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Summary

The present report, submitted pursuant to General Assembly resolutions 60/260
and 60/283, provides details on the new human resources framework outlined by the
Secretary-Genera in his report entitled “Investing in the United Nations: for a
stronger Organization worldwide” (A/60/692 and Corr.1). This integrated package of
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reform measures aims at adapting the Organization’s human resources management
framework to meet evolving requirements and to better serve the mandates of
Member States.

The present report provides details on the following proposals contained in the
report of the Secretary-General (A/60/692 and Corr.1):

1. A more proactive, targeted and speedy recruitment system.
2. Anintegrated approach to mobility.
3.  Enhanced career development.
4 Streamlined contractual arrangements and harmonized conditions of service.
7 Strengthened leadership.
22. Staff buyout.
Action requested of the General Assembly is set out in section XI11.
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I ntroduction

1. The 2005 World Summit, in paragraphs 162 and 163 of General Assembly
resolution 60/1, reaffirmed the role of the Secretary-General as the chief
administrative officer of the Organization and requested him to make proposals to
the Assembly on the conditions and measures necessary for him to carry out his
managerial responsibilities effectively. In commending the Secretary-General’'s
previous and ongoing efforts to ensure the effective management of the United
Nations and his commitment to updating the Organization, the Assembly also
emphasized the need to decide on additional reforms to make more efficient use of
the financial and human resources available to the Organization and thus better
comply with its principles, objectives and mandates.

2. In response, in his report entitled “Investing in the United Nations. for a
stronger Organization worldwide” (A/60/692 and Corr.1), the Secretary-General set
out a blueprint for comprehensive management reform which contained proposalsin
seven interrelated areas. people, leadership, information and communications
technology, ways of delivering services, budget and finance, governance, and
change management.

3. The present report, submitted pursuant to General Assembly resolutions
60/260 of 8 May 2006 and 60/283 of 7 July 2006, provides details on the new
human resources framework put forward in that report, particularly with respect to
proposals 1 to 4, 7 and 22. In formulating this report, the Secretary-General has
taken into account the guidance given by the Advisory Committee on Administrative
and Budgetary Questions (see A/60/735) and by the General Assembly in section 11
of resolution 60/260.

4.  Theframework draws on the experience gained from previous reform efforts, a
broad outreach among staff and managers throughout the Organization,
consultations with staff representatives, and discussions with other organizations of
the United Nations system.

5. This integrated package of reforms reflects standards of global best practice
and is aimed at strengthening the current and future human capital of the
Organization. It requires investment in people and processes to ensure that the new
human resources framework, building on reforms to date, will give the Organization
the ability to respond effectively to the evolving requirements of Member States.

Overview
Vision

6. The Secretary-General’s vision is of an independent international civil service
with the highest standards of performance and accountability. The Secretariat of the
future will be an integrated, field-oriented, operational Organization. Its multi-
skilled, versatile and mobile staff will be working across disciplines to fulfil the
Organization’s complex and interrelated mandates in an efficient and cost-effective
manner. It will be known for its high standards of ethics, fairness, transparency and
accountability and its culture of continuous learning, high performance, managerial



A/61/255

excellence and respect for diversity. Headquarters and field staff will be integrated
into one global Secretariat with competitive conditions of service.

7. To achieve this vision, the United Nations will need to reaffirm and
communicate the mission of the Organization, to strengthen the organizational
culture, to renew commitment to core values and ethics and further reform its
human resources management framework to meet the challenges of the future.

Reformsto date

8. In 1997, the Secretary-General in his report entitled “Renewing the United
Nations: a programme for reform” (A/51/950), launched a review of the
management of the Organization’s human resources in order to enhance its
effectiveness and strengthen the international civil service. To this end, in 1998, he
convened a Task Force on Human Resources Management, comprising experts from
the public and private sectors to advise on specific measures and actions for renewal
and change. The subsequent report of the Secretary-General to the General
Assembly (A/53/414) drew extensively on the recommendations of the Task Force,
setting out a vision of organizational change and a programme of action. The need
was recognized for a new culture of empowerment, responsibility, accountability
and continuous learning. Also stressed was the importance of a more strategic role
for human resources management in the Organization in implementing
organizational change.

9. In 2000 the Secretary-General introduced a new organizational human
resources framework based on a series of building blocks for human resources
management reform, which were integrated elements in the drive to improve the
Organization’s delivery of programmes. The focus was on 10 key areas. human
resources planning; streamlined rules and procedures; recruitment, placement and
promotion; mobility; competencies and continuous learning; performance
management; career development; conditions of service; contractual arrangements;
and administration of justice (see A/55/253 and Corr.1).

10. Since that time, significant progress has been made in bringing about the
changes envisioned in these areas. Mgjor achievements to date include the
establishment of a system of human resources planning and monitoring; the
introduction of an electronic performance management system; the streamlining of
rules and procedures and the launching of an electronic Human Resources
Handbook; the establishment of a staff selection system which delegated the
responsibility for selection decisions to department heads; the introduction of a
policy on organizational mobility; the definition of organizational core values and
competencies and their integration into all human resources systems. Further details
on progress made are also reported in the relevant sections of the present report and
in the Secretary-General’s biennial report on human resources management reform.

11. Also in 2000, the Secretary-General convened a high-level Panel on United
Nations Peace Operations (the Brahimi Panel) to undertake a thorough review of the
United Nations peace and security activities and make specific, practical
recommendations for improving future activities, including on human resource
management. Building on the Panel’s recommendations (see A/55/305-S/2000/809),
policy guidance from the legislative bodies and the Office of Human Resources
Management as well as lessons learned, the Department of Peacekeeping Operations
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focused its efforts on improving its ability to meet its mandate to recruit and retain
high-quality civilian staff for United Nations peace operations. Related actions
included human resource requirements forecasting and targeted outreach and
recruitment efforts to identify and build rosters of pre-cleared candidates available
to deploy to United Nations peace operations at short notice; standardizing to the
extent possible mission structures and generic job-profiling to ensure rational
organizational structures that respond to mission mandates and consistent job design
and classification for field missions; and efforts to put in place conditions of service
that offer job security and recognize the arduous requirements of work in field
operations and better enable the Organization to recruit and retain high-quality
civilian personnel for United Nations peace operations.

12. In response to the recommendations of the Brahimi Panel and the
recommendations of the Joint Inspection Unit as approved by the General Assembly
in resolution 58/257, the Department of Peacekeeping Operations has also examined
the evolving nature of United Nations peacekeeping and its impact on human
resources requirements since the early 1990s. That study demonstrated the need to
designate 2,500 career positions for the development of a cadre of highly mobile,
experienced, trained and multi-skilled civilian staff to meet the baseline human
resources requirements of United Nations peace operations. The results of the study
and details of the proposed designation of those 2,500 career positions are set out in
the report of the Secretary-General on the reform of the Field Service category:
investing in meeting the human resources requirements of United Nations peace
operations in the twenty-first century (A/61/255/Add.1).

New challenges and the case for change

13. Success in achieving the ambitious programme of reform set out by the
Secretary-General’s blueprint for change and in meeting the expectations of Member
States and the world community rests, in no small measure, on the quality of the
people who serve the Organization. To maximize the investment in people,
representing 80 per cent of its resources, the United Nations requires modern,
effective human resources systems and an organizational culture that enables staff at
all levels throughout the Organization to contribute to their greatest potential.

14. Despite significant progress, the current human resources management
framework, which was designed for a stable, largely Headquarters-based
environment, has been only partially adapted to accommodate more dynamic field-
based operations. The Organization’s increasingly complex mandates require a new
skill profile to respond to needs in areas as diverse as humanitarian assistance,
peacekeeping, human rights, electoral assistance, counter-terrorism and drugs and
crime, in an integrated way. The Organization needs to be able to recruit, develop
and retain leaders, managers and personnel capable of handling large, complex
multidisciplinary operations with increasingly high budgets. While the United
Nations will always require specialist expertise, there is an increasing need for
multi-skilled, versatile and mobile staff able to work across occupational groups to
enable the Organization to respond in an integrated way to diverse new
requirements.

15. Some 30,000 staff members are now serving in the United Nations Secretariat,
of whom over half are serving in field locations (see annex 1). While all these staff



A/61/255

are international civil servants, they serve under several different contractual
arrangements with different benefits and conditions of service. These arrangements
evolved over time to address special situations, but no longer meet the needs of an
increasingly field-based organization. They have become cumbersome and difficult
to administer, and result in inequitable treatment of staff. In addition, the conditions
of service offered by the United Nations Secretariat to staff serving in the most
difficult locations are less favourable than those offered by the funds and
programmes to their staff, who increasingly work side by side with Secretariat staff.
This is unfair and impedes the Organization’s ability to attract and retain qualified
staff.

16. The Organization’s ability to respond to changing requirements is hampered by
complex, outmoded and fragmented systems and processes. Separate processes for
staff in the field and headquarters duty stations, complex contractual arrangements
and multiple conditions of service are confusing for staff to understand and difficult
to administer. They also work against the development of a global integrated
Secretariat. The existing human resources information technology systems do not
support the demands of a more strategic and integrated approach to human resources
management. The absence of an enterprise resource planning system has contributed
to the proliferation of stand-alone human resources systems, frequently supporting
similar functions and processing the same information. Processes are often labour-
intensive and still largely paper-based. As the systems are rarely integrated,
reporting at a global level becomes a challenge, frequently necessitating manual
consolidation and validation of data from the diverse systems.

17. The Secretary-General’s ability and authority to effectively manage the
Organization as chief administrative officer in accordance with Article 97 of the
Charter of the United Nations are handicapped by multiple, restrictive, and often
contradictory, legislative mandates. Internal justice mechanisms are cumbersome
and need to strike a proper balance between management objectives and the right of
staff members to due process.

18. Despite the improvements introduced in recent years, the Organization's
approach to recruitment is still reactive and slow; on average, 174 days elapse from
the time a vacancy announcement is issued to the time a head of office selects a
candidate. Under the staff selection system, vacancies must be advertised for
60 days, limiting the ability of the Organization to recruit staff to respond promptly
to the requirements of the Organization as they arise. Large numbers of applications
(more than 350,000 per year) are received from applicants, many of whom do not
meet the job requirements. Complex eligibility requirements limit staff, in particular
field staff, from equal consideration for opportunities elsewhere in the Organization,
prevent managers from having access to the broadest pools of talent and reinforce
divisions between field and Headquarters.

19. Increasing staff mobility is essential to augment the Organization's flexibility,
responsiveness and effectiveness. Despite the growing global reach of the
Organization, mobility of staff remains ad hoc and limited. Occupational groups are
often “silos” with limited opportunities for staff to cross over, even in the early
stages of their careers. Difficult and hardship duty stations often face high vacancy
rates in the Professional category, thereby affecting the ability of those offices to
achieve organizational mandates. The overall vacancy rate in missions administered
by the Department of Peacekeeping Operations is between 22 and 26 per cent.
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20. While the Organization’s efforts in recruiting the highest calibre talent from
around the world, particularly through the national competitive examinations, are
significant, insufficient investment has been made in developing and managing that
talent. Investment in staff development remains less than 1 per cent of total staff
costs. Thisisless than in the United Nations funds and programmes and far from the
average of at least 4 per cent in best-practice organizations.

21. The Organization has put in place new leadership, management and
organizational development programmes and assessment and evaluation tools.
However, senior managers are still selected primarily on the basis of their
substantive expertise or political acumen. In some cases, senior leaders who join the
Organization have had little or no prior leadership or managerial experience in a
complex, multicultural environment. The Organization can no longer afford to have
leaders who are only substantive experts. Operating in a complex, multicultural
environment with increasing decentralization and delegation of authority, senior
managers must be leaders of people and managers of resources, information and
change. Management capacity must be strengthened as a key underpinning of
reform.

22. A significant number of staff will reach retirement age over the next five years.
For example, among approximately 7,300 Professional staff with contracts of one
year or longer, 12.7 per cent will reach retirement age by 2010. In particular, this
will have an impact on the number of senior managers at the P-5 (24.2 per cent) and
Director levels (37.7 per cent). These upcoming retirements, combined with possible
buy-out options, will give the Organization the possibility to realign the workforce
in line with future workforce needs. This situation also provides an opportunity for
more proactive workforce and succession planning, and more strategic and
systematic talent management.

23. Creation of a new human resources framework aligned to the needs of the
Secretariat requires building on reforms made to date, and implementing the
integrated package of proposals presented in this report. They must be considered in
a holistic manner as they are all interrelated. The proposals address recruitment and
selection; mobility; career development and support; contractual arrangements and
harmonization of conditions of service in the field; building leadership and
management capacity; and limited staff buyout. Improving the internal justice
system, which is an important aspect of the reform endeavours, is being pursued
through the redesign panel process mandated by the General Assembly, and will be
the subject of a separate report.

24. The new human resources framework is based on the following principles:
« Flexibility to respond to evolving organizational needs
* Clear ethical standards
- Simplicity, clarity and transparency
« Merit-based recruitment and career devel opment
« Compliance with geographical distribution and gender balance mandates
« Accountability of managers and staff
« Integration of Headquarters and field staff into a global Secretariat
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« Strong partnerships between managers and the Office of Human Resources
Management.

Consultations with staff representatives and the staff at large

25. An extensive communication effort with respect to the new human resources
management framework, directed to both management and the staff at large, has
been undertaken since October 2005. Broad outreach was carried out to solicit views
and ideas from staff, managers and staff representatives through a variety of means
including an e-mail to all staff requesting them to express their views on the human
resources policies, regulations and rules. A common thread among the suggestions
received was the need for equity of treatment among staff, as well as for greater
transparency and accountability, and responsiveness to the needs of field operations.
Consultations were also held with interdepartmental focus groups, the United
Nations funds and programmes, and in the context of the interagency Human
Resources Network.

26. Following the issuance of the Secretary-General’s report entitled “Investing in
the United Nations: for a stronger Organization worldwide” in March 2006, an
extensive outreach effort was made to provide staff at large with information and
explanations, to answer questions, and to elicit feedback. Town hall meetings were
held in some 25 departments and duty stations. The report was also discussed in
local joint staff-management advisory mechanisms throughout the Organization.

27. From April to June 2006, the Office of Human Resources Management sent
teams of staff members from 10 different departments or offices and six duty
stations to meet with staff throughout the Secretariat to provide further information
on the reform proposals and to seek further feedback from the staff at large. They
visited 23 duty stations and some 31 offices, including peacekeeping missions.
Some 100 meetings were held, attended by over 5,000 staff. This outreach included
town hall meetings, focus groups, meetings with staff representatives and meetings
with management.

28. All proposals affecting the conditions of service of staff serving in United
Nations peacekeeping operations and special political missions have been the
subject of broad consultations in the context of the Department of Peacekeeping
Operation’'s Working Group on People. The Working Group comprises
representatives of all areas of the Department, representatives of the Department
staff at Headquarters and the President and Vice-President of the Field Staff Union.

29. The Staff Management Coordination Committee, the highest level of formal
consultation between the staff and the management of the United Nations, convened
its twenty-seventh session in June 2006 to discuss the Secretary-General’s human
resources management reform proposals. The Committee is the Secretariat-wide
joint mechanism established by the Secretary-General, in accordance with the Staff
Regulations and Rules, to advise him regarding issues of staff welfare, conditions of
work, and other Organization-wide personnel policies. The full membership, with
the exception of staff representatives from New York, attended the session,
including staff representatives from the Economic Commission for Africa, the
Economic Commission for Latin America and the Caribbean, the Economic and
Social Commission for Asia and the Pacific, the Economic and Social Commission
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for Western Asia, the Field Staff Union, the United Nations Office at Geneva, the
United Nations Office at Nairobi, the United Nations Office at Vienna, the
International Criminal Tribunal for Rwanda, the International Tribunal for the
Former Yugoslavia, the United Nations Children’s Fund, the Office of the United
Nations High Commissioner for Refugees and the United Nations University, and
management representatives from all magjor duty stations. The session included eight
days of extensive discussions.

30. Prior to the twenty-seventh session of the Coordination Committee, the
management posted its reform-related papers on the United Nations Intranet, i Seek.
All staff members were invited to provide feedback either through their
representatives, or to a dedicated e-mail address. This provided further opportunity
to the staff at large to contribute their views. Within a three-week span, the
management papers on iSeek were accessed over 16,000 times, which is
approximately double that of the next most-accessed feature on i Seek.

31. At itstwenty-seventh session, which was conducted in a very constructive and
collaborative manner, the Committee expressed support for the Secretary-General’s
human resources management proposals and made a number of recommendations
with respect to the details of the proposals. The Committee’s recommendations were
accepted by the Secretary-General and are incorporated in the present report.

* * %

32. The details of proposals 1, 2, 3, 4, 7 and 22 contained in the report of the
Secretary-General (A/60/692 and Corr.1) are set out below.

Recruitment and staffing

33. The ability to attract, recruit, select and retain a world class staff is at the heart
of organizational performance and success. The United Nations needs a system that
integrates field and Headquarters staff into one global Secretariat, and realigns staff
profiles with future needs. The overall aim is to build a high-quality, multi-skilled
and mobile workforce, with the highest standards of efficiency, competence and
integrity and with due regard to geographic representation and gender balance.

Previousreforms

34. Pursuant to General Assembly resolution 55/258, a new staff selection system
was implemented in 2002. The system integrated recruitment, selection, promotion
and managed mobility of staff. It led to changes that included the delegation of
selection decisions to programme managers, establishment of central review bodies,
development of generic formats for vacancy announcements for similar jobs, and
rostering of qualified shortlisted candidates for similar jobs. The new system was
the outcome of extensive consultations with staff and management throughout the
Secretariat.

[

The Field Staff Union represents all international staff appointed under the 100 or 300 series of
the Staff Rules who have been recruited specifically for service in peacekeeping and other field
operations, and staff on temporary assignment to those missions.
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35. Some of the main goals of the new system were (@) to change the culture of the
Organization by further empowering staff and managers to discharge their
responsibilities and holding them accountable for their actions and their results;
(b) to develop a more versatile, multi-skilled and experienced international civil
service, on the basis of the predicted needs of the Organization; (c) to select staff on
the basis of merit, demonstrated competencies and performance, through a
competitive process where the paramount consideration is the necessity of securing
the highest standards of efficiency, competence and integrity, with due regard to the
importance of recruiting the staff on as wide a geographical basis as possible and to
the gender distribution goals set by the General Assembly; (d) to ensure that
selection decisions made by the heads of departments or offices are based on
objective, job-related criteria, following confirmation by the new central review
bodies of compliance with the relevant procedures; and (€) to make recruitment and
placement procedures more transparent and timely.

36. Previously, the Organization had engaged in a Secretariat-wide participatory
process to define organizational core values and core competencies — the
combination of skills, attributes and behaviours which are essential for all staff —
as well as the additional managerial competencies required by all those who manage
others. Organizational core values are integrity, professionalism and respect for
diversity. The core competencies include communication, teamwork, planning and
organizing, accountability, creativity, client orientation, commitment to continuous
learning and technological awareness. Managerial competencies are |leadership,
vision, empowering others, building trust, managing performance and
judgement/decision-making. These competencies have been integrated progressively
into all key human resources systems, including recruitment, placement, staff
development and performance appraisal.

37. In support of the goals of the new system, a number of additional changes
were introduced. In the previous system, the responsibility for selection decisions
was diffuse and the selection decision was not made by the manager responsible for
the programme of work. The new system delegated the responsibility and authority
for staff selection to heads of department. Furthermore, heads of department are
required to certify that they have taken into account the Organization’'s policies on
geography and gender targets in making selection decisions.

38. The changes implemented pursuant to resolution 55/258 included the
introduction of central review bodies whose main function is to review the process
of filling vacancies. To comply with the General Assembly’s request to the
Secretary-General in its resolution 59/266 to ensure that the central review bodies
discharge fully and effectively their roles in the staff selection system and to make
proposals to amend the terms of reference of those bodies, the Office of Human
Resources Management has provided training to members of central review bodies,
and issued guidelines to facilitate their work.

39. In accordance with General Assembly resolutions 51/226 and 52/219, staff
serving in peacekeeping and other field missions under the 100 and 300 series of the
Staff Rules and Professional staff appointed to peacekeeping support account posts
at Headquarters are, after having served for at least 12 months, eligible to be
considered for internal vacancies at the P-4 and P-5 levels under established
recruitment criteria and relevant rules.

06-46317



A/61/255

06-46317

40. Building on recommendations made in the report of the Panel on United
Nations Peace Operations (see A/55/305-S/2000/809), as well as policy guidance
from the General Assembly and the Office of Human Resources Management, the
Department of Peacekeeping Operations has developed and maintained a central
roster of pre-cleared civilian candidates available to deploy to United Nations peace
operations at short notice. Internal and external applicants may apply for a range of
different occupational groups, where they are vetted for eligibility and technical
qualifications and maintained in a roster of pre-cleared candidates. Programme
managers in field missions review the roster of pre-cleared candidates, and conduct
competency-based interviews and the comparative evaluation of candidates at the
mission level. This system facilitates the rapid identification, evaluation and
selection of potential candidates, while adhering to the principles of a transparent
and competitive selection process against the same criteria and standards applied
across the Secretariat.

41. An electronic staffing tool, Galaxy, was introduced in 2002 to support the staff
selection system. The availability of Galaxy had a significant effect on the ability of
the Organization to achieve a worldwide reach and led to a marked increase in the
number of applications. More than 350,000 applications have been received
annually. Applications have been received from nationals of 191 Member States.
Galaxy also allowed the process of application and processing to be more efficient
and transparent. In compliance with General Assembly resolutions 57/305 and
59/266, the Secretariat has made efforts to improve the e-staffing tool in order to
deal with the high number of applications, to make it more efficient and user-
friendly, and to develop screening mechanisms.

42. Since 2004, all vacancies in United Nations peace operations are also posted
on the Galaxy website. In accordance with the provisions of General Assembly
resolution 59/266, the Galaxy website has been redesigned to enable applicants to
express their preference on where they would wish to serve when they apply to
generic vacancy announcements which include information on the location of the
various positions. In the case of highly specialized positions or positions that cannot
be filled through rosters, post-specific vacancy announcements are issued for
positions in United Nations peace operations.

43. In order to hold managers more accountable for meeting human resources
mandates and to reinforce human resources management as a key managerial
responsibility, a system of human resources action planning was introduced in 1999.
This system also serves to promote greater consistency in the application of
organizational standards and encourage proactive human resources planning. The
human resources action plan system has institutionalized a process for discussing
and reviewing the performance of heads of department and office in 10 key human
resources management areas, namely, vacancy management, geographical
distribution, gender, mobility, revitalization of the Organization, performance
appraisal, staff development, staff-management relations and welfare, employment
of consultants and contractors, and employment of retirees.

44. The plans constitute the management framework to guide programme
managers in their human resources management activities during the biennium.
Departmental progress is monitored by the Office of Human Resources
Management, which provides departments with the required information, guidance
and assistance. There are two formal stages in this process. a mid-cycle review,
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during which departmental performance on each goal is evaluated, difficulties are
identified and remedial actions considered, as required; and an end-of-cycle review
to assess the degree of success attained. Progress is monitored by the Office of
Human Resources Management and performance is reviewed by the Management
Performance Board. At present, the system covers 28 departments, and it is
envisaged that it will be extended to peacekeeping missions in the near future.

45. Compliance with General Assembly mandates on geographical distribution and
gender balance is a priority. In resolution 59/266 the Assembly requested the
Secretary-General to continue his ongoing efforts to attain equitable geographical
distribution in the Secretariat and to ensure as wide a geographical distribution of
staff as possible in all main departments and offices of the Secretariat. It also
reiterated its request in resolution 57/305 that the Secretary-General set specific
targets and develop a programme for achieving equitable geographical
representation.

46. In response to those requests the Secretary-General has implemented a number
of measures to improve geographical distribution. A main vehicle for improving the
representation of Member States is the national competitive examinations offered to
Member States that are unrepresented, underrepresented or may fall below their
desirable ranges. Other measures include the setting of specific targets in the human
resources action plans to increase the number of recruitments of candidates from
unrepresented and underrepresented Member States; certification by heads of
department and office that they have taken into account the targets in their human
resources action plans with regard to geography, when making selection decisions;
the holding of periodic meetings and briefings with representatives from
unrepresented and underrepresented Member States; organizing special recruitment
missions; requesting unrepresented and underrepresented Member States to identify
national focal points to facilitate collaboration with the Secretariat; designation of a
full-time focal point in the Office of Human Resources Management for
geographical distribution to work with Member States and departments;
enhancements in the Galaxy e-staffing system to highlight candidates from
unrepresented and underrepresented Member States as well as a search function to
help managers identify candidates by nationality.

47. An additional measure intended to reduce the numbers of unrepresented and
underrepresented Member States was a fast-track pilot project, approved by the
General Assembly in its resolution 59/266. The project envisaged establishing a
special roster of candidates, for posts at the P-4 and P-5 levels, from unrepresented
and underrepresented Member States. The candidates would remain on the special
roster until the representation came within the desirable ranges. A total of 319
applications have been received from nationals of nine of the Member States
concerned. At the time of writing of this report, the applications are under review by
programme managers and central review bodies.

48. In resolutions 57/305 and 59/266, the General Assembly requested the
Secretary-General to increase his efforts to attain and monitor the goal of gender
parity in the Secretariat, in particular at senior levels, and in this context to ensure
that women, especialy those from developing countries and countries with
economies in transition, are appropriately represented within the Secretariat.

49. In response to those requests, the Secretary-General has implemented several
measures to hold managers more accountable for meeting gender targets. The
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measures include setting specific gender targets in the human resources action plans
in the light of individual departmental performance with a view to achieving gender
parity; requiring heads of department to certify that geography and gender targets
were taken into consideration in their selection decisions; enhancement of the
Galaxy e-staffing system to include a special feature that highlights women
candidates and a search function to help managers identify candidates by gender. In
addition, a new target was introduced in the human resources action plans to raise
awareness among heads of department about the number of women staff from
developing countries, from countries with economies in transition and from
developed countries.

