay. 

(c) Indemnity pay shall be calculated on the basis 
of the staff member's base salary or wages at the time 
of termination. 

(d) No indemnity payments shall be made to: 
A staff member who resigns, except where termina-

tion notice has been given and the termination date 
agreed upon; 

A staff member who has a temporary appointment 
which is not for a fixed term and which is terminated 
during the first year of service ； 

A staff member who has a temporary appointment 
for a fixed term which is completed on the expiration 
date specified in the letter of appointment ； 

A staff member who is summarily dismissed ; 
1 O t h e r arrangements apply in the case of premature termi-

nation of a fixed-term cont rac t 

Termination indemnity 
Annex III: Staff members whose appointments are 

terminated shall be paid an indemnity in accordance 
with the following provisions : 

(a) Except as provided in (d) and (e) below, the 
following schedule shall apply to members holding 
permanent appointments or temporary appointments 
which are not for a fixed term: 

Scales of termination indemnities and repatriation grants 
Extracts from the Staff Regulations of the United Nations 

A N N E X 

Terms of reference of the International Civil Service Advisory Board 

The tenth session of the Administrative Committee 
on Co-ordination revised the terms of reference of the 
International Civil Service Advisory Board, agreed 
upon at its fourth session, as follows : 

1. A body to be known as the International Civil 
Service Advisory Board along the lines outlined below 
should be established at an early date. The name 
"International Civil Service Advisory Board” is con-

sidered preferable to the name "International Civil Ser-
vice Commission" as used in the General Assembly 
resolution. 

2. The purpose of the Board should be to contribute 
to the improvement of recruitment and related phases 
of personnel administration in all of the international 
organizations through : 

� Advice and interchange of information on meth-

r
 

1
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9
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ods of recruitment and on the means by which appro-
priate standards of recruitment in the Secretariat and 
the specialized agencies may be ensured ； 

(b) Consideration, after consultation with ACC, of 
related phases of personnel administration and advice 
on methods of further assimilating and improving ma-
jor personnel policies in the United Nations and the 
specialized agencies ； 

(c) At the request of an individual agency, pro-
vision of advice or assistance on a personnel problem 
of the agency. 

3. The Board should be advisory and consultative ； 
it should have no responsibility for, or control of, the 
operation of recruitment or related phases of person-
nel administration. Experience might show the desir-
ability at a later date of amending the Board's terms 
of reference to include the possibility of delegation by 
organizations of certain specific operating responsi-
bilities. 

4. The Board should be composed of a Chairman and 
eight (8) other members appointed by the Secretary-
General, with the advice and consent of the Coordina-
tion Committee. 

5. The Board should be a continuing body. Mem-
bers of the Board shall, in the first instance, be appoint-
ed for two years and will be eligible for reappointment. 

6. The members should be appointed in their per-
sonal capacity as individuals who have earned wide 
public trust for judgement, and whose high qualifica-
tions would ensure respect for the Board's advice. 

They should be representative of different regions and 
cultures and bring to the Board diverse experience 
appropriate to its work. They should not be chosen 
or regarded as representatives of organizations. No 
Board member should serve concurrently as a member 
of the Secretariat of the United Nations or any spe-
cialized agency. 

7. Members should be given allowances adequate to 
meet all expenses in connection with Board sessions, 
including compensation for loss of salary, if incurred. 

8. Costs of the Board should be borne in the fol-
lowing manner, subject to review and revision at the 
end of the first year of operation : 

(a) Staff work for the Board shall be done by the 
appropriate part of the United Nations Secretariat ; 

(b) Expenses for meetings of the Board, i.e., travel 
and allowances, shall be shared between the agencies 
and the United Nations on an agreed basis ； 

(c) Expenses incurred in working upon individual 
requests made by an agency on a specific problem shall 
be borne by the agency on a reimbursable basis. 

9. The Board should have two regular meetings 
each year, plus any extraordinary meetings which may 
be convened by the Secretary-General, either on his 
own initiative or at the request of the Co-ordination 
Committee. 

10. Periodic or general reports should be made by 
the Board to the Co-ordination Committee through the 
Secretary-General. 

Printed in U.S.A. 
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W O R L D H E A L T H 
O R G A N I Z A T I O N 

EKECUTIVE B0A?D 

Kirie te eiibli Session 

Prov is ional agenda item 9«10 

ПШ1Ш OF smú i i s s , 
TO STAFF RULES 

1. As shown i n Annex G of docuiuent SB19/51 the estimated net addi t ional 

expenditure under Resular funds for 1957 ar i s ing out of the amendments to the 

Staff Rules anounts to |> 285 Д50. 