50. The General Assembly has indicated that movement of staff from the General
Service and related categories to the Professional category should be exclusively
through competitive methods of selection (resolution 33/143). Originaly, the
percentage of posts available for such moves was 30 per cent of appointments at the
P-1 and P-2 levels. By resolution 55/258 the Assembly limited the recruitment of
qualified staff from the General Service and related categories to the Professional
category to up to 10 per cent of the appointments at those levels. In addition, in
accordance with resolution 59/266, from 2005 up to seven successful candidates
from the General Service to Professional examination may be appointed to posts not
subject to geographical distribution at the P-2 level each year. In duty stations with
chronically high vacancy rates, up to three successful candidates from the General
Service to Professional examination may be appointed to P-2 posts each year when
no successful candidates from the national competitive examination are available.

Impact of reformsto date and rationale for change

51. Reforms undertaken in recent years have resulted in greater consistency in
recruitment and staffing through the institutionalizing of organizational standards
and encouragement of proactive human resources planning. They have simplified
and expedited the recruitment process, and broadened the pool of applicants. The
Galaxy system has made the circulation of vacancies more transparent and the
application process more accessible. It has allowed candidates to access the
vacancies online, considerably widening the pool of external applications.
Candidates from 191 Member States have submitted applications through Galaxy.
The increase in the number of applications has, however, created a substantial
increase in screening and administrative processing for managers and administrative
staff.

52. Consistency and objectivity have been enhanced in the review of cases, as the
central review bodies ensure that evaluation criteria are approved prior to the review
of candidates, and that only pre-approved criteria are used to evaluate candidates.
The central review bodies also provide a mechanism to ensure that the process has
been properly applied and that selections are based on pre-approved, objective, job-
related evaluation criteria

53. The organizational core values and core and managerial competencies are now
an integral part of all generic job profiles, vacancy announcements, learning
programmes and the performance appraisal system. Competency-based interviews
are conducted in accordance with evaluation criteria pre-approved by the central
review body, and staff have been trained in competency-based interviewing
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techniques. This has led to a more common approach to the evaluation of
candidates.

54. The use of generic job profiles has introduced more coherence to vacancy
announcements. Generic job profiles provide standard job descriptions that
encompass a large group of related jobs with similar duties and responsibilities,
education, work experience and technical skill requirements, and essential core
competencies. The use of these profiles has contributed to greater standardization,
efficiency, speed and transparency in creating vacancy announcements and
clarifying job expectations.

55. The use of human resources action plans has resulted in enhanced planning,
monitoring and accountability. Progress in meeting organizational goals is now
measured through targets and performance indicators for mandates determined by
the General Assembly, and in areas where organizational performance needs to be
closely monitored. Human resources action plans allow for a more detailed analysis,
on a larger scale and with a wider scope, of the achievements and needs of the
Organization’s workforce.

56. Human resources action plan focal points have been established in all
departments. Progress in the achievement of the action plan goals is evaluated by
measuring the progress made towards achieving targets and indicators established
for those goals. Performance scorecards facilitate strategic monitoring by
departments and the Office of Human Resources Management. An online system
which will improve the monitoring of the implementation of departmental plans will
become operational in the near future. The Office of Human Resources Management
provides assistance to participating departments and offices in data gathering,
analysis and interpretation and the required support in reaching the human resources
action plan goals.

57. In July 2006, the new Management Performance Board reviewed
organizational performance in meeting human resources targets and noted that,
although certain departments had made good progress in attaining the goals, overall
performance continued to fall short of targets particularly in the areas of geography
and gender. The Deputy Secretary-General has followed up with all department
heads, emphasizing their accountability in this regard.

58. Building on the improvements achieved by previous reforms, including the
introduction of the staff selection system in 2002, and the experience gained over
the past four years, further adjustments to the recruitment and staffing process are
required to keep pace with the operational demands placed on the Organization.
Reforms are also needed to make the processes more transparent and to promote
greater equity for staff.

59. The human resources action plan process has indicated that stronger measures
are needed to promote equitable geographical representation and gender balance in
the staff composition, which are essential for a truly diverse international civil
service. During the third planning cycle (2003-2004), the target of increasing
recruitments from unrepresented and underrepresented Member States was met by
19 per cent of departments. The level of representation of Member States has
remained fairly constant over the past five years. As at 30 June 2006, 18 Member
States were unrepresented, 11 were underrepresented, 141 were within range and 21
were overrepresented.
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60. While 56.5 per cent of the candidates recruited through the national
competitive examination from 2001 to 2005 have been female, gender parity has
still to be attained at the Professional and higher levels. As at 30 June 2006, women
constitute only 37.4 per cent of staff in the Professional and higher levels. Among
senior staff gender balance is especially inadequate: 15.4 per cent of under-
secretary-generals, 21.1 per cent of assistant secretary-generals and 30.4 per cent of
D-2s are women. Progress in this area has also been slow; the proportion of women
staff in Professional and higher categories has increased over the past five years,
from 34.9 to 37.4 per cent in 2006.

61. The process for recruitment according to administrative instruction
ST/A1/2002/4 remains too long, with an average of 174 days from the time a
vacancy announcement is issued to the time a candidate is selected. Delays have
been caused, in part, by the increase in the volume of applications following the
introduction of Galaxy and the difficulty of making enhancements to the e-staffing
tool. Galaxy is perceived as not user-friendly, and its lack of integration with the
electronic Performance Appraisal System and the Integrated Management
Information System makes the processing of data and reporting on performance
difficult and time-consuming.

62. Currently, the staff selection system is hampered by excessively complex
internal eligibility requirements that are governed by numerous factors, including
the staff member’s time in post and contractual status; the source of funding of the
post; level, category, length of contract or limitations of service to a particular
office; and whether the staff member has geographical status. This has restricted
career opportunities for staff, and limited the pool of available talent. The
application of eligibility requirements has proved to be administratively time-
consuming and difficult for staff and managers to understand. Their complexity has
undermined the transparency of the system. Eliminating most eligibility
requirements would ensure that selections are based on merit, taking into account
qualifications, experience and competencies.

63. Staff have also expressed concern that the system does not have the required
degree of transparency and that there are insufficient mechanisms to hold managers
accountable. At the twenty-seventh session of the Staff Management Coordination
Committee, it was agreed that, when recommending the selection of a candidate to
the head of department, programme managers would be required to substantiate
their recommendations in writing.

64. The Organization’s rapidly evolving and increasing field activities require
strategic forecasting of human resource needs and targeted, proactive, outreach and
recruitment measures, while ensuring that organizational standards are met and
applied uniformly and transparently. Recruitment of highly qualified, expert and
experienced staff to the 2,500 career Professional and Field Service category
positions will meet the identified baseline human resource requirements for United
Nations peace operations in designated occupational groups. Staff selected for those
career positions would be recruited against Secretariat-wide standards and through
the same recruitment, selection and placement mechanisms. To meet the particular
needs of peacekeeping, they will be subject to rapid deployment to any peace
operation at short notice. Their appointments will not be limited to service in any
mission or in any way.
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65. The implementation of the recommendations of the Brahimi Panel to build
rosters of pre-vetted candidates for selection and rapid deployment to United
Nations peace operations has yielded valuable experience. The lessons learned and
best practices are being applied to refine the systems in place, in particular in terms
of improved forecasting of human resource requirements, outreach and
identification of sources of qualified and experienced candidates; maintaining open-
ended generic vacancy announcements to continually source candidates to meet
areas of sustained need; electronic screening of candidates and improvements in the
process of clearing candidates against the technical requirements of posts;
competency-based interviews; introduction of a central review body mechanism to
review rosters of pre-vetted candidates; and electronic access of field missions to
the rosters of pre-vetted candidates.

66. The standards applicable to the recruitment of Headquarters and field staff are
the same. Moreover as agreed at the twenty-seventh session of the Staff
Management Coordination Committee, a central review body mechanism is being
established for positions in peace operations. Ensuring the consistent application of
recruitment policies and procedures throughout the Secretariat will make it possible
to eliminate current eligibility restrictions that hinder mobility, thus enabling the
essential integration of field and Headquarters staff into one global Secretariat.

Elaboration of proposals

Proposal 1

Proposal 1 provides for the development of a more proactive, targeted
and speedy recruitment system, through:

* More extensive outreach based on strategic workforce planning.
» Use of rosters of pre-screened candidates.

» Establishment of a dedicated recruitment service to support
managers in their selection of staff.

* Reduction of the advertising time for vacancy announcements to
30 days.

» Expedited recruitment processes for surge needs.

» Expanded career opportunities for serving staff and the creation of
a broader pool of talent by eliminating eligibility restrictions based
on contractual status, category, location or duration of service.
This would include eliminating the existing restrictions for
applicants to junior Professional posts that are not subject to the
examination requirements.

» Revision of examinations and job profiles to match current needs.
» Strictly enforced compliance with geography and gender targets.

» Aiming to reduce average recruitment times by one half.
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M or e extensive outreach based on strategic wor kforce planning

67. The Organization will conduct more proactive and targeted recruitment
campaigns to provide information about employment opportunities with the United
Nations and to invite applications. As part of such outreach, the Organization will
approach, for example, academic and policy institutions, professional associations,
non-governmental organizations, women’s associations, and Member States. The
Organization will be more creative in seeking alternative means to disseminate
information about vacancies and to attract the attention of promising candidates.

68. This outreach will be based on strategic and systematic workforce planning,
rather than simply waiting for applications to be sent in response to advertised
vacancies. Strategic workforce planning will be based on a systematic analysis of
the supply and demand requirements, gap analysis, and proposing solutions to
address the gaps between today’s workforce and tomorrow’s needs, while taking
into consideration ongoing departmental efforts undertaken within the human
resources action plan system.

69. Outreach based on organizational needs will enhance the ability of the
Organization to identify and attract the most suitable candidates in a more timely
manner and to ensure that the right people are in the right place at the right time to
accomplish the mandates of the Organization.

Use of roster s of pre-screened candidates

70. In order to expedite recruitment, rosters would be used as the primary
instrument for recruitment, placement and promotion for vacancies throughout the
Secretariat, including in the field. As all steps in the processing of applicants, from
the review of suitability to background checks, will be done before placement on the
roster, the use of rosters will significantly reduce the time from the selection to the
time the candidate can take up functions.

71. On the basis of organizational needs identified through strategic workforce
planning exercises, generic job profiles will be developed and generic vacancy
announcements will be issued for different occupational groups. The qualifications
and competencies of candidates — both serving staff members and external
applicants — will be pre-screened by human resource officers and confirmed by
expert groups. To this end, competency-based interviews will be mandatory for all
positions and all supervisory staff will be required to complete training in
competency-based interviewing. In general, the composition of the expert groups
will be interdepartmental .

72. The central review bodies will endorse the generic vacancy announcements
and the applicable evaluation criteria. At the end of the process, the central review
bodies will review the process leading to proposals for placement on a roster.
Central review bodies will also be established for the recruitment of staff for the
field-based activities. This will ensure more consistency in the application of rules,
policies and procedures for the review and selection of candidates throughout the
Secretariat.

73. Pre-screened candidates will be administratively cleared and placed on rosters
for possible recruitment. The clearance process will include checking of references,
educational background, employment history and internal clearances. This upstream
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work will greatly simplify and speed up the selection of candidates, and allow them
to take up their functions sooner.

74. When avacancy arises, the head of department or office will be able to select a
candidate from the roster for the relevant occupational group. The manager will
conduct interviews with candidates on the roster to determine their suitability for a
particular function. Pre-screened candidates will be ready to be reviewed and
selected, ensuring significant gains in time. The rosters will be periodically
replenished and updated to ensure that staff members have regular opportunities to
apply for jobs, and that those on the roster continue to be available for recruitment.

75. Staff members will be able to apply for placement on rosters, leading to
subsequent selection to posts at the same level or one level higher than their current
level. To give staff an opportunity to apply, generic vacancy announcements will be
issued regularly, in accordance with the Organization’'s strategic needs or upon
request from departments. If selected for a higher-level post, staff members will be
promoted.

Establishment of a recruitment and staffing centre to support managersin their
selection of staff

76. To support managers in the selection of staff and to enhance the
professionalization and consistency of recruitment across the Secretariat, a
dedicated recruitment and staffing centre would be established within the Office of
Human Resources Management to work in partnership with departments. The main
functions of the centre would include building rosters based on strategic workforce
planning, conducting outreach campaigns, identifying high-quality candidates,
undertaking administrative upstream functions, and supporting recruitment through
specific vacancy announcements or temporary recruitment through expedited
selection procedures. In creating rosters, the centre would advertise anticipated
vacancies using generic vacancy announcement. The centre would also monitor the
functioning of central review bodies throughout the Secretariat to ensure the
application of consistent standards across the Organization.

77. The centre would provide support to the entire Secretariat, including
departments and offices with field-based activities. It would be staffed by human
resources professionals who would identify operational needs, provide expert
support in strategic workforce planning, outreach activities, and efficient selection
and recruitment. This would facilitate speedy recruitment and placement of staff
which, in turn, would enable the Organization to meet its operational needs in a
more effective and efficient manner. It would also increase the consistency in
applying rules and policies, and simplify administrative processes.

78. The centre would set and administer the national competitive examination for
entry-level geographic posts in the Professional category and set the standards for
examinations of other types such as pre-employment examinations for General
Service and related categories and other entrance tests.

79. The work of the centre would be complemented by the activities of career
support centres in each duty station which would provide training in areas related to
United Nations core values and core and managerial competences, assist staff in
developing their careers and offer technical assistance on creating résumes,
preparing job applications and participating in interviews.
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Reduction of the advertising time

80. In order to speed up the recruitment process, heads of office or department
would be expected to use rosters as the primary means of filling vacancies. They
would have a strong incentive to do so in view of the rapid recruitment which would
be made possible by the rosters. In cases where posts are highly specialized and
managers are unable to identify a suitable candidate from a roster, specific vacancy
announcements would be issued. The procedures for selecting a candidate after
advertising for a specific post would remain as under the current system, including
the review of evaluation criteria and the process by ajoint body.

81. Asagreed at the twenty-seventh session of the Staff Management Coordination
Committee, generic vacancy announcements would be posted for 60 days, whileit is
proposed that the duration of advertising for specific vacancies would be 30 days.
This reduced advertising time would speed up the process in cases where, owing to
very specialized needs, a manager is not able to select a candidate from the roster
for a specific post to be filled. As approved by the General Assembly in resolution
59/296 (sect. VIII, para. 9), generic vacancy announcements to meet the
international staff requirements of United Nations peace operations are accompanied
by information on the location of the various positions. Vacancy announcements will
have the possibility of not having a closing date, so as to ensure the continuous
ability to replenish rosters.

Expedited recruitment processes for surge needs

82. In order to respond effectively and expeditiously to possible unexpected surge
requirements, heads of department or office would have the discretion to select
candidates from either a roster of pre-screened candidates or from departmental
databases of qualified candidates in accordance with their delegated authority.
Memorandums of understanding could be set up with partner organizations to
identify short-term staff members. Staff members recruited through this process
would be given atemporary appointment for a period of up to one year, or up to two
years in field operations. Staff needed for a longer period would be subject to
successful selection for the roster through the regular recruitment procedures. If not
selected through the competitive process before reaching the maximum period, such
staff members would be separated from service.

Expanded career opportunities for serving staff, and the creation of a broader
pool of talent by eliminating eligibility restrictions

83. In order to expand career opportunities for serving staff and create a broader
pool of talent, internal eligibility restrictions based on contractual status, category,
location or duration of service will be eliminated, so that staff have an equal
opportunity to be considered on merit.

84. It is proposed to eliminate the existing restrictions for applicants to junior
Professional posts that are not subject to geographical distribution. Applications for
P-2 posts not subject to geographical distribution would be accepted from qualified
staff at any level in the General Service and related categories, field staff, and
National Professional Officers. As agreed at the twenty-seventh session of the Staff
Management Coordination Committee, staff selected for those posts would retain
the contractual status they previously held.
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85. Staff in the General Service and related categories would continue to be able to
take the national competitive examination if they are nationals of the countries
concerned and meet the requirements. The G to P examination for movement from
the General Service and related categories to the Professional category would no
longer be held. Posts at the P-2 level subject to geographical distribution and
language posts would continue to be filled through competitive examinations. These
proposals would broaden career opportunities for qualified staff members in the
General Service and related categories, while ensuring that all P-2 posts subject to
geographical distribution are available for the national competitive examinations.

Revision of examinations and job profilesto match current needs

86. All existing generic job profiles will be systematically reviewed to ensure that
they meet organizational needs and facilitate mobility across functions by valuing
experience in related occupations. The endorsement of generic vacancy
announcements and the applicable evaluation criteria will be done by a central
review body in advance, thus avoiding the need for further review. The grading
guidelines will also be reviewed in order to ensure consistency in organizational
structures across the Secretariat and adequate recognition of different types of
gualifications and experience, including service in the field. The process for national
competitive examinations will be adjusted where required in order to ensure that
junior Professional staff recruited through examinations have the versatility and the
potential to work in changing environments, including across occupational groups.

Strictly enforced compliance with geography and gender targets

87. In order to meet organizational mandates to improve geographic distribution
and gender balance, overall compliance with geography and gender targets will be
addressed at the time of individual selection decisions. As agreed at the twenty-
seventh session of the Staff Management Coordination Committee, programme
managers will be required to substantiate in writing the recommendation for a
selection of a candidate to a head of department. Heads of department will have to
certify that the geography and gender targets as set out in their respective human
resources action plans were taken into account in selection decisions. In cases where
department heads, particularly those who are not meeting departmental targets for
geography and gender, recommend an external candidate from an overrepresented
Member State or a male candidate where there is an equally qualified female
candidate, the recommendation will need to be justified to and approved by the
Office of Human Resources Management.

88. In order to speed up the placement of candidates successful in national
competitive examinations, the placement will be managed centrally by the Office of
Human Resources Management. To protect the career prospects of staff recruited
through the national competitive examinations process, managers who intend to
select external candidates at the P-3 level will be required to justify the selection to
the Office of Human Resources Management when internal candidates are available.

89. As part of workforce planning, the Office of Human Resources Management
will be able to identify the Member States that might fall below their desirable
ranges so as to engage in more proactive outreach. In addition, to support and
strengthen compliance with geography targets it is proposed that the fast-track
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concept, which was authorized by the General Assembly for a trial period of two
years, be mainstreamed as an ongoing mechanism.

90. In cooperation with the Office of the Special Adviser on Gender Issues and
Advancement of Women and heads of department or office, outreach strategies will
expand the pool of qualified women candidates, especially for senior positions and
in occupational groups where women are seriously underrepresented. Selection of
candidates in departments and offices with significant gender disparity, where
gender representation is below the target indicated in the human resources action
plan for at least two consecutive years, will be closely monitored and addressed
through the Management Performance Board.

Aiming to reduce average recr uitment times by half

91. The proposals detailed in this report are designed to significantly reduce
recruitment times. By using strategic workforce planning, the Organization’s needs
will be identified in the short, medium and long term. The recruitment system will
be streamlined to facilitate more speedy recruitment through the use of rosters as the
primary means of recruitment. Specific vacancies for which managers were unable
to identify a suitable candidate from a roster would be advertised for 30 days only.
All of these proposals are aimed at reducing the current recruitment time of 174
days by one half.

92. While the proposed measures would contribute to the reduction of recruitment
time, it should be noted that the review of the system?2 has revealed the considerable
variation in time taken between departments and duty stations, and among
individual managers. Monitoring of managerial and departmental performance in
recruitment and selection will help to identify bottlenecks. In addition, enhanced
training for managers and review bodies will contribute to alleviating current
deficiencies. This will include mandatory competency-based interview training, as
agreed at the twenty-seventh session of the Staff Management Coordination
Committee.

Expected impact of proposals

93. Proactive and strategic recruitment will enhance the Organization’s ability to
attract and retain high-quality staff who meet organizational standards. While the
norm will be recruitment through rosters, the principles of competition and
transparency will be applied regardless of the means used, including for surge
requirements.

94. The proposals on recruitment and staffing will give the Organization important
tools to expedite and streamline the staff selection process. They are based on the
premise of transparency, simplicity, and flexibility to meet a variety of staffing
needs. They seek to take full advantage of upstream work done by the Office of
Human Resources Management, programme managers and review bodies, so as to
avoid duplication of effort and minimize administrative delays.

95. Common recruitment and staffing functions will facilitate more consistent
application of organizational standards throughout the Secretariat, thus enabling the
Organization to fully benefit from its global pool of talent. In addition, this common

2 Biennial report of the Secretary-General on human resources management reform.
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function will support better workforce planning and overview of the staffing
situation and needs, including in field operations. It will allow the Organization to
be proactive and strategic in identifying candidates whose profiles meet the needs.

96. Streamlining of the administrative process, including the preparation and
review of vacancy announcements and evaluation criteria, and upstreaming of
substantive and administrative review, will shorten the time required to fill a
vacancy. This will help to reduce the high vacancy rates that prevail in certain duty
stations and field operations, as candidates would be reassigned or brought on board
with minimum delay. It will also allow for rapid deployment of personnel, which is
frequently critical to the success of field operations.

97. The proposed measures of strategic planning, targeted outreach activities and
close monitoring of performance through human resources action plans will enhance
the Organization's ability to meet geographical distribution and gender equity
mandates set by the General Assembly.

Required changesto the Staff Regulations and Rules

98. No changes in the Staff Regulations would be necessary to implement the
proposals. Staff rule 104.14 would be amended to provide for an expedited
recruitment process for surge needs and to expand the competence of central review
bodies to the recruitment of all staff at the G-5 level and above recruited for a fixed-
term appointment of one year or longer. Staff rule 104.15 would also be amended to
permit promotion of staff in the General Service and related categories to non-
geographical posts.

Impact of proposals on therole and authority of the central human resources
function

99. Asrequested by the General Assembly, the proposed measures will strengthen
the central role of the Office of Human Resources Management in the management
of the Organization’s human resources. The Office will be able to conduct and
support strategic workforce planning in collaboration with departments, and to have
a better overview of the staffing situation and staffing needs, including in field
operations. The measures will also ensure a more consistent application of rules,
policies and tools in the context of a more integrated Secretariat and enable the
Office to spend less time on processing and more on policy-setting and monitoring.

100. The Office of Human Resources Management will have a stronger role in
supporting the Secretary-General in holding heads of department accountable for
their selection decisions and for meeting geography and gender targets. The
Assistant Secretary-General for Human Resources Management will have the
authority to place candidates from the roster of those who were successful in the
national competitive examination for P-2 posts. In cases where a department head
recommends an external candidate from an overrepresented Member State or a male
candidate where there is an equally qualified female candidate, the recommendation
will need to be justified to and approved by the Office of Human Resources
Management, except for mission posts and posts located in an office, fund or
programme whose executive head has received specific appointment and promotion
authority, such as the United Nations Environment Programme (UNEP), the United
Nations Office on Drugs and Crime or the Office of Internal Oversight Services. To
protect the career prospects of staff recruited through the national competitive
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examinations process, managers who wish to select external candidates at the P-3
level will be required to justify that recommendation to the Office of Human
Resources Management when internal candidates are available.

101. Through the human resources action plan system, the Assistant Secretary-
General for Human Resources Management will monitor compliance with the
requirements of delegated authority by heads of department. In cases where
delegated authority in the management of human resources has been improperly
exercised, the Assistant Secretary-General for Human Resources Management
would, through the Management Performance Board, advise the Secretary-General,
who could limit or withdraw delegated authority.

Specific accountability measures

102. Managers, the Office of Human Resources Management, central review bodies
and staff all have responsibility for ensuring effective and efficient implementation
of the proposed recruitment and staffing system. Accountability measures are as
follows:

Managers

103. Heads of department and office have delegated authority for recruitment and
placement and, together with their programme managers, remain responsible for
ensuring that the vacant posts are filled in a timely manner, by the most suitable
candidate, and in accordance with the organizational mandates, principles and
standards. Managers are responsible for ensuring compliance with the policies on
selection and mobility, and for releasing staff in a timely manner.

104. As agreed at the twenty-seventh session of the Staff Management Coordination
Committee, when recommending the selection of a candidate to a head of
department, programme managers will be required to substantiate the
recommendation in writing. In cases where department heads, particularly those
who are not meeting departmental targets for geography and gender, recommend an
external candidate from an overrepresented Member State or a male candidate where
there is an equally qualified female candidate, the recommendation will need to be
justified to and approved by the Office of Human Resources Management, except
for mission posts and posts located in an office, fund or programme whose executive
head has received specific appointment and promotion authority, such as UNEP, the
United Nations Office on Drugs and Crime or the Office of Internal Oversight
Services. Moreover, managers who wish to select external candidates for P-3
positions over internal ones will be required to justify that recommendation to the
Office of Human Resources Management.

105. Heads of department are accountable to the Secretary-General for meeting the
targets in their human resources action plans, including on geography and gender.

106. In cases where delegated authority in the management of human resources has
been improperly exercised, the delegation of authority may be limited or withdrawn
by the Secretary-General.

Management Performance Board

107. Managerial performance in human resources management is reviewed by the
Management Performance Board, chaired by the Deputy Secretary-General, which
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serves as an instrument of managerial accountability at the highest levels.
Compliance with mandates on equitable geographical distribution and gender
balance set by the General Assembly are key performance indicators in the
management performance plans of department heads. The Management Performance
Board can report cases of hon-compliance to the Secretary-General for action.

Office of Human Resources Management

108. The role of the Office of Human Resources Management will be strengthened
in supporting the Secretary-General in holding programme managers accountable
for their selection decision. In cases where department heads, particularly those who
are not meeting departmental targets for geography and gender, recommend an
external candidate from an overrepresented Member State or a male candidate where
there is an equally qualified female candidate, the recommendation will need to be
justified to and approved by the Office of Human Resources Management, except
for mission posts and posts located in an office, fund or programme whose executive
head has received specific appointment and promotion authority, such as UNEP, the
United Nations Office on Drugs and Crime or the Office of Internal Oversight
Services. Moreover, managers who wish to select external candidates for P-3
positions over internal ones will be required to justify that recommendation to the
Office of Human Resources Management.

109. The Office of Human Resources Management will continue to provide
clearance for candidates being proposed for significant functions in human
resources management. In the event that clearance is not given to a staff member
being proposed for significant functions in human resources management, an
explanation will be provided to the staff member. Furthermore, staff members who
were interviewed but not selected will be informed that they have not been sel ected.

Department of Management

110. As at present, the Department of Management will continue to provide
clearance for candidates being proposed for significant functions in other areas of
administration. As agreed at the twenty-seventh session of the Staff Management
Coordination Committee, in the event that clearance is not given to a staff member
being proposed for significant functions in other areas of administration subject to
clearance from the Department of Management, an explanation will be provided to
the staff member.

Central review bodies

111. The central review bodies will continue to perform a key monitoring role by
ensuring that the proposals made by departments or offices are reasoned and
objectively justifiable on the basis of the pre-approved evaluation criteria and by
reviewing the record to determine whether it indicates the existence of a mistake of
fact, a mistake of law or procedure, prejudice or improper motive that could have
prevented a full and fair consideration of the requisite qualifications and experience
of the candidates. They will continue to review evaluation criteria for all vacancy
announcements, including generic announcements, in advance of advertisement or
posting, and to review the recommendations to make sure that the process was
properly followed before placement on the roster or selection for specific vacancies.
Expansion of the use of central review bodies for staff not currently governed by
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this mechanism will be a major factor in ensuring consistency in the application of
recruitment procedures and standards.

Saff

112. Staff members are responsible for being proactive in the development of their
own careers, for example, by taking the steps to upgrade their skills, to apply for
inclusion on rosters, to review regularly the compendium of vacancies and to update
periodically their personal information on the rosters. Staff should make proactive
use of the staffing system to move periodically to new positions, organizational
units, departments or occupational groups.

Timeline for implementation

113. The full implementation of the recruitment and staffing strategy would be done
in a phased manner over athree-year period. The relevant changes to the Staff Rules
and development of administrative issuances for the new recruitment and staffing
system would be completed within 12 months of approval.

114. The development of a proactive recruitment strategy and the establishment of a
recruitment and staffing centre would take approximately one year, provided that the
appropriate resources are available and the required information and communication
technology infrastructure is in place. The development of rosters could begin as
soon as the procedures are in place, the aim being full implementation of the new
system at the end of three years.

Resource implications

115. As indicated above, the implementation of these reform proposals will be
carried out over a three-year period (2007-2009). During the transition period, the
Office of Human Resources Management intends to conduct a detailed review of
existing structures and capacities relating to recruitment and staffing with a view to
realigning its organizational structure to reflect the requirements of the new reform
proposals.

116. To facilitate the implementation of the proposal outlined above, a recruitment
and staffing centre would be established. The main functions of the recruitment and
staffing centre would include building rosters based on strategic workforce
planning, conducting outreach campaigns, identifying high-quality candidates
through targeted recruitment campaigns, and undertaking administrative upstream
functions. To undertake these functions in an efficient and effective manner, the
Organization would require development and expansion of current skills sets,
rearrangement of business processes and enhancement of information technology
systems.

117. Given the envisaged strategic functions of the new recruitment and staffing
centre, additional resources for the transition period of 2007-2009 will be required.
The total additional resource requirements for the first year of the transitional period
are estimated at $1,390,300. The amount is sought under the programme budget for
the biennium 2006-2007 ($709,400) and the support account for peacekeeping
operations for the period from 1 July 2006 to 30 June 2007 ($366,100). The
remaining amount under the support account for 2007 would be sought under the
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proposed budget for the support account for peacekeeping operations for the period
from 1 July 2007 to 30 June 2008 ($314,800).

118. Upon the establishment of the centre, one D-2 post would be required to lead,
manage and coordinate the activities of the centre, including working with heads of
department and forging partnerships for sourcing of potential candidates. It is
proposed to submit to the General Assembly in the context of the proposed
programme budget for the biennium 2008-2009 such requirements with regard to
that post as may be necessary and any realignment of resources arising from the
preliminary assessment of the organizational structure in the Office of Human
Resources Management.

119. The total requirements for general temporary assistance for 2007 to establish
the new recruitment and staffing centre during the initial transitional period amount
to $500,600, reflecting the equivalent of one P-5, one P-4 and two General Service
(Other level) positions. Of this amount, $263,600 is sought under section 28C,
Office of Human Resources Management, of the programme budget for the
biennium 2006-2007 for one P-5 and one General Service (Other level) positions. In
addition resources would be required from the support account for peacekeeping
operations for the period ending 30 June 2007 ($118,500) for one P-4 and one
General Service (Other level) positions and the balance for 2007 would be sought in
the context of the proposed budget for the support account for peacekeeping
operations for the period from 1 July 2007 to 30 June 2008 ($118,500).

120. In addition, non-post resources amounting to $889,700 are required for 2007,
to be shared between the programme budget for the biennium 2006-2007 ($445,800)
and the support account for peacekeeping operations ($247,600) for the period
ending 30 June 2007 and subsequently in the context of the budget for the support
account for the period from 1 July 2007 to 30 June 2008 ($196,300). Of this
amount, total requirements of $250,000 relate to consultancy service, to provide
expertise in mapping out a new set of business processes and to assist in the setting-
up of the various facets of the operations of the centre. For the advertising and
outreach campaigns planned in 2007 with a view to improving geographical
distribution and gender balance the anticipated cost is $300,000. Recruitment
campaigns will be conducted in unrepresented and underrepresented countries. The
expected travel costs for the recruitment campaigns are $180,000. Requirements
relating to common services such as rental of office accommodation,
communications and supplies would total $159,700.

Action requested of the General Assembly

121. The General Assembly isrequested:

(@ To approve the reduction of the advertising time for vacancy
announcements from 60 to 30 days for specific vacancies;

(b) Also to approve the elimination of eligibility restrictions based on
category in order to provide greater opportunities for staff in the General
Service and related categories to be promoted to posts not subject to
geographical distribution at the P-2 level through a competitive process;

(c) To note that the trial period for the special roster authorized by the
General Assembly in resolution 59/266 will expire in December 2006 and to
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authorize the Secretary-General to continue the use of the special roster for
posts at the P-4 and P-5 levels with a view to improving the geographical
representation of unrepresented and underrepresented Member States until
such Member States are within their desirable ranges;

(d) To appropriate a total amount under the programme budget for the
biennium 2006-2007 of $755,200, comprising $638,400 under section 28C,
Office of Human Resour ces Management, $71,000 under section 28D, Office of
Central Support Services, and $45,800 under section 35, Staff assessment, to be
offset by an equivalent amount under income section 1, Income from staff
assessment;

() To grant the Secretary-General commitment authority for the
requirements relating to the strategic functions of the new recruitment centre
estimated at $366,100 (net of staff assessment) under the budget for the support
account for peacekeeping operations for the period ending 30 June 2007 and to
report in the context of the performance report for the support account for
peacek eeping operations for the period from 1 July 2006 to 30 June 2007;

(f) To note that further requirements relating to the transitional period
including the establishment of a post of head of the recruitment centre at the D-
2 level, will be considered in the context of the proposed programme budget for
the biennium 2008-2009, as appropriate, and the proposed budget for the
support account for peacekeeping operations for the period from 1 July 2007 to
30 June 2008.

M obility

122. In the past 20 years, the Organization has experienced a dramatic expansion in
operations, budgets and functions. The mobility of staff is essential to creating a
more versatile, multi-skilled and experienced international civil service capable of
fulfilling both the standing requirements of Headquarters programmes and the
complex mandates of field activities.

Previousreforms

123. The General Assembly has long recognized the value of staff mobility in the
Organization and regarded the requirement for mobility as one of the essential
elements of contractual status of staff (resolution 55/258, sect. V). Moreover, staff
regulation 1.2 (c) specifically provides that staff are subject to assignment by the
Secretary-General to any of the activities or offices of the United Nations.
Nevertheless, the principle of mobility as a fundamental cornerstone of service with
the United Nations has yet to be fully integrated into the organizational culture.

124. Beginning in January 2000, staff at the P-2 level recruited through the national
competitive examinations or promoted through the G to P examinations have been
subject to managed reassignment during their first five years of service. In offers
and letters of appointment, candidates are now informed that when accepting a post
in the Organization, they will be expected to move to a different post with new
functions and supervision, in the same or a different department or duty station,
after two or three years in their first assignment. The Office of Human Resources
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Management conducts a central matching exercise taking into account the criteria
established by managers, the needs of the Organization, and the qualifications and
preferences of staff.

125. All new junior Professional staff receive ongoing support for their careers and,
in particular, for mobility. They attend a week-long special orientation programme,
which includes mobility preparedness and assignment of a mentor. They also
participate in ongoing follow-up development programmes, career support
workshops and career counselling.

126. Building on the experience with P-2 mobility, a more comprehensive mobility
policy was introduced in 2002, following extensive discussions in the Staff
Management Coordination Committee. The policy was designed to stimulate the
mobility of 100 series staff as an essential element of career development, as well as
to ensure that postsin all duty stations would be filled with experienced and skilled
staff. Under this policy, mobility was defined broadly to include movement across
functions, occupational groups, departments, duty stations and organizations of the
United Nations system. Post occupancy limits were placed on all posts (a maximum
of five years for posts from G-5 to P-5 levels, except for posts at the P-2 level; and
six years for posts at the D-1 and D-2 levels), and will become effective in May
2007.

127. In order to link mobility to career progression, the staff selection system
requires two lateral moves prior to promotion to the P-5 level, or one lateral move if
the staff member has served in a designated duty station with high vacancy rates or
was initially appointed at the P-4 level. In 2005-2006, voluntary lateral
reassignment programmes were piloted for staff at the P-3, P-4 and P-5 levels and
the G-5, G-6 and G-7 levels.

128. In defining and developing the mobility policy, full consideration has been
given to the guidance of the General Assembly, as set out in paragraph 49 of
resolution 57/305 and affirmed in resolution 59/266 (sect. VIII, para. 2), in which
the Secretary-General was requested to ensure that:

- Mobility does not negatively affect the continuity and the quality of services
and the institutional memory and capacity of the Organization. To that end,
knowledge management best practice has been examined and will be shared.
Initiatives have included rotating staff through different assignments to expand
the knowledge base and broaden the shared institutional memory.

* Mobility does not lead to the transfer or abolition of posts as a result of
vacancies. The Office of Human Resources Management has emphasized that
mobility is intended to facilitate the movement of staff and should not be
linked to the transfer or abolition of posts.

» Mobility has a positive impact in filling existing high vacancy rates at some
United Nations duty stations and regional commissions. Accordingly,
incentives have been created to encourage mobility to duty stations with high
vacancy rates, for example, by requiring only one, as opposed to two, lateral
moves for promotion to the P-5 level where there has been service in Nairobi
or aregional commission other than the Economic Commission for Europe for
two years.
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e There is a clear differentiation between mobility within duty stations and
mobility across duty stations, and that the latter is a more important factor in
career development. Again, the policy of requiring only one lateral move for
promotion to the P-5 level where there has been service in certain duty stations
isintended to give greater weight to mobility across duty stations.

» Mobility is encouraged for all posts in the Professional and higher categories.
The mobility policy reflects this approach, as post occupancy limits have been
placed on all posts at the Professional and higher categories up to the D-2
level.

129. A detailed strategy was put in place to implement the organizational mobility
policy. The first two phases of the strategy have been completed. The first phase
(2002-2004) involved introducing the concept of mobility, promoting organizational
change, and creating the programmes and mechanisms to prepare and support staff.
The second phase of refining the mobility policy and a strategic implementation
plan, and developing the information technology (IT) infrastructure to support
mobility, was completed in 2005. Further refinements to the policy and
infrastructure and awareness-building are continuing during the third phase. The
final phase of implementing managed mobility for staff other than those at the P-2
level will begin in 2007.

130. Initiatives which have been taken to support staff in preparing for mobility
include (@) training programmes to introduce the new staff selection system and
mobility policy to staff at all levels at all duty stations; (b) workshops for staff and
managers on career planning; (c) the establishment of Career Resource Centres in
all major duty stations; (d) a revised e-PAS which includes a career development
goal, a learning goal and expression of interest in mission assignment; and (e) the
issuance online of generic job profiles covering the mgjority of Professional posts
and General Service posts (G-5 and higher), to clarify job expectations.

131. Staff surveys indicate that a critical obstacle to mobility is the serious
difficulty faced by dual-career families. Recognizing that incentives alone will not
be sufficient to encourage mobility unless progress can be made in addressing
obstacles to mobility, the Organization has undertaken some efforts to examine and
address work and life issues.

Impact of reformsto date and rationale for change

132. Prior to the introduction of the managed reassignment programmes for P-2
staff and the mobility policy, which established mobility as an integral part of
careers at the United Nations, mobility was largely ad hoc and mobility mechanisms
were fragmented and weak.

133. Since 2000, major progress has been made in managed reassignment and
voluntary reassignment programmes for P-2 staff, resulting in the movement of 196
staff members. Among these, almost one half were promoted or obtained lateral
moves on their own initiative. While the programmes were initially met with some
reluctance when introduced in 2000, over the years there has been a growing
acceptance and willingness to participate in the programmes, on the part of both
staff members and programme managers. The experience of these programmes
showed that, when P-2 staff were aware that they would be required to participate in
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a mandatory managed mobility programme, almost half took the initiative to move
on their own before the time when they would otherwise be due to move. As a
result, the Office of Human Resources Management had to move only 40 per cent of
eligible P-2 staff in a centrally managed programme.

134. Progress has been made towards creating an organizational culture where
mobility is accepted as an essential element of international civil service. For
example, records on staff mobility in 25 departments show an increase from 10.8
per cent in 2002, when the policy was first introduced, to 15.3 per cent in 2005.
Nevertheless, full and effective implementation of the mobility policy remains a
significant challenge. The numbers of international Professional staff are large, and
the sizes of locations where they serve differ. There are at least 23 occupational
groups, not all of which are replicated in all duty stations. Some of the Professional
staff are highly specialized and based only in certain locations. These factors make
the administration of mobility complex and substantially different from the situation
prevailing in the United Nations funds and programmes, and make straight forward
rotation not feasible.

135. Much can and should be done to improve mobility, however. The current
policy applies only to a limited number of staff recruited under the 100 series of the
Staff Rules. The Organization cannot fully utilize the valuable experience, skills and
knowledge of large numbers of staff, as the policy does not apply to the majority of
staff serving in the field who are recruited under the 200 and 300 series of the Staff
Rules. In addition, the limits on the number of staff in the General Service and
related categories who may serve in United Nations peace operations, as set out in
General Assembly resolutions 59/266 and 59/296, create further restrictions and
have further challenged the ability to staff peacekeeping missions. As a result of the
effort to meet the 5 per cent limit imposed by the General Assembly in resolution
59/269, recruitment efforts had to be undertaken to fill some additional 200
vacancies, because of the need to return General Service staff concerned to their
parent duty stations.

136. All United Nations staff should have equal access to opportunities in the
Organization as well as equal responsibility to share the burden of service in
hardship duty stations, and contribute their services to challenging field activities.
The increasingly integrated nature of the Organization’s work in the field, evidenced
most clearly by Security Council mandates for “integrated” United Nations peace
operations, demands a workforce that has an integrated Headquarters and field
perspective and is able to work collaboratively with staff of the United Nations
agencies, funds and programmes.

137. The integrated nature of work makes movement within the United Nations
common system more important, but the current policies do not provide for easy
movement throughout the system. Inter-agency movement is further jeopardized by
unequal conditions of service, as the funds and programmes offer better compensation
packages which also improve work/life balance in non-family duty stations.

138. The Organization has established links with Partnerjob.com, an association of
companies and organizations with mobile employees which provides a database for
résumés and job openings to help find jobs for employees’ spouses and partners, and
the Permits Foundation, an association of international companies working together
to encourage Governments to relax work permit regulations to assist with expatriate
spouse employment. The United Nations has also participated in an inter-agency
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project fostered by the United Nations Development Group to establish expatriate
spouse support networks at field duty stations. However, additional measures are
required to address this major concern.

139. Building on experience to date, further action is needed to strengthen the
organizational mobility policy to ensure that it meets both the needs of the
Organization and individual staff members, and to put in place the necessary
information technology structure and support.

Elaboration of proposals

Proposal 2
Proposal 2 calls for amore integrated approach to mobility, including:

* Authority for the Secretary-General to move staff members
wherever they are needed.

» Strict enforcement of current post occupancy limits, designation of
a majority of international Professional posts as rotational, and
integration of Headquarters and field operations into an
Organization-wide mobility programme.

» Expanded training and improved work/life conditions — the
training budget should initially be doubled — costing an additional
$10 million per annum.

» Greater opportunities for General Service mobility.

Authority for the Secretary-General to move staff memberswherever they are
needed

140. Critical to the most effective use of the Organization’s human resources is the
Secretary-General’s authority under staff regulation 1.2 (c)3 to move staff members
to any of the activities or offices of the United Nations, inclusive of departments,
offices and field missions, in the interests of the Organization. The General
Assembly in resolution 51/226 limited the discretionary power of the Secretary-
General of appointment and promotion outside the established procedures to his
Executive Office and the Under-Secretary-General and Assistant Secretary-General
levels, as well as special envoys at al levels, while in resolution 59/266 the
Assembly recognized the authority of the Secretary-General to assign and deploy
staff according to the operational needs of the Organization. The Secretary-
General’s authority to move staff members wherever they are needed to meet
organizational requirements should be recognized and respected. As clarified at the
twenty-seventh session of the Staff Management Coordination Committee, the
discretionary power of the Secretary-General to assign staff members to any of the
activities or offices of the Organization must be exercised properly, that is, without
mistake of fact or law, prejudice or improper motive.

3 “Staff members are subject to the authority of the Secretary-General and to assignment by him
or her to any of the activities or offices of the United Nations.”
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Strict enforcement of current post occupancy limits

141. The current provisions for post occupancy limits of five years for posts from
G-5 to P-5 levels (except for posts at the P-2 level where there is a managed
reassignment after two to three years in post) and six years for posts at the D-1 and
D-2 levels, will be strictly enforced. When a staff member has reached his or her
post occupancy limit, the post will be included in a mobility compendium and he or
she will be required to move to another function, occupational group, department or
duty station; the mobility requirement can also be fulfilled by movement to another
agency of the United Nations system.

142. As a general rule, international posts will be designated as rotational in a
global context, and the posts at the G-5 to G-7 levels will be rotational within the
duty station. A limited number of posts which involve the performance of highly
specialized and/or location-specific functions may be designated as non-rotational.
The designation will be made by the Office of Human Resources Management in
consultation with department heads.

143. Starting in May 2007, managed mobility will be implemented in a gradual and
phased manner so as to maintain continuity and quality of service, starting with staff
at the P-3 and G-7 levels, from May to October 2007; staff at the P-4 and G-6
levels, from November 2007 to April 2008; staff at the P-5 and G-5 levels, from
May to October 2008; and staff at the D-1 and D-2 levels in November 2008.
Managed reassignment exercises will have four main phases. (a) the establishment
of a compendium, listing posts encumbered by participating staff members who
have reached their post occupancy limit; (b) the application by staff members to
posts in the compendium; (c) the review and evaluation of applications by
programme managers; and (d) a matching exercise of participants for posts in the
compendium, conducted by the Office of Human Resources Management after
evaluation by the programme managers.

144. Staff members or managers may request a delay in the placement of a post on
the compendium, if there are legitimate reasons to do so relating to personal
hardship or organizational interests. The requests will be examined by the Office of
Human Resources Management and granted only in exceptional cases. In certain
special situations, staff members may be exempt from mobility and/or have their
move deferred for a specified period — normally not more than one year. When
applying to the compendium, staff will be provided an opportunity to express their
preferences for posts or locations. While those preferences will not be binding, they
will be taken into consideration to the greatest extent possible when deciding on
individual moves.

145. To respond to the request of the General Assembly that geographical mobility
should be a more important factor in career development, geographical mobility or
service at afield mission or another agency, in the same or a different duty station,
for at least one year will also be introduced as precondition for promotion to the P-5
level and above. This will help to ensure that by the time a staff member has reached
the P-5 level, he or she has had a diverse background with increasing
responsibilities, including supervisory experience and, therefore, a more integrated
perspective and ability to contribute more fully to the work of the Organization.
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Integrating field operationsin Organization-wide mobility programmes

146. As acritical element of the effort to build an integrated Secretariat workforce
committed to, and knowledgeable of, the work of the Organization both at
Headquarters and in the field, staff serving within the 2,500 career positions in
United Nations peace operations, as well as staff serving in other in United Nations
field offices, would be eligible for inclusion in the mobility programme. Those
positions would also be open to qualified staff from all duty stations.

147. Noting the request by the General Assembly that consideration be given to the
use of incentives with a view to encouraging staff to move to duty stations with
chronically high vacancy rates (resolution 59/266, sect. VIII, para. 8), international
staff serving in duty stations with a more severe hardship classification (C to E
classifications) will have shorter post occupancy limits. Priority consideration will
be given to those staff members for subsequent reassignment. This will contribute to
alleviating the problem of chronic vacancies at these locations by communicating to
staff that those who take up posts in difficult duty stations would be able to move to
other duty stations. Post occupancy limits for field missions will be determined by
the respective managing departments in accordance with operational needs, security
considerations and other relevant factors. In all cases, post occupancy limits will not
exceed the current five or six years, as applicable.

Expanded training and improved work/life conditions and career development

148. Staff will be provided with more training opportunities for professional growth
and development to upgrade or broaden their skills to prepare them for changing
mandates, working in different departments or offices, duty stations or peacekeeping
missions, and moving across occupational groups. In particular, additional resources
will be needed to expand global access to learning and development, for example,
developing the United Nations Virtual Academy to provide self-study courses,
providing additional learning resources to staff serving in hardship duty stations,
and other training resources online. The proposals relating to increased career
development opportunities are set out in section V below.

149. In its resolution 59/266 (sect. VIII, para. 12), the General Assembly
acknowledged that mobility needs to be supported through greater efforts to
improve conditions of life and work at the various duty stations. The Organization
will continue to address work/life issues that impede mobility and are a barrier to
achieving gender parity, in particular concerns affecting women and staff with
family responsibilities. In the implementation of the managed reassignment
exercises, every effort will be made, when determining the timing of a geographical
reassignment, to minimize the disruption of work in the duty station involved and to
take into account leave and school calendar requirements, as well as the
requirements of staff whose children have special needs.

150. In the conduct of matching exercises, the Office of Human Resources
Management will give priority consideration to staff who have served in hardship
and/or non-family duty stations for postings in headquarters/family duty station
postings, and accord greater weight to the preferences expressed by staff members
serving in hardship duty stations (C to E classifications) when they apply to the
mobility compendium. In order to expand possibilities for dual career couples, the
Organization will continue to provide career counselling and job search assistance;
explore telecommuting options for spouses; give priority consideration of spouses
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for consulting opportunities, where appropriate; give priority to the relocation of
spouses within the managed mobility programme, subject to availability of suitable
posts and satisfactory performance; review host country agreements with a view to
obtaining permission for spouses to work; and support the creation of inter-agency
spouse support networks at all duty stations.

Greater opportunitiesfor General Service mobility

151. The mobility, including inter-agency mobility, of staff in the General Service
and related categories will continue to be encouraged and supported.

152. The Office of Human Resources Management will continue to introduce and
enhance development programmes Secretariat-wide, including special career
development workshops aimed at General Service staff, to provide staff with new
skills and competencies, promote culture change and create awareness of the benefits of
mobility. Career Resource Centres will continue to provide services to staff, including
individual counselling and opportunities to practise their skills and consult a wide
assortment of books, videos, websites and other self-study materials related to career
development. Further details of these programmes can be found in section VV bel ow.

153. As proposed in section Il above, staff in the General Service and related
categories would also have greater opportunities for mobility to the Professional
categories through the elimination of restrictions for applications for P-2 posts not
subject to geographical distribution.

154. Where staff members in General Service and related categories move from
another agency within the same duty station, they will be permitted to apply and be
appointed at the level of the new post instead of at the entry level as at present. The
same practice will be followed with respect to staff who relocate themselves to
another duty station.

155. Staff members in the General Service and related categories who are
temporarily assigned to field missions bring with them institutional knowledge and
considerable value and expertise from a Headquarters perspective to United Nations
peace operations. They are operational immediately upon deployment, with minimal
if any requirement for training. In addition, given their knowledge of United Nations
regulations and rules, they are a valuable resource to train and mentor new and
locally recruited mission staff. For staff members, mission service is an opportunity
to acquire additional experience and new skills, as they are often called upon to
function at higher levels in a work structure which is more flexible than that of the
established environment of their parent duty station. Most important, upon their
return from assignment, staff members bring back a field perspective which
enhances the integration of support between Headquarters and the field.

156. In view of the fluctuating requirements of United Nations peace operations,
depending on the phases of surge or liquidation of field missions, it is critical that
the Organization maintains the flexibility of determining its needs for temporary
assignment of staff members to mission service. As agreed at the twenty-seventh
session of the Staff Management Coordination Committee, it is proposed that the
General Assembly remove the limit on staff on assignment from Headquarters,
which is currently set at 5 per cent of authorized General Service/Field Service posts
across missions, with the exception of those missions in a start-up phase, and other
exceptional circumstances (resolution 59/296, sect. VIII, para. 6).
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Expected impact of proposals

157. Increased mobility of staff will lead to a more versatile, multi-skilled and
experienced international civil service capable of fulfilling the standing
requirements of Headquarters programmes as well as the complex and diverse
mandates entrusted to the Organization by Member States. Therefore, once mobility
has been institutionalized as an integral part of each staff member’s career, it is
expected that this will result in increased flexibility and responsiveness, including
the ability to meet rapid deployment requirements, by preparing staff to operate in a
multidisciplinary environment. Programme delivery capacity will be increased by
addressing chronic vacancy challenges and ensuring that staff have the opportunity
to serve, on arotational basis and for time-bound periods, in both hardship and non-
hardship duty stations.

158. The possibility of offering increased staff development and career
advancement opportunities will be reinforced, helping to attract and retain high-
calibre staff. It will result in a growing managerial cadre with a more comprehensive
understanding of, and therefore ability to address, the many facets of the
Organization’s work programme, through greater integration and mutual
understanding and support of the work of field and Headquarters-based staff.