2, These are unforoseeie:xpenses, not provided fo r i n the programme and budget 

estimates for 1957，of the type s:cpected to be net by an advance from the 

WorkiiTg Capi ta l Fund under the provisions o£ resolut ion ША9.19, adopted by the 

Ninth World Health Assembly establ ishing the "Working Capi ta l Fund for 1957"Л 

paragraph 2 of which reads as fol lows: 

"2, AUTHORIZES the Director-Gemrals 
� … ” 

(2) to advance such sums i n 1957 as my be necessary to meet 

unforeseen or extraordinary QXpomeSy and to increase the 

relevant Appropriation Section accordingly, provided that 

not more than US¿ 250 0C0 i s usad fo r such purposes^ expept 

that with the pr ior concurrence of the Executive Board a 

t o t a l of UŜ  500 000 may be so used"1 

As w i l l Ъе seen from the above-quoted paragraph of resolut ion ША9Д9, 

there i s an amount of UŜ  250 000 which can Ъе used fo r the purposes indicated 

under the authority vested i n tho Director-General Ъу the il inth World Health 

Assembly only i f pr ior concurrence i s given by the Sxecuti-ve Board. From the 

terms of the Working Capita l Fund resolution^ i t i s clear that the Health Assembly 

intended the Director-General to exercise a part of the authority granted him 

without having to seek the pr ior concurrence of the Board. KowevBr, at th i s 

/ о - 、.：Л 
I ‘' v 
‘î ‘‘ t t 
f • 'v. .•‘ h 
iî t 0 汽 / :¡ 

和 * . ‘‘ 

ORGANISATION MONDIALE 
DE LA SANTÉ 

EB19/51 Add.2 
10 January 1957 

ORICrllIAL: SiULISK 

ALL01TAIÍCES iUID 3E1ISFITS АШ AHEI-mî ITS 
î FINAI'ICIAL IMPLICATIONS FOR 1957 

1
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early date i n 1957 there i s alrer.dy a known der,iand for an advance from the Working 

Capita l Fund of • 2G5 Л50 to meet the obl i rat ions resu l t ing from the amendments 

to the Staff Rule s • There i s also known tc be a further demand on the Fund to 

meet the addit ional estimated experriiture re la t ing to the Eastern Mediterranean 

s i tuat ion, although the t o t a l costs i n 1957 i o r th i s purpose cannot now be 

determined, 1 Furthermore, the Board w i l l not meet again un t i l a f ter the Tenth 

World Health Asseiriblj� Under a l l these c i r curas tance s y therefore, the Director-

General considers i t appropriate to request the Board1s concurrence i n the use 

of $ 250 000 of the Workirjg Capital Fund towards meeting the expenses resul t ing 

from the amendments to the Staff Rules, the required balance of $ 35 450 to be 

ad-vanced from the Fund under the Director-Generalas authority, as given i n the 

f i r s t part of paragraph 2.(2) of resolut ion ША9Д9, 

U. By such an act ion of the Board, the authority of the Director-General w i l l 

be l e f t unimpaired "to advance such suras i n 1957 as may be necessary to meet 

unforeseen or extra ordinary expenses", although the amount avai lable to him for 

such use would be reduced to ^ 214 550, This w i l l enable the Director-General 

to meet from the Working Capita l Fund such addit ional expenditure as w i l l have 

to be incurred i n 1957 i n re la t ion to the Eastern ^diterranean Region as we l l 

as such other demands on the Fund for "unforeseen or extraordinary expenses" as 

may ar ise when the Executive Board i s not i n session during 1957» 

5# For the purpose of reimbursing the Working Capita l Fund for the advance 

of 卷 285 450 referred to above, the D i r e сt or-Go neraly i n accordance with 

paragraph 3 of resolut ion W H A 9 . h a s roade appropriate provision i n h is 

proposed Programme and Budget Estimates for 1958 as revised i n document EB19/55-

See document EB19/56 
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6, I f the Board i s i n agreeinenb with the above proposal i t may wish to adopt 

a resolut ion along the fol lowing l ines4 

"The Executive Board, 

Having considered the proposal of the Director-General for 

f inancing tho addit ional expenses i n 1957 ar i s ing from amendiuents 

to the Staff Rules of the Organization^ • 

Noting that the estimated costs i n 1957 amount to 翁 285 450í 

COUCURS i n the Director-Ge neral1 s proposal to use the sum 

of UŜ  250 000 from the Working Capita l Fund towards ir^eting these 

unforeseen expenses for 1957, i t being understood that the balance 

of $ 35 450 w i l l be advanced from the Fund under the authority of 

the Director-Geгвга! established i n paragraph 2,(2) of resolut ion 

WHA9.19." 