159. An effective organizational mobility policy will ensure that there are no
adverse effects on the quality of services or the capacity of the Organization.
Accordingly, the proposals provide for the managed reassignment exercises to be
implemented in a manner that allows for the consideration of requests to delay the
enforcement of post occupancy limits where legitimate reasons relating to
organizational interests exist. Similarly, the managed reassignment exercises will
allow programme managers to play an important role in evaluating candidates for
encumbered posts so that placement decisions would take their input into account.

Required changesto the Staff Regulations and Rules

160. To implement the proposals relating to mobility, no changes to the Staff
Regulations and Rules would be needed other than the change in staff rule 104.15
noted in section |11 above (para. 98).

Impact of proposals on therole and authority of the central human resources
function

161. The Office of Human Resources Management will play a significant role in all
aspects of the implementation of the mobility policies, in particular the conduct of
the managed reassignment exercises for all Professional staff, Secretariat-wide, and
for General Service staff at Headquarters. The Office will be responsible for
compiling and issuing the compendium of posts, reviewing the applications to the
compendium and submitting interested and qualified participants to the respective
departments or offices, and conducting matching exercises to place the participants
following evaluation by the programme managers. In cases where staff members are
unwilling or unable to move in accordance with the mobility policy, the Office will
have the authority to place those staff members.

162. The monitoring function of the Office of Human Resources Management will
be strengthened in order to assist with the early identification of potential problems,
so that they can be addressed in a timely fashion and recorded for further action. To
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provide the necessary support for mobility, another major area of responsibility for
the Office will be in the expansion of staff development and career support
programmes. This will include developing programmes to upgrade substantive skills
or to prepare staff for work in other duty stations or field missions. Other functions
to be undertaken by the Office include evaluating and deciding on requests to delay
the placement of a post on the mobility compendium, designating international posts
as rotational, making determinations on appropriate post occupancy limits and
ensuring compliance with organizational policies.

Specific accountability measures

Managers

163. Heads of department and office will be expected to comply with the mobility
policy, to release and accept staff members who are selected to be moved or need to
be reassigned, including those placed by the Office of Human Resources
Management. Heads of department and office will be responsible for putting into
place systems to support mobility, which will include the introduction of standard
operating procedures to facilitate knowledge management and the preservation of
institutional memory, and undertaking succession planning and cross-training to
ensure that the institutional capacity to deliver the programme is preserved. They
will also be responsible for providing staff with the opportunities to support
mobility, including enabling staff to undertake the necessary training.

Saff

164. Staff are required to assume their responsibility for mobility by actively
applying for vacancies and participating in the managed mobility programme in
accordance with the timeframes and procedures set out in the policy. They are also
expected to avail themselves of career advancement and development opportunities.

Office of Human Resources Management

165. The Office of Human Resources Management will be responsible for
monitoring compliance with the mobility policy by staff and managers. It will also
be responsible for placing staff who were not able to move themselves. As agreed at
the twenty-seventh session of the Staff Management Coordination Committee, the
Office will designate a mobility focal point for staff associations so that they have
an avenue for raising any concerns with respect to the implementation of the
programme.

Timeline for implementation

166. In the context of the overall mobility policy, the basic policies and procedures
have already been put in place. From May 2007, managed mobility will be
implemented in a phased manner, in order to maintain continuity and quality of
service, in accordance with the proposals for a four-stage approach supported by
expanded training and improved work/life conditions set out in section V below.

167. Upon the approval of the concept of designation of the 2,500 posts in United
Nations peace operations as career positions, those positions would be integrated
into the Organization’s mobility programme.

06-46317



A/61/255

06-46317

Resource implications

168. The implementation of the managed reassignment programme will, in the
initial three-year transitional period, result in a surge in the workload of the Office
of Human Resources Management. Accordingly, during 2007, staffing resources
equivalent to two P-4, one P-3 and two General Service posts are proposed,
amounting to $339,700, $220,300 under the progranme budget for the biennium
2006-2007 and $59,700 under the support account for peacekeeping operations for
the period ending 30 June 2007; the balance for 2007, estimated at $59,700, would
be sought in the context of the budget for the support account for the period from
1 July 2007 to 30 June 2008. Of this total amount, two new P-4 posts and one
General Service (Other level) post are sought under the programme budget for the
biennium 2006-2007 and one P-3 and one General Service (Other level) posts are
sought under the support account for peacekeeping operations for the current period
ending 30 June 2007.

169. Additional common services requirements, including rental of office
accommodation, communication and supplies and the like, totalling $189,500,
would be required in 2007. Of this amount $110,700, comprising $14,700 under
section 28C, Office of Human Resources Management, and $96,000 under section
28D, Office of Central Support Services, would be required under the programme
budget for the biennium 2006-2007; the remainder, amounting to $65,000 covering
similar common services requirements, is sought from the support account for
peacekeeping operations for the financial period ending 30 June 2007; and an
estimated amount of $13,800 would be sought in the context of the proposed budget
for the support account for peacekeeping operations for the period from 1 July 2007
to 30 June 2008.

170. Continuing resources for the subsequent budgetary period would be considered
in the context of the proposed programme budget for the biennium 2008-2009 and
the proposed budget for the support account for peacekeeping operations for the
period from 1 July 2007 to 30 June 2008.

171. The expansion of staff development and career support programmes to support
mobility will also be required to upgrade substantive skills, to maintain Career
Resource Centres and increase the delivery of career development workshops at
every duty station. These requirements are addressed in section V below.

172. While the total population of staff that could potentially move under the
managed mobility programme in 2007 is preliminarily estimated at 500, definitive
numbers would not be available pending full implementation and experience gained
from the exercise. Mobility within the same duty station would not require
additional resources. However, as would be expected, mobility between duty
stations would give rise to additional requirements. At this time, a possible estimate
would be 20 per cent of the 500 eligible staff. In the absence of concrete information
on the numbers involved, however, such additional requirements would be
accommodated under common staff costs and reported in the context of the
performance report.

Action requested of the General Assembly

173. The General Assembly isrequested:
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(@) To decide to eliminate the restrictions on staff on assignment to
United Nations peace missions, currently set at 5 per cent of authorized
General Service and Field Service posts across missions, with the exception of
those missionsin a start-up phase or other exceptional circumstances;

(b) To support the review of host country agreements and the issuance of
work permits with a view to supporting the employment of spouses of United
Nations staff;

(c) To approve the establishment of five new temporary posts (2 P-4, 1
P-3 and 2 General Service (Other level));

(d) To appropriate a total amount under the programme budget for the
biennium 2006-2007 of $366,400, comprising $235,000 under section 28C, Office of
Human Resources Management, $96,000 under section 28D, Office of Central
Support Services, and $35,400 under section 35, Staff assessment, to be offset
by an equivalent amount under income section 1, Income from staff assessment;

() To grant the Secretary-General commitment authority for the
requirements relating to the establishment of two posts (1 P-3 and 1 General
Service (Other level)) and associated common service costs estimated at
$124,700 (net of staff assessment) under the budget for the support account for
peacekeeping operations for the period ending 30 June 2007 and to report in
the context of the performance report for the support account for peacekeeping
operationsfor the period from 1 July 2006 to 30 June 2007;

(f) To note that further requirements relating to the transitional period
will be presented in the context of the proposed programme budget for the
biennium 2008-2009 and the proposed budget for the support account for
peacek eeping operations for the period from 1 July 2007 to 30 June 2008.

Career development and support

174. An effective career development policy simultaneously builds organizational
and individual capacity. It is based on the principle that responsibility for career
growth and development is shared by the Organization, its managers and its staff,
with each playing a critical role. The policy requires the Organization to provide a
framework of opportunity and the requisite supporting programmes and systems; it
requires managers to support staff development and career progress; and it requires
staff members to be committed to their continuous professional growth. The goal is
to build and maintain a highly competent, multi-skilled and versatile international
civil service capable of meeting the Organization’s present and future needs and, in
so doing, to meet the devel opment needs and aspirations of individual staff members.

Previousreforms

175. The Organization has put in place a comprehensive career development policy
which emphasizes that career development is a shared responsibility. To support the
implementation of this policy, the Organization’s career development system has
been made more systematic through the integration of organizational core and
managerial competencies into all human resources management systems, including
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recruitment, staff development, performance management and career progression; a
staff selection system which emphasizes demonstrated competencies and
performance as the basis for career progression and which includes mobility as an
integral part of all staff members careers, and development and career support
programmes to ensure continuous professional growth of staff at all levels.

176. Progress has been made in strengthening staff development and career support
for Secretariat staff stationed at Headquarters and regional commission duty
stations, which, among other things, include centrally organized programmes
provided in-house and external training for development of substantive and
information technology skills based on annual needs assessments. Career resources
centres have been established in those duty stations, and individual career coaching
is also available. In support of mobility and career development, programmes have
been developed for all staff at all levels, focusing on career and life planning,
networking and developing effective written job applications and interviewing
techniques, as well as for managers to prepare them better to engage effectively in
career coaching and succession devel opment.

177. A key objective of the career development system is to attract, develop and
retain young Professional staff of the highest calibre from all parts of the world.
Upon joining the Organization, entry-level Professionals throughout the Secretariat
take part in a week-long orientation programme. An additional component of the
orientation is a mentoring programme to provide young Professionals with career
support by complementing the initiation and training offered to them by their direct
supervisors and managers. Specific customized sessions on conflict resolution and
global diversity are integrated into the programme.

178. After staff members take on supervisory functions, they are expected to
participate in the supervisory skills development programme, which is part of an
integrated series of mandatory programmes to build progressive leadership and
managerial competencies at appropriate intervals throughout a staff member’'s
career. This series of programmes includes supervisory skills development for all
supervisors; middle-level management development for P-4 and P-5 staff; and
|eadership development programme for staff at the Director level.

179. Further to the Secretary-General’s commitment contained in action 27 of his
report entitled “ Strengthening of the United Nations: an agenda for further change”
(A/57/387 and Corr.1), the supervisory programme for General Service staff has
been expanded into two modules to be taken within a period of six months to a year
of each other and is complemented by a series of other programmes, which seek to
build up effective communication and listening in a culturally diverse environment,
and to develop win-win relationships through influence and managing resistance.
Some additional relevant programmes for General Service staff are those on
effective communication, effective meetings, time management and collaborative
negotiation skills.

180. While the Organization is committed to providing staff with a framework of
opportunities, the role of managers in the development of their staff is critical. This
role is being reinforced in supervisory and managerial development programmes, as
well asin special career planning workshops for managers.

181. Increased use of online training and distance learning is making training
available to larger numbers of staff across the Secretariat. An expanded library of
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self-study online courses on more than 5,000 topics is now offered via the Internet,
providing learning opportunities in the office, at home or anywhere staff have
Internet access. Online language-learning support tools have been developed, for
which the Language and Communication Programme received the UN 21 Award in
2005. In respect of the core values of integrity, professionalism and respect for
diversity a mandatory online training on integrity awareness was introduced in
2005. At the inter-agency level, a mandatory online training programme on
prevention of harassment, sexual harassment and abuse of authority in the
workplace has been launched in collaboration with the United Nations Devel opment
Programme (UNDP), the United Nations Population Fund, the Office of the United
Nations High Commissioner for Refugees (UNHCR), the United Nations Children’s
Fund, the United Nations Office for Project Services (UNOPS) and the World Food
Programme.

182. Evaluation is an integral part of al developmental activities, both to ensure
that programmes meet priority organizational needs and to measure impact. In
addition to internal monitoring and assessment, periodic independent external
evaluations of staff development programmes are conducted.

Impact of reformsto date and rationale for change

183. In recent years, staff development in the global Secretariat has evolved from a
limited programme devoted primarily to language and information technology
training to a strategic function with an organizational development focus. The
approach to training and development has evolved from ad hoc and reactive to
proactive and integrated. Commitment to continuous learning has been identified as
an organizational core competency and a key underpinning of reform.

184. The most recent external evaluation of staff development programmes in 2004
showed, overall, a high level of satisfaction with the quality and relevance of
centrally managed programmes as well as an increased awareness among staff and
managers of the key role that developmental activities play in career development
and job satisfaction. The evaluation confirmed that programmes are aligned and
integrated with the larger changes in human resources management and with the
overall reform process. However, the report concluded that taking development
programmes to the next level of impact would require investment in capacity
(people, process and technology) and that, without an infusion of capacity, the
Organization risked losing the momentum gained in the reform efforts.

185. As the Organization moves to become more integrated and field-based, and
takes on increasingly complex mandates, new skills and competencies will be
required of both staff and managers. Building on past initiatives, career
development and learning opportunities, including continuous development of skills
and competencies, must be expanded to meet the changing needs of the
Organization — and the expectations of staff.

186. Research has shown that talented young professionals increasingly look at
possibilities for learning, growth and development when choosing a future
employer. The investment the Organization makes in recruiting the highest calibre
of talent from around the world must be matched by a commensurate investment in
further developing and retaining that talent. In this context, focus must be given to
providing entry-level professionals, who represent the future of the Organization,
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with systematic developmental opportunities to enhance their career satisfaction and
their value to the Organization.

187. Attention must be paid to developing managers who not only play akey rolein
managing the staff but are also entrusted with the stewardship of the Organization's
resources. More systematic training and certification in key areas of resource
management will help promote common understanding of organizational rules,
regulations, procedures and ethical standards and contribute significantly to
managing risk.

188. The Secretary-General has consistently stressed that sustained efforts are
required to build and maintain the professional competence of staff, and that
devoting resources for this purpose is a critical investment in the Organization’s
future. Still, annual Secretariat-wide training needs assessments, carried out in the
context of decentralized programmes for the upgrading of technical and substantive
skills, consistently indicate a sizeable gap (as much as 70 per cent) between
available resources and the needs indicated. Training funds amount to less that 1 per
cent of staff costs, well below the level of other United Nations funds and
programmes and far from the average of at least 4 per cent in best-practice
organizations.

Elaboration of proposals

Proposal 3
To nurture talent and foster career development through:

e A significant increase in resources for staff development and career
support.

e Systematic development of entry-level Professionals and mandatory
requirements for advancement to successive levels of responsibility.

¢ Development of career models, with potential career paths and
crossover points.

« Mandatory induction and training requirements for managers.

189. Paragraphs 190 to 202 below elaborate on the first three points in proposal 3.
Details on the fourth point are provided in section V111 below.

Significant increase in resour ces for staff development and career support

190. The Secretary-General has proposed a much-needed doubling of regular
budget resources dedicated to training and developing United Nations staff. This
would increase the annual training budget to $20 million. The increased resources,
among other things, would facilitate the expansion of the online learning
environment, including through e-learning and the establishment of a United
Nations Virtual Academy; provide for the introduction of programmes to groom
high-potential staff; permit greater attention to leadership and management
development, more extensive career counselling and other career support activities;
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expand programmes for substantive and technical skills on the basis of departmental
annual needs assessments; and harmonize language and communications
programmes among duty stations.

191. Sustaining an integrated, global Secretariat requires that all staff, regardless of
their location or source of funding, be trained to the same standard, in order to build
a common organizational culture, better manage talent and promote geographic
mobility. Funding for staff development and career support for field staff is not
adequate to meet current and future needs. Every effort will be made to seek
additional funding to ensure a similar level of staff development and career support
for staff financed from sources other than the regular budget.

192. Training and development programmes would include expanded online
learning opportunities, which would be available equitably to all staff regardless of
location. To build management capacity, functional and technical training and
certification in certain key areas of administration and management would be
provided, such as in human resources management, finance and budget,
administration of justice and HIV/AIDS awareness. Emphasis would be placed on
the development of cross-cutting programmes on management issues, under the
auspices of the United Nations System Staff College and with inter-agency
collaboration.

193. Greater investment would be made in leadership, management and
organizational development, as evidence shows this to have a strong impact on the
performance and motivation of staff. For example, potential candidates for
manageria positions could be offered specific developmental assignments, training
and the opportunity to be assessed for future managerial openings. The mandatory
orientation programme for newly appointed senior officials, including those in field
missions, would be expanded to include briefings on expectations and
accountabilities, ethics and current organizational issues so as to promote shared
values and ethical standards across all facets of the Organization’s work.

194. A United Nations Virtual Academy would be established to promote core
values and support staff of the United Nations, and for the development of both core
and managerial competencies and professional skills. As envisaged, the Virtual
Academy would be universally accessible to staff Secretariat-wide and would take
full advantage of the United Nations information and communication technology
infrastructure. It would serve as a central repository for organizational experience
and best practices and provide learning tools and curricula for staff development in
all occupational groups and for staff at all levels. The Academy would place special
emphasis on those tools and curricula that could serve to develop networks, build
bridges across duty stations and occupational groups and create an Organization-
wide environment of trust and common goals. It would provide self-paced courses,
face-to-face workshops, online capabilities and cooperation with international
educational institutions.

195. Gender mainstreaming programmes would be increased to promote gender
sensitivity in the workplace and promote diversity awareness and cross-cultural
sensitivity. Development programmes for women leaders and emerging women
leaders at the middle-management level would be expanded. General Service
development programmes, including those which build essential skills and
competencies in areas such as supervisory skills, communication, teamwork, work
planning and organization, client orientation and time management, would be
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increased. Training programmes would be expanded in the area of administration of
justice, including through the provision of training to investigators of allegations of
harassment, sexual harassment, abuse of authority and discrimination, in
conjunction with the Office of Internal Oversight Services.

196. The substantive and technical skills programme is offered to develop and
maintain the specialized competence needed to carry out the Organization’'s
substantive and technical work. Increased funding would permit the needs at all
duty stations to be met in a more responsive manner and widen the opportunities for
external studies to allow more staff to participate. This could include more
assistance for the pursuit of higher education, especially for staff in duty stations
where opportunities are limited. Current resources are adequate for only a fraction
of the requests made by managers and staff.

197. Language and communication programmes would continue to be offered and
would be expanded to promote multilingualism through building and strengthening
linguistic skillsin the six official languages and developing and strengthening cross-
cultural understanding. The programme would be extended across all duty stations.
With the implementation of geographical mobility, it is critical that all staff have
equitable access and opportunities to build and strengthen their linguistic skills and
ensure continuity in opportunities for language training, regardless of location.

Systematic development of entry-level Professionals and mandatory requirements
for advancement to successive levels of responsibility

198. Systematic development of entry-level Professional staff (P-2/P-3) would
begin with increased emphasis in recruitment on their “core competencies’ and
potential as international civil servants. It would require that positions at the P-2 and
P-3 levels be maintained normally as non-specialist rather than specialist positions.
In addition, it would be necessary to ensure broad-based development of junior
Professionals in the early years of their careers by enhancing mandatory P-2
development programmes and extending the programmes to P-3 staff. This would
facilitate staff movement across silos and enhance their employability in different
parts of the Organization. Performance management of this group would be
strengthened to include more systematic and candid feedback, counselling and
mentoring.

199. The requirements for advancement to successive levels of responsibility in the
Organization, together with the establishment and enforcement of clear standards,
would be developed. They would involve instituting mandatory training in key areas
(e.q., ethics, finance, human resources, budget and finance), managed
developmental experiences and assessments, as appropriate, linked to each stage of
a staff member’s career. Staff would be encouraged to manage their careers
proactively by applying for inclusion on rosters of occupational groups for which
they met the qualifications for either alateral move or promotion.

Career models, potential career paths and crossover points

200. The development of career models with potential career paths and crossover
points would require promoting and supporting organizational culture change to
encourage and value diverse career paths and to reinforce the importance of
mobility and continuous learning as key elements of career success. Some of the
priority actions required in this regard would include developing career models
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showing multiple possible career paths and crossover points; specifying development
requirements for various related career paths and crossover points where staff might
move into new areas to strengthen cross-functional expertise; aligning
organizational rewards and accountabilities with desired culture change by, for
example, linking career advancement to continuous learning and mobility; removing
barriers such as contract type to alow access to a greater pool of talent; and providing
staff with information on requirements for moving across functions, as well as into
supervisory/managerial functions, to assist with individual career planning.

201. The implementation of these proposals to foster staff development and career
support would be supported by instituting systematic succession planning with a
five-year horizon. On the basis of an analysis of the evolving role of the
Organization and its medium- and long-term human resources needs, and taking into
account upcoming retirements and the desired new workforce profile, the
Organization would undertake systematic workforce planning and targeted
recruitment in anticipation of future skills needs. Forecasts of future talent needs
will be projected at both the individual departmental and organizational levels.
Departments would undertake systematic cross-training and focused development,
including developmental work assignments, to build needed skills and
competencies. Future talent needs will be a key factor in the allocation of
organizational training and learning resources.

202. Since not all staff would necessarily want, or be able, to have long-term
careers in the Secretariat, the Organization would commit itself to supporting its
workforce's employability. To remain an employer of choice and retain good talent,
the Organization would provide all staff with opportunities for continuous learning
and development of skills.

Expected impact of proposals

203. Investing in managers will have an impact not only on their effectiveness but
also on that of their staff. Experience has shown that building strong managerial
capacity can have a powerful effect on overall productivity, morale and
organizational performance. As managers play a key role in recruiting, selecting and
developing staff, their decisions will affect the future of the Organization and the
successful implementation of the reform efforts.

204. Increased investment in career development will allow staff to acquire the
requisite skills and knowledge to meet the evolving needs of the Organization. It
will contribute to building an integrated global Secretariat by making staff more
multi-skilled and versatile, thus better able to move across functions, departments
and duty stations.

205. Increased resources will enable the Organization to make development
opportunities more equitably available to all staff at all duty stations and help to
create a common global culture of transparency, integrity and accountability.

206. Instituting mandatory training and certification in key areas of resource
administration will contribute to ensuring the availability of a skilled pool of
managers and administrators able to take up critical positions both at Headquarters,
regional commissions and the field, including peace missions. It will lead to greater
understanding and compliance with organizational requirements and expectations
and significantly reduce risk.

06-46317



A/61/255

06-46317

207. Having a more systematic and effective system of career development will
enhance the Organization’s status as an employer of choice in the international
public sector and help to attract and retain staff of the highest calibre.

Required changesto the Staff Regulations and Rules

208. No changes to the Staff Regulations and Rules would be needed to implement
the proposals relating to building leadership and management capacity.

Impact of proposals on therole and authority of the central human resources
function

209. To ensure that a framework of opportunity for staff development and the
requisite supporting programmes and systems are in place, the development of
policy and implementation strategy would remain centrally located in the Office of
Human Resources M anagement.

210. The Office of Human Resources Management, in coordination with other
departments and offices, will also take the lead in developing career models and
crossover pointsin the new career development framework.

Specific accountability measures

Managers

211. Managers are accountable for the development and learning of their staff
through the Performance Appraisal System, which requires managers to have a
career development discussion and set staff development goals with each of their
staff members and monitor the fulfilment of those goals for each reporting period. In
their management compact, they are held accountable for supporting and
contributing to the development of their staff.

212. Managers will be accountable for having systems in place for ensuring that
knowledge is shared and knowledge management systems are in place.

Office of Human Resources Management

213. The Office of Human Resources Management is accountable for policy
development and for monitoring and reporting on the implementation of career
development programmes and the use of resources. In accordance with the
agreement reached at the twenty-seventh session of the Staff Management
Coordination Committee, the Office will set up a training focal point for staff
associations so that they have an avenue for providing input with respect to
strategies and policies on learning needs.

Saff

214. Staff are expected to commit themselves to continuous professional growth
and to participate proactively in their career planning and mobility. For career
advancement, they must complete prerequisite programmes in addition to
developing their substantive and technical skills.
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Timeline for implementation

215. The staff development and career programmes described above will be
implemented progressively over a three-year period. Generic job profiles will be
reviewed and amended where required, to include reference to mandatory
requirements for staff within 12 months. The development of career models and
paths will also require some 12 months of work. Training requirements will be made
mandatory as soon as programmes are made available globally and appropriate
administrative issuances are promulgated after consultations with staff.

Resource implications

216. The Secretary-General has proposed a doubling of the regular budget resources
dedicated to training and developing United Nations staff. This would increase the
annual training budget from $10 to $20 million. In this connection, an amount of
$10 million is sought under the programme budget for the biennium 2006-2007. The
proposed distribution of the additional resources is detailed below.

217. An amount of $3,000,000 is required for leadership and management
development in order to increase the number of sessions of management and
leadership development programmes offered throughout the Secretariat so that the
target group of staff can take advantage in a timely manner (currently, the
availability of resources restricts the number of sessions that can be held each year);
develop and implement a new programme to groom high-potential staff; implement
mandatory induction and orientation for newly appointed senior officials, including
those in the field; increase the numbers of programmes for middle- and senior-level
women leaders; expand and enhance the mandatory ethics programmes for staff at
al levels;, develop cross-cutting programmes on management issues, under the
auspices of the United Nations System Staff College, in particular the senior
leadership programme; and develop and launch of the United Nations Virtual
Academy.

218. An additional $3,500,000 for mobility and career development is required to
help bridge the sizeable gap in departmental requests for funds to upgrade the
substantive and technical skills of staff; allow for greater numbers of staff to take
part in career support activities by strengthening the local capacity of career
resource centres in all duty stations; expand mentoring to all categories of staff; and
develop a managerial coaching programme.

219. An increase of $1,500,000 is required to allow the Secretariat to better meet
the demand for information technology training by addressing the gap between
assessed needs and resources available; support the development of new distance-
learning programmes (e-learning), enabling wider distribution of and access to these
tools for staff at all duty stations; and develop training programmes for new
information technology tools.

220. An amount of $1,000,000 for resource management will be required to support
the devel opment and implementation of mandatory training programmes in the areas
which will now require certification, e.g., finance, human resources, etc.; to develop
and implement training programmes on the administration of justice; and to support
new and enhanced staff welfare programmes for staff at all duty stations, covering
subjects from stress management to HIV/AIDS awareness.
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VI.

221. An additional $1,000,000 for multilingualism is required to support the
expansion of language and communication programmes in the six official languages
across all duty stations to facilitate greater mobility and develop e-language and
communication learning tools.

Action requested of the General Assembly

222. The General Assembly isrequested:
(@) Todecideto doublethe biennial training budget of the Organization;

(b) To appropriate an additional $10 million for training under section
28C, Office of Human Resources Management, of the programme budget for
the biennium 2006-2007;

(c) To decide to revert to appropriation for training resources in the
context of the proposed programme budget for the biennium 2008-2009, in line
with the proposal of the Secretary-General to initially double the training
budget.

Contractual arrangements

223. While all United Nations staff members are international civil servants, they
serve under a wide range of contractual arrangements and are subject to different
conditions of service. One of the major objectives of human resources management
reform is to recognize the Organization's need for a truly integrated, field-oriented
and global workforce. This requires simplified and streamlined contractual
arrangements which will better serve operational requirements and ensure
transparency, fairness and consistency in the treatment of staff.

Previousreforms

224. Initialy, all staff served under one set of Staff Rules, now known as the 100
series. Over the years, separate contractual arrangements have evolved to address
special situations. The 200 series was introduced for specialist personnel working on
technical assistance projects. Conditions of service and benefits are broadly similar
under the 100 and the 200 series. They are significantly different under the 300
series, which now applies to more than half of the staff in the field.

225. The 300 series was initially applied to staff expected to serve for no more than
six months to meet short-term needs, such as conference services during General
Assembly sessions. It was expanded in 1994 to include appointments of limited
duration to provide a mechanism for the recruitment of non-career staff in
peacekeeping, peacebuilding and humanitarian missions, technical cooperation in
the field and other emergency situations who would perform time-limited activities
for up to three years, with a possible exceptional extension for afourth and final year.

226. The introduction of appointments of limited duration was in response to the
dramatic increase in peacekeeping activity that occurred in the early 1990s. From
1948 to 1989, there were a total of 16 peacekeeping operations established. With the
end of the cold war, the number of peacekeeping missions grew dramatically, with
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34 new peacekeeping operations established between 1990 and 1999 alone. The
appointment of limited duration was intended to meet the need for large numbers of
staff in the field who would serve for only a few years, after which their services
would no longer be required.

227. The conditions of service under an appointment of limited duration were
designed to be simple to administer and to reflect the temporary nature of the
contract. The initial compensation package provided for less social security than
generally available to staff under the 100 series. The package consisted of the base
salary plus a non-pensionable service allowance payable as a monthly lump sum
which was intended to replace all other entitlements normally payable under 100-
series appointments, such as dependency allowance, education grant and within-
grade salary increments.

228. With the expansion of the Organization’s responsibilities for peacekeeping and
other field activities and the increased use of appointments of limited duration in the
field for extended periods of time, the dissatisfaction of 300-series staff with their
conditions of service grew. Gradually, changes were introduced to the appointment
of limited duration to provide more adequate social security coverage and to reduce
some of the most glaring differences with the conditions of service of other groups
of staff. To ensure transparency and competitiveness in the recruitment of all
mission staff, the recruitment standards for 100-series mission staff have been
extended to the recruitment of 300-series staff. While these changes improved the
conditions of service of staff on appointments of limited duration, significant
differences remain between staff on different types of contracts. Over time,
appointments of limited duration have become more complex to administer and no
longer have the advantage of administrative simplicity.

229. The Secretary-General explained in his comprehensive report on the staffing of
field missions, including the use of 300- and 100-series appointments (A/59/291)
that peacekeeping had become a core activity of the Organization which required
staff to serve for longer periods than initially envisaged in the 1990s as the length of
peacekeeping missions generally exceeded the maximum duration provided for
appointments of limited duration. He concluded that such appointments no longer
met the needs of the Secretariat as they did not provide adequate compensation or
job security to attract and retain the skilled experts, leaders and managers needed in
large, multidimensional peace operations. Accordingly, the Secretary-General
proposed to use the 100-series contract for the appointment of field staff for six
months or longer when the functions to be performed were not clearly of a short-
term nature.

230. At present, the three series of the Staff Rules provide for several different
types of appointment, as shown below:
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100 series 200 series 300 series
Probationary (normally Short-term status (for Short-term (for aperiod
for two years, leading to project personnel with not exceeding six
permanent appointments) appointments of lessthan  consecutive months)

one year)
Fixed-term (for aspecified Intermediate status (for Limited duration (for
period, usually between six  project personnel with activities not expected to
months and two years, appointments or exceed three years)
which may be renewed or continuous service of one
extended as necessary) to five years)

Indefinite (currently used  Long-term status (for

by UNHCR and, rarely, by  project personnel with

the Secretariat in special appointments or

situations) continuous service of five
years or more)

Permanent (for persons
who have completed a
probationary period. Since
1995, there has been a
freeze on the granting of
permanent appointments,
except for candidates
recruited through
competitive examinations)

231. A proposal to simplify contractual arrangements by using only three types of
appointments (short-term, fixed-term and continuing) was submitted by the
Secretary-General to the General Assembly at its fifty-fifth session in his report on
human resources management reform (A/55/253 and Corr.1, para. 47 and annex V).
The Assembly requested the Secretary-General to submit definitive proposals on
new contractual arrangements, spelling out the differences between existing and
proposed types of appointments (resolutions 55/258, sect. |11, and 57/305, sect. Il,
para. 58). Detailed proposals for contractual arrangements were presented by the
Secretary-General in an addendum to his report on human resources management
reform (A/59/263/Add.1), which reflected agreements reached at the twenty-sixth
session of the Staff Management Coordination Committee, in 2002. The Assembly
decided to revert to the issue at its sixtieth session in the context of its consideration
of the report of the International Civil Service Commission on contractual
arrangements (resolution 59/266, sect. 1X).

232. In August 2005, the International Civil Service Commission presented a
framework for contractual arrangements in the organization of the United Nations
common system.4 The proposals of the Secretary-General were consistent with the
Commission’s proposed framework, which provided for temporary, fixed-term and
continuing appointments and also envisaged probationary periods. The

4 Official Records of the General Assembly, Sixtieth Session, Supplement No. 30 (A/60/30), annex I V.
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Commission’s proposed framework for contractual arrangements is under
consideration by the General Assembly.

233. In its resolution 59/266, the Assembly requested the Secretary-General to
report on the reappointment of mission staff who had reached the four-year limit
under 300-series appointments of limited duration by 31 December 2004 or later,
and to submit proposals indicating which functions should be considered for
reappointment under 100-series contracts. In response to that request, the Secretary-
General submitted his reports on the staffing of field missions, including the use of
300- and 100-series appointments (A/59/762 and A/60/698 and Corr.1 and 2).
Meanwhile, in its resolutions 59/266, 59/296 and 60/266, the Assembly suspended
for specified periods the application of the four-year maximum limit for
appointments of limited duration, authorized reappointment under the 100 series of
staff members having reached the four-year limit under the 300 series under specified
conditions, and requested the Secretary-General to continue the practice of using
300-series contracts as the primary instrument for the appointment of new staff.

234. The International Civil Service Commission, after considering at its sixty-
second session, in July 2006, that the details of the Secretary-General’s human
resources management reform proposals in his report entitled “Investing in the
United Nations: for a stronger Organization worldwide” would be submitted to the
General Assembly at its sixty-first session, decided as an interim measure to allow
maximum flexibility under the current contractual arrangements for staff in peace
operations and to recommend the following measures. (a) to remove the four-year
limitation on 300-series appointments; (b) to permit the conversion to mission-
specific contracts for staff members who have a minimum of four years of service,
provided that their functions have been reviewed and found necessary and their
performance has been confirmed as fully satisfactory; and (c) permit the
reassignment of mission-specific appointees to another mission in a similar capacity
to meet the requirements of the Organi zation.

Impact of reformsto date and rationale for change

235. While limited improvements have been made over the years to adjust to
changing requirements, existing contractual arrangements no longer meet the
operational requirements of an integrated, global Secretariat. The current
arrangements are labour-intensive and complex and lack transparency. The existing
contractual arrangements were designed for a stable, largely Headquarters-based
environment, while more than half of the Secretariat staff now serve in the field.
There is a need to simplify contractual arrangements to systematically manage staff
across programmes and duty stations, so that the Organization will be able to
respond to complex new mandates, particularly in diverse areas such as
humanitarian assistance, peacekeeping, electoral assistance, human rights, and drug
control and crime prevention.

236. There is no longer any clear linkage between the nature and duration of
functions and the mode of financing. The 200 series was introduced to accommodate
the special needs of technical cooperation projects, many of which were expected to
be of short or medium duration in the country where a project was located, and were
funded through extrabudgetary sources. However, the exponential growth of
extrabudgetary funding in the Secretariat for core activities has now led to an
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increase in the use of 200-series appointments for staff in a variety of functions,
many of whom now discharge core functions and serve at established duty stations
aswell asin field offices, often side by side with 100-series staff members.

237. The introduction of appointments of limited duration was intended to address
peacekeeping needs which were seen as temporary in the 1990s. However, more
than half of the Secretariat staff now serve in the field for extended periods of time.
Individual peacekeeping missions may open and close, but there is a sustained high
demand for peacekeeping activities. Even when peacekeeping missions close, the
exit strategy requires transitioning from peacekeeping to capacity-building through
the establishment of follow-up special political missions that are integrated with the
United Nations country team in order to consolidate the gains achieved in
establishing peace. All of this creates a continuous need to retain qualified staff for a
longer term than originally envisaged.

238. Moreover, the use of the appointment of limited duration did not yield the
anticipated benefits and no longer meets its intended purpose of facilitating rapid
recruitment and streamlining the administration of staff to meet the surge
requirements of peacekeeping. Over the years, safeguards have increasingly been
introduced to ensure transparency and competitiveness in the recruitment process,
so that the recruitment of 300-series staff on appointments of limited duration
follows the standards and processes applied throughout the Secretariat.
Administering the compensation package has become similarly complex as a result
of improvements introduced to meet legitimate staff concerns and needs. As
appointments of limited duration did not provide adequate compensation or job
security to attract and retain the skilled experts, leaders and managers needed in
large, multidimensional operations, the Secretary-General concluded that such
appointments no longer met the purpose or need for which they were intended.

239. Pending consideration of the Secretary-General’s proposals to reform
contractual arrangements, thousands of staff continue to serve the Organization on
various types of contracts with very different conditions of service. This limits the
Organization’s ability to both attract and retain qualified staff and maximize the use
of its existing workforce. Among the 30,5485 United Nations staff members, the
following contractual arrangements apply:

« 19,141 staff members serve on 100-series appointments. This includes staff
appointed to special missions serving under a fixed-term mission appointment
granted after completing four years under 300-series appointments of limited
duration. Such appointments are limited to service with a specific mission,
with no entitlement to post adjustment, assignment grant, mobility and
hardship allowance or related entitlements.

» 1,163 staff members serve on 200-series appoi ntments.
* 9,020 staff members serve on 300-series appointments of limited duration.
* 626 staff members serve on 300-series short-term appointments.

« 598 staff members serve on 300 series “when actually employed” appointments.

5 Asat 30 June 2006. Thisincludes internationally and locally recruited staff. It excludes United
Nations international and local staff administered by UNDP and UNOPS (approximately 1,500);
staff in the Tribunals (approximately 2,200); staff on special leave without pay (144) and staff
on secondment to other entities (74).
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Elaboration of proposals

Proposal 4

Proposal 4 calls for the modification of contractual arrangements
through:

¢ The introduction of one United Nations staff contract under one set
of Staff Rules. The conditions of service would mirror the current
100 series and would vary according to the length of continuous
service. Where mandates of particular projects or missions are
clearly finite, appointments would still be limited in order to prevent
undue expectations of long-term employment.

* The replacement of permanent contracts with open-ended continuing
appointments, as previously recommended to the General Assembly
(see A/59/263/Add.1).

Introduction of one United Nations staff contract under one set of Staff Rules

240. In order to build an integrated, global workforce, the Secretary-General has
proposed the introduction of one United Nations staff contract. Under this new
contractual arrangement, the terms of employment for all United Nations Secretariat
staff would be governed by a single series of Staff Rules. The introduction of the
one United Nations staff contract would therefore streamline the multiplicity of
contractual arrangements which are currently possible under the three different
series of the Staff Rules:

Current contractual arrangements To be replaced by One United Nations staff contract

100 series fixed-term (less that - Temporary

one year of service) (less than one year, or up
200 series short-term status to two years to meet
surge needs in the field)

300 series short-term
300 series limited duration

100 series fixed-term (less ‘ Fixed-term

than five years of service) (up to five years)

100 series probationary
200 series intermediate status
300 series limited duration

100 series fixed-term (more - Continuing

than five years of service) (more than five years)

100 series permanent
100 series indefinite

200 series long-term status
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241. Under the United Nations staff contract, the duration of appointment would be
determined in accordance with the operational needs of the Organization. The
following three types of appointments would be used for all Secretariat functions,
departments, duty stations and field missions:

(@) A temporary appointment, which would cover up to a maximum period
of one year (or up to two years to meet surge needs in the field), for staff appointed
to meet seasonal or peak workloads and specific short-term requirements;

(b) A fixed-term appointment, which could be renewed or extended to cover
a maximum period of five years;

(c) A continuing appointment, which would be open-ended.

242. Staff members entering the Organization would be offered either a temporary
or fixed-term appointment. Staff members with five years of continuous service with
the Organization would be eligible for consideration for a continuing appointment.

243. The conditions of service under the one United Nations staff contract would be
determined by the length of continuous service, as is already the case for staff
currently serving under the 200 series of the Staff Rules.

244. Depending on the needs of the Organization, fixed-term and continuing
contracts could still be limited to particular projects or missions in order to avoid
the creation of undue expectations of long-term employment, particularly where the
mandate is clearly finite. As clarified at the twenty-seventh session of the Staff
Management Coordination Committee, continuing contracts would have no
limitations in terms of assignment to a specific entity within the Secretariat, except
for staff recruited for service in a specific peace operation, in a specific technical
cooperation project or in entities having special status as determined by the General
Assembly. These staff would, however, be able to compete without restriction for all
positions in the Secretariat and to receive atermination indemnity, as appropriate.

245. The Secretary-General, in an addendum to the present report entitled
“Reforming the Field Service category: investing in meeting the human resources
requirements of United Nations peace operations in the twenty-first century”,
proposes to designate 2,500 career peacekeeping positions for functions in various
occupational groups at the Professional and Field Service levels that are of a long-
term, enduring nature, required under the mandates of most peace operations and
critical to rapid deployment. They would be selected through a competitive process
involving a central review body and receive a fixed-term appointment of one year or
longer. As these staff would be subject to mobility and rapid deployment to any field
activity at short notice, their appointments would not be limited to service at any
specific mission.

246. All staff recruited for field positions would be appointed under the one United
Nations staff contract, initially on either a temporary or a fixed-term basis.
Temporary appointments of up to two years could be given to field staff recruited to
respond to surge requirements. Staff on temporary contracts would need to apply for
advertised longer-term positions through a competitive process involving a central
review body in order to be appointed under fixed-term appointments for a period of
one year or longer, which may be extended subject to the considerations of
satisfactory service and continued need. Upon reaching five years of continuous
service, they would be considered for conversion to a continuing contract against
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the same criteria as other staff members. The appointments of field staff recruited
for service at a specific mission would be limited to service at a particular mission,
whether the staff members were on atemporary, fixed-term or continuing contract.

Replacement of per manent contracts with continuing appointments

247. As previously proposed to the General Assembly (A/59/263/Add.1), staff with
five years of continuing service in the Organization would be considered for a
continuing appointment which would be granted if there were a continuing need for
the services of the staff member in the same department or elsewhere in the
Organization and if the staff member had demonstrated the highest standards of
efficiency, competence and integrity, as documented by his or her performance
evaluations. Permanent appointments would no longer be offered. The change would
not affect the staff who currently hold permanent appointments, or the acquired
rights of staff who, by the time the change became effective, would have the right
under existing rules to be considered for permanent appointment.

248. The cases of staff members eligible for consideration for a continuing
appointment would be reviewed by the department or office concerned and by the
Office of Human Resources Management or the local human resources office to
evaluate whether they had fulfilled the criteria for granting continuing appointments.
Continuing appointments would be granted by the Secretary-General on the basis of
agreement between the department or office concerned and the Office of Human
Resources Management or the local human resources office. In the absence of such
agreement, the matter would be submitted to a central review body for review.

249. A continuing appointment could be terminated on the same grounds as is
currently the case for permanent appointments. In addition, a continuing
appointment could be terminated in the interest of the good administration of the
Organization, in the light of, for example, a change in mandate, needs or functions.
The grounds for such termination would have to be specified and documented. As
agreed at the twenty-seventh session of the Staff Management Coordination
Committee, the termination of continuing appointments in the interest of the good
administration of the Organization would require a reasoned and documented
recommendation by the head of department or office to the Assistant Secretary-
General for Human Resources Management for decision in all cases. In the interest
of due process, the staff member concerned would be given the opportunity to
review the recommendation and supporting documentation and to provide comments
to the Assistant Secretary-General for Human Resources Management before a final
decision was made.

250. Staff entering the Organization at any level would be subject to a probationary
period during their first year of service with the Organization. During that period,
the performance of staff members would be closely monitored and staff would be
given an opportunity to address any shortcomings. Were such shortcomings not
corrected, the appointment could be terminated during the probationary period or at
the end of the probationary period in the interest of the good administration of the
Organization.

Expected impact of the proposals

251. The use of one United Nations contract will enhance transparency and the
equity of treatment of staff. The Secretary-General’s proposals will enhance the
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Organization’s ability to recruit and retain high-quality civilian staff and thereby
address the deficiencies identified in the current contractual arrangements. High
vacancy and turnover rates in the field place the Organization at managerial and
financial risk. The effectiveness of the Organization will be enhanced by
strengthening the Organization’s ability to attract and retain talent by ensuring
equitable treatment of staff. At present, there are significant differences in the
conditions of service for staff under the 100 and 300 series. Since employment
under the 300 series is characterized as temporary, staff holding such appointments
have conditions of service significantly different from those of their colleagues
appointed under the 100 series with whom they serve side by side, even though they
may have accrued the same number of years of service. The proposal to base
conditions of service on the length of continuous service rather than on the type of
contractual arrangement would help ensure that staff serving in field operations
would be offered the same conditions of service as those of staff serving in other
duty stations.

252. Maintaining a multiplicity of contracts is administratively burdensome, as it
requires managers to be familiar with each contractual arrangement under which
staff would be appointed, administrators to apply the different sets of rules and staff
members to understand the different conditions of service offered by the different
sets of Staff Rules. A single United Nations staff contract governed by a single
series of Staff Rules would be more transparent and easier to understand, and less
cumbersome and time-consuming to administer.

Required changesto the Staff Regulations and Rules

253. The introduction of the one United Nations staff contract would require a new
set of Staff Rules which would replace the current three sets of staff rules (100, 200
and 300 series).

254. Changes to the Staff Regulations and Rules required for the introduction of the
continuing appointment to replace the permanent appointment are set out in annex 11
to A/59/263/Add.1. Another change to staff regulation 9.1 (c) will be necessary to
implement the agreement reached at the twenty-seventh session of the Staff
Management Coordination Committee that the continuing appointment could be
terminated “in the interest of the good administration of the Organization”. Changes
to the Staff Regulations that would need approval by the General Assembly are set
out in annex |l to the present report. The introduction of the one United Nations
staff contract would also require that staff rule 104.12 be changed to include
temporary appointments of up to one year (up to two years to meet surge needs in
the field) and that staff rule 104.14 be changed to specify that central review bodies
would advise the Secretary-General on fixed-term appointments of one year or
longer.

Impact of proposals on therole and authority of the central human resources
function

255. The Office of Human Resources Management, on behalf of the Secretary-
General, would retain overall authority to grant continuing contracts, which may be
delegated to offices away from Headquarters for locally recruited staff. Authority to
grant continuing appointments for field staff limited to service at a specific mission
or on a particular project may be delegated to the appropriate department.
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256. The Office of Human Resources Management, on behalf of the Secretary-
General, would also have authority to terminate continuing contracts. The Assistant
Secretary-General for Human Resources Management would review the reasoned
and documented recommendation submitted by the head of department/office in all
cases of a termination of continuing contracts in the interests of the good
administration of the Organization. As agreed at the twenty-seventh session of the
Staff Management Coordination Committee, the Assistant Secretary-General would
also ensure that the staff member concerned was given the opportunity to review the
recommendation and supporting documentation and to provide comments before a
final decision was made.

Specific accountability measures

Managers

257. Managers will continue to be accountable for timely and objective
performance evaluations and for well-reasoned and justified recommendations for
extensions and non-extensions of temporary and fixed-term appointments, as well as
for the granting of continuing appointments. Accountability for the timely
completion of performance appraisals would be enforced by requiring managers to
complete the performance appraisal prior to their separation for all staff for whom
they are first or second reporting officers, as a standard check-out procedure.

Saff

258. Staff would continue to be responsible for upholding the highest standards of
performance and integrity. They would also be responsible for the timely completion
of their performance appraisals.

Office of Human Resources Management

259. The Office of Human Resources Management would ensure that the granting
and termination of continuing contracts would be undertaken in a fair and
transparent manner, with full regard for the due process rights of staff members.

Timeline for implementation

260. It is expected that within 6 to 12 months of approval by the Assembly of the
proposals for streamlined contractual arrangements, new Staff Rules would be
finalized after consultation with the staff and the funds and programmes.

261. The transitional measures which will be undertaken concurrently with the
development of the new Staff Rules would ensure the protection of the acquired
rights of staff members. Staff members appointed under the 100 series of the Staff
Rules who meet the criteria for consideration for a permanent appointment at the
time of the introduction of continuing contracts would be considered for a
permanent appointment. Staff members in this category would include both those
who hold a probationary appointment and those who have completed five years of
continuous service on a fixed-term appointment at the time of the introduction of
continuing contracts.
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Resource implications

262. The introduction of one United Nations staff contract would require the
appointment of staff under a single set of Staff Rules which would offer benefits
equivalent to those currently available under the current 100 series of the Staff
Rules, with a simplified regime for staff appointed for six months or less. The
introduction of one United Nations contract would result in no additional financial
implications for the following categories of staff:

(@) Locally recruited staff for whom the conditions of service are equivalent
under the 100 series and the appointment of limited duration under the 300 series;

(b) International staff with appointments under the 100 series, for whom
there would be no change as aresult of the new contract;

(c) International staff with appointments under the 200 series, for whom the
benefits are the same as those of 100-series staff.

(d) International staff on short-term (non-appointment of limited duration)
appointments under the 300 series appointed to serve for six months or less, for
whom a simplified regime of benefits would apply which would be equivalent to
conditions of service currently applicable to staff on short-term appointments.

263. However, financial implications would arise for the reappointment of
international staff currently serving on an appointment of limited duration to a new
mission appointment governed by the new United Nations contract, which would
entail additional entitlements in the form of education grant, family visit travel and
repatriation grant. At present, there are 2,686 international staff who hold
appointments of limited duration in field missions. Accordingly, the reappointment
of affected staff under the new contract would result in additional costs for the full
year 2007, estimated at $19.1 million on the basis of current patterns of dependency
and marital status of staff. The $19.1 million comprises $3.4 million relating to 17
special political missions which are funded under the provision for special political
missions under section 3, Political affairs, of the programme budget for the biennium
2006-2007, and a total of $15.7 million for 15 individual peacekeeping missions.

Action requested of the General Assembly

264. The General Assembly isrequested:

(@) To approve the introduction of one United Nations staff contract
under one set of Staff Rules, with three types of appointment status (temporary,
fixed-term and continuing), with conditions of service which would be
equivalent to those offered under the current 100 series and would vary
according to the length of service;

(b) To approve the replacement of permanent contracts with continuing
appointments, for which staff could be given consideration if they have
completed five years of continuous service;

(c) To approve the amendments to staff regulations 4.5 and 9.1 and to
annex |11 to the Staff Regulations, as set out in annex |1 to the present report;

(d) To notethat the review of all staff members appointed under the 100
series of the Saff Rules who meet the conditions to be considered for
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VII.

permanent appointment by the time the amended regulations and rules
introducing the continuing appointment come into force may result in a
proportion of permanent staff in posts subject to geographical distribution
which may temporarily exceed the 70 per cent level otherwise applicable under
section V, paragraph 2, of resolution 51/226;

(e) To appropriate a total of $3,370,800 under the provision for special
political missions of section 3, Political affairs, of the programme budget for the
biennium 2006-2007;

(f) To authorize the changing of a total estimated amount of $7,851,950,
as appropriate, to the relevant budgets of the individual peacekeeping missions
for the period 1 July 2006 to 30 June 2007, to be reported in the context of the
performancereportsfor the period ending 30 June 2007.

Har monization of conditions of service

265. In the past 60 years, the role of the United Nations has evolved to keep pace
with global political, economic and social developments. While its operations have
expanded, particularly in the field, the Organization has maintained the traditional
approaches to conditions of service which were developed at a time when the
activities of the Organization were carried out mainly at Headquarters duty stations
or established offices. As at 30 June 2006, 16,960 United Nations staff members
serve in field locations, with a wide range of functions in such areas as human
rights, humanitarian assistance, peacekeeping, electoral assistance, and drugs and
crime, often in highly volatile post-conflict situations, away from their families; of
these, 15,749 staff members serve in missions administered by the Department of
Peacekeeping Operations. Over time, the ad hoc approach to meeting the needs of
what has become a largely field-based Organization has led to the development of vastly
different conditions of service for staff members who serve side by sidein the field.

Previousreforms

266. In his report on human resources management reform (A/55/253 and Corr.1),
the Secretary-General identified enhanced conditions of service as a crucial element
of his overall human resources management reform programme, emphasizing that
the Organization requires a competitive compensation package which is able to
attract and retain high-quality staff and a good working environment. The General
Assembly, in its resolution 55/258 (sect. XII, para. 1), endorsed the view of the
Advisory Committee on Administrative and Budgetary Questions (A/55/499, para.
19) that a competitive package of conditions of service is a prerequisite for the
successful achievement of goals of human resources management reform.

267. During the 1990s, the United Nations experienced an unprecedented demand
for peacekeeping with the establishment of a number of large missions, which
dramatically increased the number of staff in the field. At that time, the surge in
peacekeeping was regarded as temporary and the contractual arrangements used to
appoint staff in the field (namely, the appointments of limited duration under the
300 series) reflected this perception. The compensation package for 300-series
appointments of limited duration was geared towards non-career employment and
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was designed to minimize administration and permit the speedy recruitment of large
numbers of staff. It did not provide mechanisms to reward staff for good service,
such as promotions or salary increments, nor did it provide the same level of social
security benefits or other allowances available to staff appointed under the 100-
series fixed-term appointment. Under the initial appointments of limited duration,
there was no entitlement to medical insurance coverage for family members and a
lower entitlement to annual leave, sick leave and maternity leave than that provided
for under the 100 series of Staff Rules. Newly established missions were routinely
designated as “special”, non-family missions in which mission subsistence
allowance was paid in lieu of post adjustment, mobility and hardship allowance and
assignment grant.

268. As a result, a number of changes were gradually made to the 300-series
appointment. In 1997, an occasional recuperation break was granted to
internationally recruited civilian staff, serving on 100- 200- and 300-series
appointments in all special (non-family) missions to permit temporary relief for staff
members from the highly stressful environment of a mission. Annual leave and
maternity leave entitlements were enhanced and aligned with those applicable under
the 100-series appointment. In July 2000, the service allowance was modified to
include a family element, family members became eligible for medical insurance
coverage and 300-series staff became eligible to participate in the United Nations
group life insurance scheme. Further changes were made to allow 300-series staff to
be eligible for special post allowance.

269. In view of the significant differences in the conditions of service extended to
staff under the 300 and 100 series, the Secretary-General recommended to the
General Assembly the use of the 100-series appointment as the principal mechanism
for the recruitment of mission staff for periods of six months or longer, for functions
for which there is a continuing requirement, in the comprehensive report on the
staffing of field missions, including the use of 300 and 100 series appointments
(A/59/291). In the same report, the Secretary-General indicated the need to explore
approaches that would more closely align the conditions of service of field staff
with those offered by the United Nations agencies and the funds and programmes.

270. The International Civil Service Commission was requested to present an
analysis to the General Assembly at its sixty-first session of the desirability and
feasibility of harmonizing conditions of service in the field (resolution 59/266, sect.
X, para. 5). At its sixty-second session, the Commission, after considering the
information brought to light by the Secretary-General’s report (A/60/692 and
Corr.1), decided to withdraw the recommendations related to the harmonization of
benefits for field staff presented in its 2005 annual report.® It also decided to
establish a working group to expedite the review of the compensation packages for
internationally recruited staff serving at non-family duty stations and submit
proposals for a harmonized approach within the United Nations system to the
Commission at its sixty-fourth session, in March 2007.

6 Official Records of the General Assembly, Sixtieth Session, Supplement No. 30 (A/60/30), paras.
161 and 162.
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Impact of reformsto date and rationale for change

271. While enhancements to the compensation package for 300-series appointments
of limited duration have improved conditions of service to a certain extent, they
have also had the negative effect of diminishing the administrative simplicity of the
300 series. The same administrative actions associated with the 100-series
appointments are now required for the 300 series, in terms of verifying, establishing
and monitoring family status and processing actions in the Integrated Management
Information System.

272. Moreover, significant differences continue to persist in the conditions of
service among staff serving in the field. These differences exist between staff with
300-series appointments and those with 100-series appointments, between staff with
100-series appointments who are mission appointees and those who are assigned
from Headquarters and between staff serving with peace operations and those
serving with the United Nations funds and programmes. The differences relate to the
designation of missions as family or non-family, the payment of compensation for
maintaining a second household, the scope of the rest and recuperation scheme, the
calculation of hazard pay and the lump-summing of travel entitlements.

273. When a staff member serves in a non-family mission, family members are
precluded from accompanying the staff member to the duty station and will need to
reside elsewhere. Consequently, the maintenance of two households in different
locations constitutes a significant expense for the staff member. Staff who are
recruited for service in a non-family duty station limited to special missions receive
only a base salary and a mission subsistence allowance, which is intended to cover
the cost of accommodation, food and incidentals at the special mission duty station.
There is no compensation for maintaining a separate household, and they are not
entitled to payment of assignment grant, post adjustment, rental subsidy or mobility
and hardship allowance.

274. In recent years, the United Nations funds and programmes have adopted
several innovative approaches to recognize and compensate for the fact that a
number of their staff members had to perform their functions in locations where
they were not allowed to bring their families. In 2000 and 2001, the funds and
programmes introduced the special operations approach for situations in which staff
members are appointed to duty stations at security phase Il or above, where
families may not join them. Under this approach, a staff member assigned to a
non-family duty station is given the option of installing his or her family in a
location with appropriate facilities situated near the actual place of work (the
administrative place of assignment). Alternatively, families can remain in the former
duty station of the staff member or move to another location with entitlements based
on the administrative place of assignment. These staff members receive salary,
assignment grant, post adjustment, rental subsidy and mobility and hardship
allowance at the administrative place of assignment rate and a special operations
living allowance at the duty station.

275. Inconsistent approaches in the provision of rest breaks also serve to generate a
sense of unfairness among staff from the Secretariat and from the funds and
programmes working in the field. At present, the Secretariat provides an occasional
recuperation break to international staff required to work for extended periods in
locations under hazardous, stressful and difficult conditions. The break consists of
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five working days of special leave at regular intervals with full pay, and does not
cover any travel costs. Requiring the entire cost of travel to be borne by the staff
members limits their ability to recuperate properly. By contrast, the funds and
programmes provide rest and recuperation breaks of five consecutive calendar days
plus travel time and pay for standard travel costs between the duty station and the
administrative place of assignment, in order to facilitate family visits and to provide
greater relief from the hardship and isolation of the non-family duty station.

276. With the high demand for peacekeeping both lasting longer and expanding
beyond what was anticipated in the 1990s, there was growing dissatisfaction with
the inequities between the conditions of service of staff appointed under the 300-
and 100-series of staff rules. Unequal treatment between staff from the Secretariat
and staff of the funds and programmes working in the field generates a sense of
unfairness and creates obstacles for the Secretariat to attract and retain staff
members to perform essential functions in the field. As a result, United Nations
peace operations face significant challenges in recruiting and retaining high-quality
staff, experiencing persistently high vacancy rates that hover between 22 and 26 per
cent and a turnover rate of 30 per cent for Professional posts. As a result, some 51
per cent of the Professional staff serving in United Nations peace operations have
two years experience or less with the Organization. As audit reports reveal, this
failure to offer job security and conditions of service that enable the Organization to
sustain and develop the stable and expert workforce required to work in the
uptempo, complex operational environment of United Nations field missions places
our Organization at financial and managerial risk.

277. If the United Nations is to become an employer of choice in today’s highly
competitive global market and maintain a workforce capable of meeting the
challenges of increasingly complex work in the field, it needs to offer conditions of
service which will attract and retain high-quality personnel. At present, the
conditions of service offered by the Secretariat are not conducive to this vision, thus
preventing the Organization from effectively managing its human resources and
fully benefiting from its investment in people.

Elaboration of proposals

Proposal 4

Proposal 4 also provides for the harmonization of conditions of service to
meet the needs of an increasingly field-based Organization, through
harmoni zation of the conditions of service of Secretariat staff in the field
with those of the United Nations funds and programmes by designating
field missions in line with security phases, introducing the special
operations approach for non-family duty stations, where appropriate, and
revising the scheme for rest breaks and streamlining administration,
including through lump-summing.
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Designating field missionsin line with security phases

278. The designation of field missions determines whether staff members may or
may not be accompanied by their families at a duty station, a factor which has a
powerful impact on their work and life conditions. Currently, there are 23 missions
designated “special” missions and seven “established” missions (five are
peacekeeping missions and two are political missions), plus the United Nations
Logistics Base at Brindisi, Italy, and the Office of the Special Envoy for the future
status process for Kosovo. All special missions are treated as non-family, and family
members may not be installed in and live at the mission, even if the security
conditions and funds and programmes would permit it.

279. It is proposed that in the future, the designation of missions be in line with
security considerations, as is the case at the common system level. The classification
of field duty stations as non-family or family (as opposed to “established” and
“special”) would be based on the security phase in effect, taking into account the
size of the United Nations presence at the duty stations and relevant political, legal,
practical and other logistical considerations. Under this proposal, where a mission is
classified as a family duty station, staff members may be joined at the duty station
by their eligible dependants, and would be entitled to payment of post adjustment,
mobility and hardship allowance, rental subsidy and related entitlements applicable
to the duty station.

Introducing the special operations approach for non-family duty stations

280. The introduction of the special operations approach for all Secretariat offices
with a field presence would standardize the treatment of staff members and ensure
that they receive benefits comparable or equivalent to those of the funds and
programmes. In this regard, and as indicated in paragraph 270 above, the
International Civil Service Commission has established a working group to review
the compensation packages for internationally recruited staff serving at non-family
duty stations and submit proposals for a harmonized approach within the United
Nations system to the Commission at its sixty-fourth session, in March 2007.
Therefore, the exact elements of the special operations approach will be submitted to the
General Assembly at the second part of its resumed sixty-first session, in May 2007.

281. Currently, under the special operations approach as applied by the funds and
programmes, a location near a non-family duty station with adequate medical,
educational and housing facilities is designated as an administrative place of
assignment. The staff member and eligible family members are installed at the
administrative place of assignment, unless the staff member elects to instal his or
her family at another location. The staff member receives the post adjustment,
assignment grant and mobility and hardship allowance applicable to the
administrative place of assignment duty station, as well as the special operations
living allowance at the non-family duty station.

282. In reviewing the compensation packages for internationally recruited staff
serving at non-family duty stations, the working group will take into consideration
that in some duty stations, the size of the United Nations presence, or other political,
legal, security or logistical concerns, may prevent the full application of the current
special operations approach.
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Revising the scheme for rest breaks

283. The Secretariat’s occasional recuperation break scheme would be replaced
with the rest and recuperation scheme of the funds and programmes. Under the rest
and recuperation scheme, staff would be given five calendar days of leave and travel
time, and would be paid the travel costs to an approved destination or provided with
United Nations transportation where available. For administrative simplicity,
applicable travel payments would be lump-summed.

Streamlining administration, including through the use of lump-sum options

284. The Secretariat will continue to streamline administration through the adoption
of the lump-sum options wherever possible. The practices of the United Nations funds
and programmes with respect to travel and shipment will be taken into account.

Expected impact of proposals

285. High vacancy rates and turnover rates for Professional staff in the field
undermine the capacity of the Organization to carry out its mandates in the field.
The effectiveness of the Organization would be enhanced by strengthening its
ability to attract and retain talent by ensuring equity and fairness in the treatment of
staff and providing conditions of service that are competitive with those offered by
other employersin the field.

286. The proposals to harmonize contractual arrangements and conditions of
service would also address recommendations 3, 4 and 5 of the report of the Joint
Inspection Unit on reforming the Field Service category, which called for the
concept of a parent duty station to be revisited, the designation of duty stations as
family and non-family to be revised and measures to be taken to alleviate the strain
of field service life on individual staff members and their families.

287. The proposals to designate field missions in line with security phases and to
introduce the special operations approach for non-family duty stations are designed
to offer staff members serving in the field the opportunity for better work/life
balance, which is ultimately linked to performance on the job and retention of staff.

288. The proposal to replace the occasional recuperation break scheme with the rest
and recuperation scheme is intended not only to ensure financial parity, but to
protect the health and well-being of staff members who work under hazardous and
stressful conditions by providing them with the necessary opportunities for
recuperation and family visits to alleviate stress, which detracts from optimum
performance.

Required changesto the Staff Regulations and Rules

289. The introduction of the special operations approach would require the
replacement of staff rule 103.21 on salary and allowances during mission assignments
with a new staff rule elaborating conditions of service for non-family duty stations.

Impact of proposals on therole and authority of the central human resources
function

290. The Office of Human Resources Management, on behalf of the
Secretary-General, would continue to be responsible for determining the status of
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field duty stations in consultation with the relevant departments and offices,
including the Department of Safety and Security and the Department of
Peacekeeping Operations. The Office of Human Resources Management would be
responsible for monitoring the implementation of the new policies, as well as
establishing the necessary procedures and policies for streamlining administration.

Specific accountability measures

Managers

291. Managers would be accountable for ensuring that staff avail themselves of rest
and recuperation at appropriate intervals.

Saff

292. Staff would be accountable for respecting the designation of non-family duty
stations, and for taking proper care of themselves by availing themselves of rest and
recuperation travel at appropriate intervals. Staff would also be accountable for
complying with the requirements for retention of records in conjunction with
streamlining of entitlements. Failure to produce such records may lead to
disciplinary action.

Office of Human Resources Management

293. The Office of Human Resources Management, together with departments with
a field presence, will ensure consistency and coordinated implementation of the
measures set out above.

Timeline for implementation

294. Immediate action can be taken by the Secretariat to revise the scheme for rest
breaks, as proposed.

295. It is expected that the assessment and determination of the status of field duty
stations as family or non-family and the identification of appropriate administrative
place of assignment |ocations could be undertaken within six months of the approval
of the proposals by the General Assembly. The finalization of compensation
packages for non-family duty stations will reflect the conclusions reached by the
International Civil Service Commission in March 2007.

Resource implications

Designation of family status for current non-family special missions

296. The designation of the family status of each field mission will be carried out
by the Office of Human Resources Management, in consultation with the relevant
departments and offices, including the Department of Safety and Security and the
Department of Peacekeeping Operations. The review will be based mainly on the
security phase in effect but will also take into consideration the housing, medical
and other facilities available at the duty station. For planning purposes, it is
anticipated that 7 of the current 23 non-family “special” missions could be
converted to family status. The financial implications are estimated at $9.9 million
per year (approximately $5.1 million from the budget of the affected peacekeeping
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operations and $4.8 million under the provisions for special political missions under
the political affairs section of the programme budget).

Introduction of the special operations approach

297. The introduction of the special operations approach for non-family duty
stations, or a modified approach, would standardize the treatment of staff members
and ensure that they received benefits comparable or equivalent to those of the
funds and programmes. The International Civil Service Commission has formed a
working group to review the compensation packages for internationally recruited
staff serving at non-family duty stations and submit its proposals for a harmonized
approach within the United Nations system to the Commission at its sixty-fourth
session, in March 2007. Preliminary indications are that the financial implications of
introducing the special operations approach, or a modified approach, could be
estimated at (a) $228 million per year for staff in field missions ($194 million for
Department of Peacekeeping Operations missions from the peacekeeping budget and
$34 million for special political missions from the regular budget) and (b) $701,000
per year from extrabudgetary resources. The requirements arising from decisions
that may be taken by the General Assembly with regard to the proposals of the
Commission to be submitted to the Assembly at the second part of its resumed sixty-
first session would be considered in accordance with established procedures.

Replacing occasional recuperation breaks with rest and recuperation breaks

298. Replacement of the current occasional recuperation break scheme with the rest
and recuperation breaks as used by the funds and programmes, would entail paying
travel costs to an approved nearby destination if United Nations transportation were
not available. The financial implications of this proposal are estimated at (a) $19.5
million per year for staff in field missions ($16.9 million under the budgets of the
individual peacekeeping missions, and $2.6 million from the programme budget)
and (b) $92,000 from extrabudgetary resources.

Action requested of the General Assembly

299. The General Assembly isrequested:

(@) To appropriate a total amount of $7,451,300 under the provision for
special political missions of section 3, Political affairs, of the programme budget
for the biennium 2006-2007 for the conversion of “special” missions from
non-family to family status, and for the replacement of the current occasional
recuperation break scheme with rest and recuperation breaks;

(b) To authorize the charging of an amount estimated at $2,527,350,
relating to the conversion of the United Nations Mission for the Referendum in
Western Sahara (MINURSO) from non-family status to family status, to the
MINURSO budget for the period from 1 July 2006 to 30 June 2007, with the
expenditures to be repeated in the context of the performance report for
MINURSO for the period 1 July 2006 to 30 June 2007;

(c) To authorize the charging of an amount estimated at $8,440,000,
relating to the costs of replacing the current occasional recuperation break with
the rest and recuperation break, as appropriate, to the relevant budgets of the
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VIII.

individual peacekeeping missions for the period 1 July 2006 to 30 June 2007, to
bereported in the context of the performance reportsfor the period 1 July 2006
to 30 June 2007,

(d) To approve in principle the harmonization of conditions of service
for Secretariat staff serving in non-family duty stations with those of the staff
of the United Nations funds and programmes;

(e) To decide to revert to the issue of the resources necessary to
harmonize the conditions of service in non-family duty stations at the time of its
consideration of the report of the International Civil Service Commission on
the compensation package in such locations to be submitted to the General
Assembly at the second part of itsresumed sixty-first session.

Building leader ship and management capacity

300. The Organization’s ability to successfully meet current and future challenges
and drive organizational and cultural change will depend, to a great extent, on
skilful leadership and management. In recent years there has been a dramatic
expansion and increase in the complexity of United Nations global operations,
functions and budgets supporting a broad range of mandates and new requirements
from peacekeeping and peacebuilding to humanitarian and human rights to drug and
crime control and other critical global issues. Although increasing emphasis has
been placed on leadership and managerial competencies, senior leaders at the Under-
Secretary-General level are expected to perform a variety of substantive, political and
representational functions in addition to their management role. Successful leadership
and strong management, in a multicultural global workplace with often difficult and
demanding environments, are vital if the Organization is to achieve its goals and
utilize its human and financial resources to their maximum potential.

Previousreforms

301. A wide range of learning and organizational development programmes have
been designed to systematically and progressively build management and |eadership
capacity. The People Management Training Progranme was launched in 1996 in
order to build practical people management skills of staff in managerial positions.
The development of core and managerial competencies facilitated further
refinements and focus of that programme, which has now evolved into two
programmes: the Leadership Development Programme for D-1 and D-2 managers
and a Management Development Programme for staff at the P-4 and P-5 levels, both
of which are now mandatory for staff with supervisory functions.

302. Complementary programmes have been developed to support the grooming of
future managers and leaders, including the intensive Junior Professional
Development Programme, a foundation course for new staff recruited through the
competitive examination process, and a Supervisory Development Programme to
support all staff up to the P-4 level in developing key supervisory skills. These
programmes are delivered throughout the global Secretariat.

303. To supplement programmes for individual managers, the Office of Human
Resources Management offers department-based managerial and organizational
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development programmes aimed at strengthening overall management capacity,
building a culture of continuous learning and developing skills of individual
managers and teams. These programmes are customized to meet the specific needs
of a particular department or office following various assessments and use of
diagnostic tools. Follow-up activities have included short-duration training in
targeted competency areas, team-building exercises, process reviews and coaching
for teams and/or individual managers.

304. Several new tools have been developed to strengthen leadership, management
and organizational development programmes. The profile of an effective department
and the profile of an effective manager, which are set within the Organization’s
competency framework, provide a common language, shared values and a shared
understanding of what constitutes effectiveness at the individual and departmental
levels.

305. Within the organizational development framework, the profiles have guided
the development of an online assessment instrument in the form of a new all-staff
survey, the organizational effectiveness indicator, which provides departments with
an indicator of their perceived level of development. They have aso been used to
develop an enhanced online 360-degree feedback instrument for individual managers.

306. Several mandatory online and face-to-face learning initiatives on the subject of
ethics and integrity have also been introduced. With the establishment of the Ethics
Office, these programmes have been strengthened and new programmes will be
developed to meet evolving needs. A Guidebook on Delegation of Authority
provides senior managers with information on their authority to make decisions
relating to human, financial and physical resources. The Department of
Peacekeeping Operations has introduced senior mission leadership induction
programmes for special representatives of the Secretary-General and their deputies,
force commanders, police commissioners and other senior mission leaders.

307. In addition to the above management, leadership and organizational
development programmes, a variety of interrelated programmes and tools designed
for managers at all levels support the goal of enhancing the leadership and
managerial capacity of the Secretariat. Examples of these programmes include
negotiation skills, conflict resolution, career planning and staff development,
competency-based interviewing, prevention of harassment, sexual harassment and
abuse of authority and the various language programmes.

308. In order to strengthen leadership and to enhance transparency in the
appointment of senior officials, in 2005 the Secretary-General put in place a
selection process that ensures much greater outreach and a wider search for
qualified candidates. Clear job descriptions and required competencies are
developed against which candidates can be assessed. A more systematic process of
vetting candidates and checking their references was instituted, with external
assistance when necessary. Interview panels submit recommendations to the
Secretary-General for final selection.

Impact of reformsto date and rationale for change

309. The development of core and managerial competencies has been a significant
step in setting standards and for communicating the Organization’s expectations of
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high performance and managerial excellence. Competencies have served as a basis
for the design of focused development programmes, the creation of feedback
instruments and the establishment of recruitment and selection criteria.

310. While the selection measures for the appointment of senior officials introduced
by the Secretary-General have improved the transparency of the process,
recruitment of staff in leadership and management positions must be further
enhanced, particularly to meet geographical distribution and gender balance targets.

311. The Department of Peacekeeping Operations utilizes a Senior Leadership
Review Group for the selection of senior officials in peace operations to ensure the
appointment of highly experienced professional leaders capable of meeting the
challenges of large and complex peace operations. The Senior Leadership Review
Group is composed of senior officials of the Department and, depending on the type
of position being filled, senior officials from the Executive Committee on
Humanitarian Affairs, the United Nations Development Group and other
departments or offices as appropriate, including the Office of Human Resources
Management. The Senior Leadership Review Group presents its recommendations
to the Secretary-General for a decision.

312. In recent years the importance of building a new management culture has been
recognized and programmes to develop managers have evolved in scope and size. A
large number of staff members at the P-4/P-5 and D-1/D-2 levels have participated
in at least one management development programme, and feedback indicates that
the programmes have had a positive effect on the behaviour and approaches of
managers. Participants have reported greater awareness of their role and impact as
managers, enhanced communication skills and greater interaction with their staff.

313. The impact of the programmes, while significant, has been largely at the level
of the individual manager. Current resources do not allow for the ongoing
development that other organizations have found to be essential in developing and
sustaining a strong leadership cadre and bringing about lasting culture change.

314. True management culture change will require investment in both the selection
and the development of |eaders. The Organization can no longer continue to select
senior leaders based solely on their substantive expertise. An ability to manage the
Organization’s human and financial resources is also critical. Previous management
experience and proven ability to operate in a complex multicultural environment
must become key factors in selection. Leaders joining the United Nations from
outside must quickly receive induction and orientation in order to fully understand
the Organization’s culture and the responsibilities and accountabilities of senior
managers. They also require ongoing support and development opportunities. At the
same time, the Organization must invest in developing staff on board in order to
groom future managers and leaders.

315. The demand for leadership development and support outstrips the ability to
meet the need in the global Secretariat. In view of the fact that leadership and
management capacity will be crucial to the success of the reform and the future of
the United Nations, the Organization can no longer risk under-investing in this area.
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Elaboration of proposals

Proposal 7

To strengthen leadership recruitment as well as training and development
plans to build the cadre of senior and middle managers required for the
modern complex global operations of the United Nations.

Proposal 3
To nurture talent and foster career development, through:
e Strengthening leadership recruitment

 Strengthening leadership and management training and
development

* Mandatory induction and training requirements for managers.

Strengthened leader ship recruitment

316. More rigorous and systematic approaches to selection at the Under-Secretary-
General, Assistant Secretary-General and Director levels, including for peace
operations, will be established. For this purpose more proactive headhunting
strategies will be adopted to identify and attract promising senior leaders.
Candidates from the widest possible pool will be presented to the Secretary-General
to facilitate the selection of a person who meets stringent criteria, with due regard to
geographical distribution and gender balance. One of the key elements of the
evaluation criteria for all senior posts will be a sound track record of successful
managerial and leadership experience.

317. Competency-based interviews will be mandatory for al senior positions,
complemented by other assessment techniques, as appropriate. All members of
interview panels for senior staff will be required to undergo training in competency-
based interviewing.

318. It is recognized that certain functions and positions require senior specialists
who do not necessarily have the desire or the aptitude to assume managerial
responsibilities. In order to recognize the value of such highly competent senior
specialists and as an alternative to the managerial track, a “substantive career track”
will be introduced. The substantive career track will be available up to the Director
level, as has aready been reflected in the new International Civil Service
Commission job classification standards.

Srengthened leader ship and management training and development

319. The new Leadership Development Programme for D-1 and D-2 managers and
the Management Development Programme for P-4 and P-5 managers, which have
been redesigned to ensure continuous development, will be further strengthened by
the addition of more comprehensive assessment and evaluation tools. Ongoing
programmes will be offered progressively to managers throughout their careers with
the opportunity to participate in at least one programme per year. They will use both
online and face-to-face coaching, with executive coaching available on request. The
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use of the 360-degree assessment tool will be expanded to allow more systematic
feedback. The expansion of the scope and frequency of these programmes will
ensure that all managers in all locations will have the opportunity to participate at a
time and in a place that meets their personal and professional needs.

320. In addition to in-house programmes, senior staff will have the opportunity to
participate in inter-agency programmes such as the Senior Management Network
Leadership Development Programme, which is an integral component of the
proposal for the establishment of the Senior Management Network, endorsed by the
United Nations System Chief Executives Board for Coordination. This system-wide
programme will be developed by the United Nations System Staff College, in close
collaboration with the organizations of the system, and will be based on a set of core
competencies developed for the Senior Management Network.

321. In order to develop internal capacity and facilitate succession planning,
candidates with high potential for managerial positions would be offered specific
developmental assignments, training, mentoring and the opportunity to be assessed
for future managerial openings.

322. The Office of Human Resources Management will continue to partner with
other departments and offices in developing appropriate learning programmes. For
example, the Office of Human Resources Management and the Ethics Office are
developing a user-friendly booklet explaining the Organization's code of conduct
and are working together to ensure that the online mandatory training programme,
the organizational integrity initiative, is kept current.

Mandatory induction and training requirements

323. All newly appointed senior staff, including those in field missions, will
complete a focused induction and orientation programme consisting of briefings on
expectations and accountabilities to guide them in the proper exercise of their
delegated authority, managerial and substantive responsibilities and current
organizational issues. These briefings could also be supplemented by an executive-
level retreat approximately six months after appointment for all new senior staff to
share experiences and become more familiar with the organizational culture, current
challenges and common concerns.

324. In the context of the policy on senior leadership appointments in United
Nations peace operations, the Department of Peacekeeping Operations has
introduced an initiative known as the Senior Leadership Induction Programme. The
newly appointed senior leaders of field missions will be required to undertake
mandatory induction training and development within the first six months of their
appointment as a condition of their service. The programme is intended to
familiarize selected senior officials with the functioning of peace operations, as well
as to assist them in acquiring critical knowledge and an understanding of their wider
United Nations accountabilities in terms of programme, human resources and
financial management.

Expected impact of proposals

325. Focusing on the leadership group and building strong managerial capacity will
have a powerful impact on the performance and motivation of the rest of the staff
and will lead to improved overall organizational effectiveness. The complex role of
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the senior-most leaders at Headquarters and in field operations coupled with the
ever-evolving needs of the Organization provide a compelling rationale for
increasing the level of investment in managerial selection and development.

326. More rigorous selection of senior leaders would ensure that those selected
possess the appropriate combination of substantive and managerial expertise to
carry out their complex role effectively, appropriately manage the Organization’s
resources and meet the high standards expected of United Nations senior officials.

327. Greater and more systematic investment in building a strong managerial cadre
will help strengthen and retain those already in the Organization, and increase staff
capabilities to meet the emerging demands. Concerted efforts to develop female
leaders will result in an increase in the number of women in management and
leadership functions.

Required changesto the Staff Regulations and Rules

328. No changes to the Staff Regulations and Rules would be needed to implement
the proposals relating to building leadership and management capacity.

Impact of proposals on therole and authority of the central human resources
function

329. The Office of Human Resources Management is responsible for designing and
ensuring consistent implementation and monitoring of leadership and management
programmes as part of its central role of providing the framework for career
development and learning in the Organization. In this context, the Office will
continue working in close cooperation with other departments, the Department of
Peacekeeping Operations in particular, to ensure the consistency and coherence of
programmes offered by different departments within the Secretariat. The Office will
remain responsible for ensuring that the appropriate learning tools and programmes
are available and for the Secretariat-wide implementation of standards of
recruitment, including ensuring training in competency-based interviewing.

Specific accountability measures

Managers

330. As a mandatory part of their orientation and induction, newly appointed
Under-Secretaries-General and Assistant Secretaries-General would sign the
declaration whereby they undertake to exercise their functions as international civil
servants of the United Nations in a formal meeting with the Secretary-General. This
would reinforce the importance of this commitment.

331. Managers are responsible for implementing their individual vyearly
performance management plans, which constitute annual compacts between the
Secretary-General and department heads, and the department’s human resources
action plan. The profile of an effective manager and profile of an effective
department will be used as benchmarks for setting management standards in the
context of the individual performance management plans. Senior managers are
accountable for managing the performance of their staff and creating an
environment conducive to the professional development of their staff.
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332. The Management Performance Board is responsible for monitoring the manner
in which senior managers exercise all aspects of the authority that has been
delegated to them, including their performance in achieving the objectives contained
in human resources action plans, for reviewing the outcome of the administration of
justice proceedings in the Secretariat for management accountability purposes and
for recommending appropriate remedies.

Office of Human Resources Management

333. The Office of Human Resources Management is accountable for policy
development, implementation of mandatory programmes and monitoring and
reporting on implementation.

Timeline for implementation

334. New policies for the recruitment of senior leaders and managers are being
introduced. The requirement for formal signature of the declaration upon
appointment could be implemented immediately.

335. Subject to the availability of additional resources, the expansion of leadership,
management and organizational development programmes will be implemented over
the next three years.

Resource implications

336. Resource implications for building leadership and management capacity are an
integral part of the career development and support proposal (see sect. V above).

Buyout

Previous programmes

337. The Staff Regulations provide for agreed terminations to be given when it is
determined that termination would be in the interest of the Organization and it is not
contested by the staff member concerned, and in situations such as the closure of an
office. Agreed terminations are granted under staff regulations 9.1 and 9.3 and
annex |11 to the Regulations. In 2004 a total of 101 staff members separated under
these terms, and 115 in 2005.

338. Early separation or buyout programmes have occasionally been offered to
staff members who wished to be considered for separations under such programmes.
The 1995 buyout programme, noted by the General Assembly in its resolution
49/222 A, was an element of the human resources management strategy to facilitate
early retirement or separation of staff who found that they were no longer able to
meet their career aspirations. It was open to all levels of staff who held permanent
appointments and had at least two years to serve before reaching the normal
retirement age. An estimated 250 staff were separated under this programme.
Another buyout programme was initiated in April 1996 as a result of the
implementation of General Assembly resolutions 50/214 and 50/215, which required
substantial reductions of staff for the biennium 1996-1997. An estimated total of
150 staff were separated under this programme.
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339. Early separation programmes in effect in 1995 (see A/C.5/49/5 and General
Assembly resolution 49/222 A, sect. |, para. 8 and 1996 (see resolutions 50/214 and
50/215) were open to all levels of staff, including those in the Professional and
higher categories, Field Service and General Service and related categories, who
held permanent appointments and had at least two years to serve before reaching
retirement age. Staff members were offered termination indemnity in accordance
with annex 11l to the Staff Regulations and, consistent with the authority of the
Secretary-General, an additional amount equal to 50 per cent of that indemnity, in
accordance with staff regulation 9.3 (b).

340. The early separation programme in 1995 offered a compensation package
either as a lump-sum payment in accordance with annex Il to the Staff Regulations
or aperiod of special leave with full pay up to the amount of the lump sum normally
payable. The programme in 1996 also offered to staff members who were within two
years of reaching age 55 and/or completing 25 years of contributory service in the
Pension Fund an option to use, for a period of up to two years, part of their
termination indemnity for the purpose of continued full contribution to the Pension
Fund and after-service health insurance.

341. Staff members who fulfilled the eligibility criteria and who wished to be
considered for the early separation programme were invited to submit a request to
that effect. If the request was endorsed by the head of department or office
concerned, a mutually acceptable separation date was established. Following a
review by the Assistant Secretary-General for Human Resources Management and
drawing on the priority order set by the heads of department or office, the
Under-Secretary-General for Administration and Management made the fina
decision on behalf of the Secretary-General on the basis, inter alia, of available
financial resources. In all cases, consistent with the best interests of the
Organization, the Secretary-General reserved the right to reject or defer a staff
member’s application for an agreed separation.

342. Staff separated in accordance with the provisions of the early separation
programmes were precluded from employment with the United Nations and its
subsidiary organs and programmes for a period of four years following separation.
Staff who opted for special leave for pension purposes were requested to sign an
agreement acknowledging that they had severed all ties with the Organization
except for the status of special leave for pension purposes and that all their
entittements from the Organization, with the exception of refund of amounts
retained for pension contribution, were fixed and finally settled on the basis of their
status as at the date special leave commenced.

Elaboration of proposals

Proposal 22

Dedicated resources should be appropriated in order to ensure complete
implementation of the detailed proposals resulting from this process. In
particular, resources will be needed at an early stage for a staff buyout.
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343. The General Assembly, in paragraph 163 (c) of its resolution 60/1, called upon
the Secretary-General to submit “a detailed proposal on the framework for a one-
time staff buyout to improve personnel structure and quality, including an indication
of costs involved and mechanisms to ensure that it achieves its intended purpose”.
The Secretary-General in his report (A/60/692, para. 91) stated that a buyout would
be an essential tool for implementing the reforms proposed and the conclusions of
the mandate review.

344. The buyout programme is envisaged as a tool to support implementation of
management reforms and the outcome of the mandate review. The Secretary-General
must be able to realign the staff in accordance with the Organization’s priorities.
Throughout this process, the Organization’s interests must be protected by ensuring
that the buyout does not result in the loss of staff whose skills, experience or
knowledge are aligned with operational needs. The buyout programme would take
into account staff attrition owing to retirement, resignation, expiry of appointment
or other reasons. It is anticipated that a significant number of staff will reach
retirement age over the next five years. In particular, this will have an impact at the
managerial levels, with an anticipated retirement rate of 24.2 per cent and 37.7 per
cent at the P-5 and Director levels respectively. Maintaining the balance between the
anticipated attrition and early separation programme is essential in ensuring that a
viable workforce, capable of carrying out the tasks entrusted to the Organization, is
retained.

345. The decisions on participation in the buyout programme would be guided by
the interest in maintaining a workforce adapted to the Organization’s needs, and
decisions on the separation of staff would be based on a determination that the
separation is in the best interests of the Organization and that at least one of the
following criteria has been met: the staff member’s skills no longer match United
Nations competency requirements; the staff member’s functions have become
redundant or obsolete; alternative placement is unlikely to be found; retraining is
not possible; or there are compelling health or other personal circumstances.

346. In al instances it must be demonstrated that the loss of experience and
knowledge would not be detrimental to the Organization. Not all interested eligible
staff would be able to avail themselves of the programme. Conversely, the
Organization would have the ability to encourage staff members to separate under
the programme.

347. The mechanisms for implementation of a buyout programme would include
safeguards in order to prevent arbitrary decisions and to preserve the strategic goals
of the Organization.

348. As reform is a process, it is envisaged that the buyout programme would be
carried out in two phases: an initial, voluntary phase followed by a targeted buyout
aligned with the Organization’s managerial and strategic priorities as identified upon
completion of the mandate review and the implementation of management reforms,
including any decisions on structural changes, simplification of processing, outsourcing
and relocation that may lead to redundancies and new staff requirements.

Voluntary phase

349. As agreed at the twenty-seventh session of the Staff Management Coordination
Committee, the voluntary phase would be limited and would be available to staff at

06-46317



A/61/255

06-46317

all levels, including those in the Professional and General Service and related
categories, who hold contracts under the 100 series of the Staff Rules, have a
minimum of 25 years of continuous service and are at least 55 years of age. Field
Service officers who had served in peacekeeping operations for 15 years, regardless
of age, would also be eligible for voluntary buyouts.

350. Under the voluntary phase of the buyout programme, a staff member’s request
would have to be endorsed by the head of department or office and the Office of
Human Resources Management and approved by the Under-Secretary-General for
Management on behalf of the Secretary-General. The staff member would receive
compensation as a lump-sum payment in accordance with annex Ill to the Staff
Regulations, including the discretionary increase of up to 50 per cent in accordance
with the provisions of staff regulation 9.3 (b). When warranted and possible, the
Organization could offer a customized package that would allow the staff member to
remain on special leave with full or partial pay or without pay for pension and
medical insurance purposes or other compelling reasons. Customized separation
packages would not exceed the amount that would normally be granted under the
lump-sum option. The size of a voluntary buyout would depend on the amount
appropriated for that purpose. It is estimated that an individual package would
average $100,000.

351. Decisions on the separation of staff members who volunteer to participate in
this programme would be based on a determination that the separation is in the best
interests of the Organization, subject to available resources. Staff members who
separate under the voluntary aspect of the programme would be precluded from full-
time employment with the United Nations and its funds and programmes for a
period of three years from the date of separation.

Targeted phase

352. The size, scope and details of the targeted phase of the buyout programme
would depend on decisions to be made by the General Assembly with respect to
alternative service delivery and the mandate review. In principle, this phase would
be open to United Nations staff members at all levels, including those in the
Professional, Field Service and General Service and related categories, holding
contracts under the 100 series of the Staff Rules whose positions would have been
made redundant as a result of the implementation of management reform proposals
and the results of the mandate reviews. Under these circumstances and in order to
facilitate the transition, the compensation package would be contingent upon length
of service and in accordance with the schedule set out in annex Ill to the Staff
Regulations. As discussed at the twenty-seventh session of the Staff Management
Coordination Committee, the Secretary-General would intend to propose a
discretionary increase of 100 per cent to facilitate staff members' transition from
their employment with the United Nations.

353. In view of the fact that the targeted phase of the buyout programme would take
place upon completion of the review of organizational mandates and the
implementation of the Secretary-General’s management reforms, the twenty-seventh
session of the Staff Management Coordination Committee agreed that further
consultations on the implementation criteria would be held once details of the scope
and size were available.
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Expected impact of proposals

354. The main objective of the voluntary buyout programme is to realign staff
competencies to meet the Organization’'s new demands. The voluntary phase
approach would free up a certain number of posts for recruitment of new skills and
open career opportunities for younger staff. This could also contribute to the
rejuvenation of the Organization and to the desired changes in management culture.

Required changesto the Staff Regulations and Rules

355. The voluntary phase of the buyout does not require any changes to the Staff
Regulations and Rules.

Impact of proposals on therole and authority of the central human resources
function

356. All requests for voluntary buyouts would be reviewed by the Assistant
Secretary-General for Human Resources Management, in consultation with the
heads of department or office. The final decision would be made by the Under-
Secretary-General for Management on the basis of a recommendation from the
department concerned, which must be approved by the Office of Human Resources
Management, taking into account the best interests of the Organization and the
financial resources available. In all cases, consistent with the best interests of the
Organization, the Secretary-General would reserve the right to reject or defer a staff
member’s application for buyout.

Specific accountability measures

Managers

357. Managers would be accountable for ensuring that the Organization’s strategic
goals and interests were protected and for the transparent and equitable
implementation of the voluntary phase of the buyout, as well as for ensuring that all
decisions on separations were consistent with the intent and purpose of the
programme. They would also be accountable for committing themselves to the
guiding principles of the programme and for making recommendations on
separations in strict accordance with the set criteria, in a transparent and equitable
manner, based on the priorities and needs of the office.

Saff
358. Staff would be accountable for compliance with the provisions of the voluntary
phase of buyout.

Office of Human Resources Management

359. The Office of Human Resources Management would be accountable for
supporting the programme and for making recommendations to the Under-Secretary-
General for Management.

Department of Management

360. The Under-Secretary-General for Management would be accountable for the
final approval of separations carried out under the programme.
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Timeline for implementation

361. The voluntary phase of the buyout programme would come into effect as soon
as the resources for the programme were available.

362. The targeted phase would be implemented following consideration by the
General Assembly of the management reform proposals and the results of the
mandate reviews, and after details of the programme were discussed with staff, as
agreed at the twenty-seventh session of the Staff Management Coordination
Committee.

Resource implications

363. Staff at all levels in the Professional and General Service and related
categories who hold contracts under the 100 series of the Staff Rules, have a
minimum of 25 years of continuous service and are at least 55 years of age would be
eligible for consideration for the voluntary phase of buyout. Field Service officers
who had served in peacekeeping operations for 15 years, regardless of age, would
also be eligible to be considered for a voluntary buyout. Under these criteria, the
number of eligible staff would be approximately 1,000, comprising 850 eligible staff
under the programme budget and 150 eligible staff from peacekeeping missions.

364. The size of this phase of the buyout programme will depend on the number of
eligible staff who express an interest in participating. The average cost of a
separation package is anticipated to amount to $100,000. Should 15 per cent of the
eligible population participate, the cost would amount to $15 million.

365. The size and scope of the targeted phase of the buyout programme will depend
on the outcome of the mandate review and the implementation of decisions on
management reform. The locations from which staff who might avail themselves of
the buyout programme is unknown at this time. During the course of
implementation, the appropriate charges and distribution would be reported to the
General Assembly in the context of performance reports.

Action requested of the General Assembly

366. The General Assembly isrequested:

(@) To appropriate a total amount of $12,750,000 under section 28C,
Office of Human Resources Management, of the programme budget for the
biennium 2006-2007 to cover the costs of the voluntary phase of the buyout
programme;

(b) To authorize the charging of an amount estimated at $1,125,000
relating to the costs of the voluntary phase of the buyout programme to the
budgets of the relevant individual peacekeeping missions for the period from
1 July 2006 to 30 June 2007, with the expendituresto be reported in the context
of the performance reports for those missions for the period ending 30 June
2007;

(c) Todecideto consider additional resources estimated at $1,125,000 for
the remainder of 2007 in the context of the proposed budgets of the individual
peacek eeping missions for the period from 1 July 2007 to 30 June 2008;
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(d) Also to decide to revert to the issue of the targeted phase of the
buyout programme at its sixty-second session.

Human resour ces infor mation technology

367. The Secretary-General, in his detailed report on investing in information and
communication technology (A/60/846/Add.1), set out the organizational strategy for
information and communication technology (ICT), which is to align ICT priorities
with Secretariat performance objectives. The implementation of the strategy will be
key in supporting the Secretary-General’s vision of an integrated, field-oriented
Secretariat with multi-skilled, versatile and mobile staff.

368. A major component of the organizational ICT strategy will be the introduction
of an Enterprise Resource Planning (ERP) system to provide the Organization with
new capability and tools to increase efficiency and effectiveness, transparency and
accountability. The ERP system will facilitate the integration of currently
fragmented process aspects of human resources management, such as benefits
administration, personnel actions, payroll and post management, as well as the
implementation of human resources planning and performance management.
However, an ERP system will not resolve or eliminate the deficiencies and
constraints currently hampering several strategic areas of human resources
management, including recruitment, mobility, staff development and career support.

369. The existing human resources information technology systems do not support
an integrated approach to human resources management. They have contributed to
the proliferation of stand-alone systems, frequently supporting similar functions and
processing the same information. With a workforce of over 30,000 staff serving in a
vast number of duty stations and field missions, reporting at a global level has
become a challenge, frequently necessitating manual consolidation and validation of
data from diverse systems, which is a complex and labour-intensive process.

370. Over the years there has been some automation of human resources
administrative processes through many applications, including Galaxy. However,
strategic processes involving more complex workflows and collaboration among
various offices are not sufficiently automated, resulting in delays and the
unavailability of accurate data. If the approach to human resources management is
to become more strategic and integrated, the necessary human resources information
technology systems must be in place. Human resources management reform requires
streamlined and automated processes, enhanced management of human resources
data and improved communication technol ogy.

371. The specific proposals outlined below would meet this requirement in support
of functions which are outside the core ERP areas of automation. They will not
duplicate but rather will complement the function of an ERP system. They include a
new technological infrastructure for e-staffing, a learning management system, a
system for reporting and managing data, a document management system and
knowledge management and e-office tools.

New technological infrastructurefor e-staffing

372. In support of the introduction of the new staff selection system in May 2002,
an e-staffing tool was developed in-house by the Department of Peacekeeping

06-46317



A/61/255

06-46317

Operations, in partnership with the Office of Human Resources Management. The
tool was internally named “Galaxy” and its main focus was to move from a paper-
based to a web-based electronic system. The Office of Human Resources
Management initiated the advertising of vacancies in Galaxy in 2002 and the
Department of Peacekeeping Operations commenced advertising field vacancies in
2004. The system was welcomed by the General Assembly in its resolution 57/305,
in which the Assembly requested the Secretary-General to ensure that the system
would enhance transparency, efficiency and effectiveness in the recruitment process.
The introduction of Galaxy greatly improved the transparency of recruitment
processes, as it enabled the wide dissemination of information and significantly
reduced the time needed to fill vacancies. The custom-made technological
infrastructure of Galaxy, however, severely limits its flexibility and does not allow
for modifications that are required to accommodate dynamic and changing
operational requirements. Furthermore, the Office of Internal Oversight Services
noted that the primary responsibility for system maintenance and development
remained with the Department of Peacekeeping Operations, even though the system
had become one of the Organization’s core human resources applications and, in
that context, recommended that responsibility for Galaxy be migrated to the
Department of Management.

373. In reviewing the proposed programme budget for the biennium 2004-2005, the
Advisory Committee on Administrative and Budgetary Questions stated that
experience so far with the Galaxy system showed that there had been an inadequate
analysis of tasks, scope and coverage of the system before it was implemented.” The
Committee further emphasized that, unless Galaxy problems were resolved, its
effectiveness would be compromised and the cost-effectiveness of its future use
would be called into question. The General Assembly, in its resolution 59/266,
requested the Secretary-General to fully develop the support tool and make it more
efficient and user-friendly. In a subsequent report (A/59/265/Add.1), the Secretary-
General stated his intention to undertake a review to establish the most appropriate
technological infrastructure for the system, including the possible use of “off-the-
shelf” packages.

374. In the biennium 2005-2006, the Secretariat conducted a detailed analysis of the
possible solutions and concluded that further modification of the existing Galaxy
technological infrastructure would not be a cost-effective solution. Galaxy was
designed as a recruitment tool that met the need at the time it was introduced for the
Organization to move away from a paper-based system. Significant changes are now
required to bring the current system up to the industry standard and to permit a
broader use for staffing purposes, including implementation of managed mobility. It
was also noted that there were now commercially available recruitment applications
that were not available at the time of deployment of Galaxy and that could meet
projected organizational needs.

375. Drawing on this analysis and the experience gained so far, it is recommended
that the most cost-effective and feasible solution would be to procure an off-the-
shelf e-staffing software package that would be integrated into the future ERP
system. The new software package would overhaul technological infrastructure and
provide flexibility to adjust to the Organization’s changing requirements. This

7 Official Records of the General Assembly, Fifty-eighth Session, Supplement No. 7 (A/58/7), para.
V111.30.
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approach conforms to best practices in the use of technology for recruitment. The
estimated cost of launching a new e-staffing tool is $1.45 million, which includes
the installation and customization of software, vendor technical maintenance and
support for project management in 2007 with a view to making the transition to the
new system in 2008.

L ear ning management system

376. In support of career development and mobility across the Secretariat, a
learning management system is required to manage learning resources globally and
provide access to them. Such a system would offer web-based training and
performance support tools to develop staff knowledge and skills, provide online
coaching and assistance in creating career development plans and maintain a library
of supplemental learning resources. For example, the learning management system
would allow for global electronic access to mandatory courses such as those on
ethics and prohibition of harassment and would enable central compliance
monitoring, which at present is not possible. The learning management system
would also be a central technical component of the Virtual Academy (see sect. V
above). The total estimated cost of the new learning management system would be
$535,000 for 2007.

Document management system

377. Human resources functions are currently not supported by a document
management system and documents are managed on local or shared drives. A new
document management system, which would be an integral part of the Secretariat’s
Enterprise Content Management system, would streamline processes for human
resources document management and meet digitization and classification needs for
day-to-day operational requirements as well as for archiving purposes. The cost of
the new document management system is $200,000 for 2007.

Knowledge management and e-office system

378. With increased mobility of staff and the need for global implementation of
standards, policies and procedures, systematic improvements should be made to
current human resources management practices in the Secretariat to provide the
Organization with the capacity to share knowledge in a more transparent manner. It
is for these reasons that better knowledge management, including e-office systems,
should be implemented. This would be a part of the Secretariat’s customer
relationship management initiative, expected to be implemented in 2008.

Reporting and data repository

379. The new ERP system will consolidate all transactional data for the Secretariat.
This includes all staff-related data, including on posts, salary levels and benefits.
However, the new system will not include data from, for example, the new learning
management system, the current medical system or data from other agencies' ERP
systems. In order to manage the Secretariat’s workforce in an integrated manner,
there is a need to generate and manage information from many sources other than
the new ERP system or the Integrated Management Information System. This
investment will provide human resources practitioners and programme managers
throughout the Secretariat with new, easy-to-use web-based tools to access the data
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repository and to obtain, analyse and report on human resources information in a
timely and more comprehensive manner. The underlying technology of the new
repository will be fully compliant with ERP integration standards. This initiative
will cost $160,000 for 2007.

Expected impact of proposals

380. A modern human resources information technology infrastructure is an
essential tool for the efficient management of the Organization’s global human
resources in an integrated and timely manner. The system would automate
recruitment and staffing processes, facilitate mobility and support staff development
and career support. It would empower the managers, human resources practitioners
and staff by providing them with direct and timely access to relevant information
and reduce the need for day-to-day reliance on technical experts assistance for
routine tasks and functions. An enhanced human resources information technology
system that meets the need of an integrated Secretariat is essential for overall
efficiency in human resources management. It would increase transparency, promote
consistency in human resources management throughout the Secretariat and enable
end-users to have access to information necessary to fulfil their responsibilities.

381. The new e-staffing technological infrastructure would enable the Organization
to have a flexible and scalable platform to support the range of functions necessary
for recruitment, staffing and mobility. These would include faster processing of
applications, more effective screening, more efficient roster management, self-
service components for applicants and an integrated approach to reporting. The
system would be sufficiently flexible to accommodate the evolving needs of the
Organization.

382. The learning management system would provide automated tools for core
learning support functions such as registration, course development, results
management, compliance and reporting, which are currently not available.

383. The investment in reporting infrastructure would provide non-technical staff
with easy and timely access to accurate human resources data. This would reduce
the time spent on gathering and consolidating data and would improve the quality
and timeliness of reports.

384. The document management system would enable the Organization to have one
central repository of all human resources documents, which would provide easy
access to information and contribute to consistency and transparency in human
resources management globally. It would also ensure the preservation of
institutional knowledge through central records management and archiving.
Knowledge management and e-office automation would improve the tracking of
human resources transactions as they went through various stages of approval and
completion.

Resour ce requirements

385. In order to strengthen the human resources information technology function in
the Office of Human Resources Management in support of human resources
management reform, additional resources for the transitional period from 2007 to
2009 would be required.
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386. In order to support the new e-staffing tool and other human resources
information technology systems, the equivalent of two P-4, one P-3, one P-2 and
two General Service (Other level) temporary posts would be required at an estimated
cost for 2007 of $396,000. Those resources would be sought under both the budget for
the support account for peacekeeping operations and the programme budget.

387. Three posts, one P-4, one P-2 and one General Service (Other level), at an
estimated cost of $191,000, are requested under the programme budget for the
biennium 2006-2007. Three further posts, one P-4, one P-3 and one General Service
(Other level), estimated at $102,500, would initially be met from the support
account for peacekeeping operations for the period ending 30 June 2007. An amount
estimated at $102,500 for the balance of 2007 would be sought in the context of the
budget for the support account for peacekeeping operations for the period from
1 July 2007 to 30 June 2008.

388. In addition, non-post resources amounting to $2,660,500 are required for 2007
to be shared between the programme budget for the biennium 2006-2007
($1,300,700) and the budget for the support account for peacekeeping operations
($761,600) for the period ending 30 June 2007, and an amount estimated at
$598,200 would subsequently be sought in the context of the budget for the support
account for peacekeeping operations for the period from 1 July 2007 to 30 June
2008. Of that amount, total requirements of $60,000 relate to consultancy services
to provide for the data repository. An amount of $1,250,000 relates to contractual
services, comprising $850,000 for the new e-staffing tool, $200,000 for the learning
management system and $200,000 for the document management system. A total of
$1,035,000 relates to information technology software, comprising $600,000 for the
new e-staffing tool, $335,000 for the learning management system and $100,000 for
the reporting and data repository. These costs will be shared between the programme
budget and the peacekeeping support account. Requirements relating to common
services costs, such as rental of office accommodation, communications and
supplies, would total $315,500.

Action required of the General Assembly

389. The General Assembly isrequested:

(@) To approve the establishment of six new temporary posts (2 P-4, 1
P-3, 1 P-2, 2 General Service (Other level);

(b) To appropriate an amount under the programme budget for the
biennium 2006-2007 of $1,521,500, comprising $1,395,700 under section 28C,
Office of Human Resources Management, $96,000 under section 28D, Office of
Central Support Services, and $29,800 under section 35, Staff assessment, to be
offset by an equivalent amount under income section 1, Income from staff
assessment;

(c) Togrant the Secretary-General commitment authority for requirements
estimated at $864,100 (net of staff assessment) relating to the strengthening of
human resources information technology under the budget for the support
account for peacekeeping operations for the period from 1 July 2006 to 30 June
2007, with the expenditures to be reported in the context of the performance
report for the support account for the period from 1 July 2006 to 30 June 2007;
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XI.

(d) To note that further requirements would be presented in the context
of the proposed programme budget for the biennium 2008-2009 and the
proposed budget for the support account for peacekeeping operations for the
period from 1 July 2007 to 30 June 2008.

Strengthening accountability measures

390. As recently presented by the Secretary-General in his detailed report
addressing accountability in the context of his management reform proposals, the
term “accountability” has been used to refer, on the one hand, to the broad
responsibility of the Secretary-General to Member States for the use of resources
and the delivery of programmes and services (results) and, on the other hand, to the
responsibility of individual staff members to the Secretary-General for the
performance of duties and ethical conduct (see A/60/846/Add.6, para. 4). The first
corresponds to “institutional accountability” and the second to “personal
accountability” (ibid., para. 7). The detailed proposals contained in the present
report address and strengthen both aspects.

391. Institutional accountability in respect of human resources management will be
reinforced through the strengthened role of the Office of Human Resources
Management in acting on behalf of the Secretary-General to ensure that all possible
means are used to comply with legislative mandates regarding human resources and
in presenting the performance of the Organization to Member States. A critical
aspect of thisrole is the formulation of clear policies and rules that can be applied in
a transparent manner and that will be monitored closely by the Office of Human
Resources Management to promote and preserve a consistent application. In so
doing, the Office will act as a catalyst for change, introducing improved approaches
to problems and good practices to promote an organizational culture of high
performance, responsiveness, integrity and managerial excellence, helping to
identify and address the needs of the Organization by formulating global human
resources strategies, policies, guidelines and accountability measures.

392. Many of the proposals contained in the present report are designed to support
institutional accountability, for instance the introduction of one United Nations staff
contract, or the replacement of the current staff selection system by the new
proposed system of recruitment and staffing. Another key feature of the proposals is
reinforcement of the authority that the Office of Human Resources Management
exercises on behalf of the Secretary-General in respect of mandate implementation
and increasing the level and effectiveness of its monitoring of the exercise of the
authority delegated to heads of departments and offices in human resources
management. In that respect, the Management Performance Board will play a crucial
role, reinforcing the impact of the other accountability measures explained in detail
after each proposal. All this, when combined with improved information technology
tools, will permit much better reporting to Member States on the results achieved.

393. Personal accountability requires a clear definition of responsibilities and the
means to discharge them. The responsibility of heads of departments and offices in
the management of human resources is well defined, and those senior officials must
ensure that those to whom they delegate the exercise of elements of their authority
are answerable to them. The proposals contained in the present report would result
in a significant increase in resources for staff development and career support and
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for building leadership and management capacity, thus providing to all concerned
the means to discharge their respective responsibilities. An integral part of these
proposals is the consistent reinforcement of core values, ethics and rules of conduct
in all the mandatory and optional programmes that will be made available. This will
foster a better understanding of what the Organization expects of its staff at all
levels, including its senior managers, and of the consequences of meeting or not
meeting those expectations, including the withdrawal of delegated authority and the
imposition of disciplinary sanctions.

394. Accountability is addressed in more specific detail for each of the proposals
contained in the present report.

Revised estimates

395. Table 1 below provides an overview of the total resources required in 2007 to
implement the comprehensive human resources proposals contained in the present
report. It details the full-year 2007 requirements under the programme budget for
the biennium 2006-2007 as well as the requirements under peacekeeping. As the
cycle for resources approved by the General Assembly for peacekeeping covers a
yearly period, it is also noted that details are provided on the requirements that are
sought under the current financial period (1 July 2006-30 June 2007) and those that
would be proposed in the context of the peacekeeping and support account budgets
for the succeeding period (1 July 2007-30 June 2008).
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Table 1
Total resourcesrequired in 2007
(Thousands of United States dollars)

Proposed requirements by source of funding

To be reported
in the context

of individual
performance Proposed
reports for requirements
peacekeeping for
Peacekeeping Requested ~ Commitment missions for  peacekeeping
Proposal Regular budget budgets Extrabudgetary Total appropriation® authority® 2006/07 operations®  Extrabudgetary Total
Proposal 1: recruitment
and staffing 709.4 680.9 —_ 1390.3 709.4 366.1 314.8 —_ 1390.3
Proposal 2: mobility 331.0 198.2 — 529.2 331.0 124.7 73.5 — 529.2
Proposals 3 and 7:
career development and
support (including
leadership) 10 000.0 —_ —_ 10 000.0 10 000.0 —_ 10 000.0
Proposal 4: contractual
arrangements and
harmonization of
conditions of service 10 822.1 37 638.6 793.0 49 253.7 10822.1 18 819.3 18 819.3 793.0 49 253.7
Proposal 22: buyout 12 750.0 2 250.0 — 15 000.0 12 750.0 1125.0 1125.0 — 15 000.0
Human resources
information technology 1491.7 1564.8 — 3 056.5 1491.7 864.1 700.7 — 3 056.5
Subtotal 36 104.2 42 332.5 793.0 79229.7 36 104.2 1354.9 19 944.3 21033.3 793.0 79229.7
Staff assessment 111.0 92.0 203.0 111.0 46.0 46.0 203.0
Total 36 215.2 42 424.5 793.0 794327 36 215.2 1 400.9 19944.3 21 079.3 793.0 79432.7

# Programme budget for the biennium 2006-2007.

® Budget for the support account for peacekeeping operations, 1 July 2006 to 30 June 2007.

¢ 1 July 2007 to 30 June 2008.
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396. Details are provided in tables 2 to 5 of the requirements under the programme
budget and in tables 6 to 9 under the budget for the support account for

peacekeeping operations.

Programme budget for the biennium 2006-2007

397. The overall financial impact of the proposals contained in the present report,
as reflected in changes to the programme budget for the biennium 2006-2007, would
amount to $36,215,200, including an increase of six posts. These changes are
reflected in the present revised estimates and are summarized in tables 2 to 5 below.

Table 2

Total resource requirements — regular budget

Resources (thousands of United Sates dollars)

Posts

2006-2007 Additional

2006-2007 Proposed

appropriation requirements Total appropriation change Total

Post 1978434.3 13161.3 1991595.6 9 652 6 9 658
Non-post 18610639 230539 1884117.8 — — —

Total 3839498.2 362152 38757134 9 652 6 9 658
Table 3
Resour ce requirements by budget section
(Thousands of United States dollars)

2006-2007 Additional

Budget section

appropriation

requirements

Total

3. Political affairs 451 092.6 10 822.1 461 914.7
28C. Office of Human Resources Management 63 345.5 25019.1 88 364.6
28D. Office of Central Support Services 247 011.9 263.0 247 274.9
35.  Staff assessment 405 610.2 111.0 405 721.2

Total 1167 060.2 36 215.2 1203 275.4
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Table 4
Posts by grade — regular budget

2006-2007
Grade appropriation Proposed change Total
Professional category and above
DSG/USG 30 — 30
ASG 22 — 22
D-2 90 — 90
D-1 257 — 257
P-5 746 — 746
P-4/3 2 505 3 2508
P-2/1 491 1 492
Subtotal 4141 4 4145
General Service category
Principal level 278 — 278
Other level 2719 2 2721
Subtotal 2997 2 2999
Other categories
Security Service 306 — 306
Local level 1849 — 1849
Field Service 144 — 144
National Officer 39 — 39
Trades and Crafts 176 — 176
Subtotal 2514 — 2514
Total 9 652 6 9658
Table 5
Posts by budget section
Budget section 2006-2007 appropriation  Proposed change Total
28C. Office of Human Resources Management 170 6 176
Total 170 6 176

398. Additional resource requirements for the biennium 2006-2007, as outlined in
table 2, might normally be considered to be potentially subject to the provisions
governing the contingency fund (see General Assembly resolutions 41/213 and
42/211). In this regard, it is recalled that the Assembly, in its resolution 59/278,
approved a contingency fund for the biennium 2006-2007 in the amount of $27.2
million. The balance of the contingency fund following decisions taken by the
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Assembly amounts to $637,300. However, it would appear that resolution 42/211
did not foresee circumstances such as those currently faced by Member States. A
reduction of resources to fit within the remaining balance of the contingency fund
would preclude fulfilling the intent of the Assembly as expressed in the 2005 World
Summit Outcome (resolution 60/1) and associated reform actions. Under the
circumstances, the Assembly may wish to proceed for the purposes of this exercise
in the same manner in which it handled a similar situation in December 2005 and
June 2006 in addressing costs related to follow-up to the Summit Outcome.

Peacekeeping

399. The change in the budget for the support account for peacekeeping operations
and individual peacekeeping missions for the period from 1 January to 30 June 2007
would amount to $21,345,200, including an increase of five posts. The General
Assembly is requested to grant the Secretary-General commitment authority not
exceeding $1,400,900 for the additional staff and non-staff costs required under the
budget for the support account for peacekeeping operations for the period from
1 July 2006 to 30 June 2007, with reporting thereon to the Assembly in the context
of the performance report for the support account for peacekeeping operations. The
Assembly is also requested to authorize the charging of an amount not exceeding
$19,944,300 to the individual peacekeeping missions for the period from 1 July
2006 to 30 June 2007, with reporting thereon in the context of the performance
reports. As concerns requirements for the second part of 2007, they would be
considered in the context of the budgets for the support account for peacekeeping
operations and the individual peacekeeping missions for the period from 1 July 2007
to 30 June 2008.

Table 6
Total resource requirements — support account

Resources (thousands of United States dollars) Posts
2006-2007 Additional 2006-2007 Proposed

appropriation® requirements’ Total appropriation change Total
Post 109 481.6 188.4 109 667.0 790 5 795
Non-Post 74 412.1 12125 75 624.6 —_ —_ —_
Total 183 893.7 14009 185294.6 790 5 795
Staff assessment 18 878.7 46.0 18 924.7 — — —
Net requirements 165 015.0 13549 166 369.9 — —_- =

& Including additional resources ($706,600) approved for procurement services.
® Proposed for the period 1 January-30 June 2007.
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Table 7

Resour ce requirements of the Office of Human Resources M anagement —
support account

(Thousands of United States dollars)

2006-2007 Additional
appropriation requirements? Total
Post 33634 188.4 3551.8
Non-post 857.0 12125 2 069.5
Total 4220.4 1400.9 5621.3
Staff assessment income 532.0 46.0 578.0
Net requirements 36884 13549 5043.3

@ Proposed for the period 1 January-30 June 2007.

Table 8
Posts by grade — support account

2006-2007
Grade appropriation Proposed change Total
Professional category and above
D-2 5 — 5
D-1 12 — 12
P-5 51 — 51
P-4/3 410 3 413
P-2/1 21 — 21
Subtotal 499 3 502
General Service category
Principal level 24 — 24
Other level 264 2 266
Subtotal 288 2 290
Other categories
Security Service 3 — 3
Subtotal 3 — 3
Total 790 5 795
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XII.

Table 9
Posts for the Office of Human Resour ces M anagement — support account

2006-2007 appropriation Proposed change Total
Office of Human Resources Management 24 5 29
Total 24 5 29

Conclusion and recommendations

400. This integrated package of reform measures aims at adapting the
Organization’s human resources management framework to meet evolving
requirements, increase transparency and clarify accountability lines. Only by
investing in its people and processes will the Secretariat be able to attract, recruit
and retain the high-quality staff it needs to meet its complex mandates. The
Secretary-General believes that the return on this investment will increase the
Organization’s effectiveness in implementing the mandates of Member States.

401. The General Assembly isrequested:

Proposal 1

(@ To approve the reduction of the advertising time for vacancy
announcements from 60 to 30 days for specific vacancies;

(b) Also to approve the elimination of eligibility restrictions based on
category in order to provide greater opportunities for staff in the General
Service and related categories to be promoted to posts not subject to
geographical distribution at the P-2 level through a competitive process;

(c) To note that the trial period for the special roster authorized by the
General Assembly in resolution 59/266 will expire in December 2006 and to
authorize the Secretary-General to continue the use of the special roster for
posts at the P-4 and P-5 levels with a view to improving the geographical
representation of unrepresented and underrepresented Member States until
such Member States are within their desirable ranges;

(d) To appropriate a total amount under the programme budget for the
biennium 2006-2007 of $755,200, comprising $638,400 under section 28C, Office
of Human Resources Management, $71,000 under section 28D, Office of Central
Support Services, and $45,800 under section 35, Saff assessment, to be offset by an
equivalent amount under income section 1, Income from staff assessment;

() To grant the Secretary-General commitment authority for the
requirements relating to the strategic functions of the new recruitment centre
estimated at $366,100 (net of staff assessment) under the budget for the support
account for peacekeeping operations for the period ending 30 June 2007 and to
report in the context of the performance report for the support account for
peacek eeping operations for the period from 1 July 2006 to 30 June 2007;

(f) To take note that further requirements relating to the transitional
period, including the establishment of a post of head of the recruitment centre
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at the D-2 level, will be considered in the context of the proposed programme
budget for the biennium 2008-2009, as appropriate, and the proposed budget
for the support account for peacekeeping operations for the period from 1 July
2007 to 30 June 2008;

Proposal 2

(@) To decide to eliminate the restrictions on staff on assignment to
United Nations peace missions, currently set at 5 per cent of authorized
General Service and Field Service posts across missions, with the exception of
those missionsin a start-up phase or other exceptional circumstances;

(b) To support the review of host country agreements and the issuance of
work permits with a view to supporting the employment of spouses of United
Nations staff;

(c) To approve the establishment of five new temporary posts (2 P-4, 1
P-3 and 2 General Service (Other level));

(d) To appropriate a total amount under the programme budget for the
biennium 2006-2007 of $366,400, comprising $235,000 under section 28C, Office of
Human Resources Management, $96,000 under section 28D, Office of Central
Support Services, and $35,400 under section 35, Staff assessment, to be offset
by an equivalent amount under income section 1, Income from staff assessment;

() To grant the Secretary-General commitment authority for the
requirements relating to the establishment of two posts (1 P-3 and 1 General
Service (Other level)) and associated common service costs estimated at
$124,700 (net of staff assessment) under the budget for the support account for
peacekeeping operations for the period ending 30 June 2007 and to report in
the context of the performance report for the support account for peacekeeping
operations for the period from 1 July 2006 to 30 June 2007;

(f) To note that further requirements relating to the transitional period
will be presented in the context of the proposed programme budget for the
biennium 2008-2009 and the proposed budget for the support account for
peacekeeping operations for the period from 1 July 2007 to 30 June 2008;

Proposal 3

(@) Todecideto doublethe biennial training budget of the Organization;

(b) To appropriate an additional $10 million for training under section
28C, Office of Human Resources Management, of the programme budget for
the biennium 2006-2007;

(c) Todecidetorevert toappropriation for training resourcesin the context
of the proposed programme budget for the biennium 2008-2009, in line with the
proposal of the Secretary-General to initially double the training budget;

Proposal 4

(@) To approve the introduction of one United Nations staff contract
under one set of Staff Rules, with three types of appointment status (temporary,
fixed-term and continuing), with conditions of service which would be
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equivalent to those offered under the current 100 series and would vary
according to the length of service;

(b) To approve the replacement of permanent contracts with continuing
appointments, for which staff could be given consideration if they have
completed five years of continuous service;

(c) To approve the amendments to staff regulations 4.5 and 9.1 and to
annex |11 to the Staff Regulations, as set out in annex |1 to the present report;

(d) To notethat thereview of all staff members appointed under the 100
series of the Staff Rules who meet the conditions to be considered for
permanent appointment by the time the amended regulations and rules
introducing the continuing appointment come into force may result in a
proportion of permanent staff in posts subject to geographical distribution
which may temporarily exceed the 70 per cent level otherwise applicable under
section V, paragraph 2, of resolution 51/226;

(e) To appropriate a total of $3,370,800 under the provision for special
political missions of section 3, Political affairs, of the programme budget for the
biennium 2006-2007;

(f) To authorize the changing of a total estimated amount of $7,851,950,
as appropriate, to the relevant budgets of the individual peacekeeping missions
for the period 1 July 2006 to 30 June 2007, to be reported in the context of the
performancereportsfor the period ending 30 June 2007;

(g) To appropriate a total amount of $7,451,300 under the provision for
special political missions of section 3, Political affairs, of the programme budget
for the biennium 2006-2007 for the conversion of “special” missions from non-
family to family status, and for the replacement of the current occasional
recuperation break scheme with rest and recuperation breaks;

(h) To authorize the charging of an amount estimated at $2,527,350,
relating to the conversion of MINURSO from non-family status to family
status, to the MINURSO budget for the period from 1 July 2006 to 30 June
2007, with the expenditures to be reported in the context of the performance
report for MINURSO for the period from 1 July 2006 to 30 June 2007;

(i) To authorize the charging of an amount estimated at $8,440,000,
relating to the costs of replacing the current occasional recuperation break with
the rest and recuperation break, as appropriate, to the relevant budgets of the
individual peacekeeping missions for the period 1 July 2006 to 30 June 2007, to
bereported in the context of the performance reportsfor the period 1 July 2006
to 30 June 2007;

(i) To approve in principle the harmonization of conditions of service
for Secretariat staff serving in non-family duty stations with those of the staff
of the United Nations funds and programmes;

(k) To decide to revert to the issue of the resources necessary to
harmonize the conditions of service in non-family duty stations at the time of its
consideration of the report of the International Civil Service Commission on
the compensation package in such locations to be submitted to the General
Assembly at the second part of itsresumed sixty-first session;
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Proposal 22

(8 To appropriate a total amount of $12,750,000 under section 28C, Office
of Human Resources Management, of the programme budget for the biennium
2006-2007 to cover the costs of the voluntary phase of the buyout programme;

(b) To authorize the charging of an amount estimated at $1,125,000
relating to the costs of the voluntary phase of the buyout programmeto the budgets
of therelevant individual peacekeeping missionsfor the period from 1 July 2006 to
30 June 2007, and with the expenditures to be reported in the context of the
performance reports for those missionsfor the period ending 30 June 2007;

(c) Todecideto consider additional resources estimated at $1,125,000 for
the remainder of 2007 in the context of the proposed budgets of the individual
peacekeeping missions for the period from 1 July 2007 to 30 June 2008;

(d) Also to decide to revert to the issue of the targeted phase of the
buyout programme at its sixty-second session;

Human resources information technology

(@) To approve the establishment of six new temporary posts (2 P-4, 1
P-3, 1 P-2, 2 General Service (Other level));

(b) To appropriate an amount under the programme budget for the
biennium 2006-2007 of $1,521,500, comprising $1,395,700 under section 28C,
Office of Human Resour ces Management, $96,000 under section 28D, Office of
Central Support Services, and $29,800 under section 35, Staff assessment, to be
offset by an equivalent amount under income section 1, Income from staff
assessment;

(c) Togrant the Secretary-General commitment authority for requirements
estimated at $864,100 (net of staff assessment) relating to the strengthening of
human resources information technology under the budget for the support
account for peacekeeping operations for the period from 1 July 2006 to 30 June
2007, with the expenditures to be reported in the context of the performance
report for the support account for the period from 1 July 2006 to 30 June 2007;

(d) To note that further requirements would be presented in the context
of the proposed programme budget for the biennium 2008-2009 and the
proposed budget for the support account for peacekeeping operations for the
period from 1 July 2007 to 30 June 2008;

Summary of financing action

(@) To decide to appropriate a total of $36,215,200, comprising
$10,822,100 under the provision for special political missions under section 3,
Political affairs; $25,019,100 under section 28C, Office of Human Resources
Management; $263,000 under section 28D, Office of Central Support Services;
and $111,000 under section 35, Staff assessment, to be offset by an equivalent
amount under income section 1, Income from staff assessment, of the
programme budget for the biennium 2006-2007;

(b) To approve the establishment of six temporary posts, consisting of
three P-4, one P-2 and two General Service (Other level) posts, under section
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28C, Office of Human Resources Management, of the programme budget for
the biennium 2006-2007;

(c) To note that further requirements relating to the transitional period
for recruitment and staffing and mobility reform, including the establishment
of a post of head of the recruitment centre at the D-2 level, will be considered in
the context of the proposed programme budget for the biennium 2008-2009, as
appropriate, and the proposed budget for the support account for peacekeeping
operations for the period from 1 July 2007 to 30 June 2008;

(d) To note, further, that resources to strengthen the human resources
information technology function in the Office of Human Resources
Management would be presented in the context of the proposed programme
budget for the biennium 2008-2009, as appropriate, and the proposed budget
for the support account for peacekeeping operations for the period from 1 July
2007 to 30 June 2008;

(e) Todecidetorevert to appropriation for further training resourcesin
the context of the proposed programme budget for the biennium 2008-2009, in line
with the proposal of the Secretary-General toinitially double thetraining budget;

(f) To approve the establishment of five temporary posts, consisting of
two P-4, one P-3 and two General Service (Other level) posts, for the Office of
Human Resources Management under the support account for peacekeeping
operationsfor the period ending 30 June 2007;

(g) To grant the Secretary-General commitment authority for an amount
not exceeding $1,400,900 for the additional staff and non-staff costs required
under the budget for the support account for peacekeeping operations for the
period from 1 July 2006 to 30 June 2007, and with reporting thereon to the
Assembly in the context of the performance report for the support account for
peacek eeping operations for the period from 1 July 2006 to 30 June 2007;

(h) To authorize the Secretary-General to charge an amount not exceeding
$17,416,950 to the individual peacekeeping missions for the period from 1 July
2006 to 30 June 2007, with reporting thereon to the Assembly in the context of
the performancereports for the period from 1 July 2006 to 30 June 2007;

(i) To authorize the charging of an amount estimated at $2,527,350,
relating to the conversion of MINURSO from non-family status to family
status, to the MINURSO budget for the period from 1 July 2006 to 30 June
2007, with the expenditures to be reported in the context of the performance
report for MINURSO for the period from 1 July 2006 to 30 June 2007;

(i) Tonotethat in the connection with paragraphs (g) and (h) above, for
the second part of 2007, these amounts would be considered in the context of
budgets for the support account for peacekeeping operations and the individual
peacek eeping missions for the period from 1 July 2007 to 30 June 2008.
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Annex |
Workforce data
Staff by category
[Fast facts
v 30,548 staff members.
By category/level
\ 110 staff members at the USG/ASG level.
v 509 staff members at the Director level.
\/ 8,736 staff members in the Professional category.
v 21,193 staff members in the General Service and related categories.
69.38%
28.60%
B USG/ASG
1.67% 0.36% O Directors
B Professionals
O General Service and related
Date: As at 30 June 2006.

Population: Includes internationally and locally recruited staff, regardless of length of contract (total: 30,548 ).

Excludes United Nations international and local staff administered by the United Nations Development Programme (UNDP) and the
United Nations Office for Project Services (UNOPS) (approximately 1,500); staff in the International Tribunals for Rwanda and for
the Former Yugoslavia (approximately 2,200); staff on special leave without pay (144); and staff on secondment to other entities

(74).

The General Service and related categories include: General Service; Security; Trades and Crafts; Field Service;

Language Teacher; National Professional Officer; and Public Information Assistant.

Source: Integrated Management Information System (IMIS) and Field Personnel Management System.
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Staff by type of location

Fast facts
v 30,548 staff members

Headquarters

v 10,985 staff members
Regional commissions

v 2,603 staff members
Field locations

v 16,960 staff members

10 985, 35.96%

2603, 8.52%

O Headquarters

16 960, 55.52%

B Regional Conissions

0 Feld Locations

Date: As at 30 June 2006.

Population: Includes internationally and locally recruited staff, regardless of length of contract (total: 30,548).
Excludes United Nations international and local staff administered by UNDP and UNOPS (approximately 1,500); staff
in the International Tribunals (approximately 2,200); staff on special leave without pay (144); and staff on
secondment to other entities (74).

Source: IMS and Field Personnel Management System.

Note: Includes staff on all types of contracts.

Headquarters: New York, Geneva, Vienna, Nairobi.

Regional commissions: Economic Commission for Africa (ECA), Econormic Commission for Europe (ECE), Economic Commission for Latin
Amrerica and the Carribean (ECLAC), Economic and Social Commission for Asia and the Pacific (ESCAP), Economic and Social Commission for
Western Asia(ESCWA).

Feld locations: staff of the Department of Economic and Social Affairs, the Department of Public Information, the Office for the Coordination of
Humanitarian Affairs, the Office of the United Nations High Commissioner for Human Rights, the Office of Internal Oversight Services, the
Department of Peacekeeping Operations, the Department of Political Affairs, the United Nations Conference on Trade and Development, the
United Nations Human Settlements Programme, the United Nations Environment Programme and the United Nations Office on Drugs and Crime in
non-Headquarters duty stations.
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Staff by series of the Staff Rules

Fast facts

N 30,548 total staff members.

By series

N 19,141 staff members in the 100 series.
v 1,163 staff members in the 200 series.
v 10,244 staff members in the 300 series.

62% @ 100
| 200
0 300

Date:
Population:

Source:

As at 30 June 2006.

Includes internationally and locally recruited staff, regardless of length of contract
(total: 30,548).

Excludes United Nations international and local staff administered by UNDP and UNOPS
(approximately 1,500); staff in the International Tribunals (approximately 2,200); staff on
special leave without pay (144); and staff on secondment to other entities (74).

IMS and Field Personnel Management System
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Staff by series of the Staff Rules and type of location

Fast facts
N 30,548 staff members.

By series
v 100 series: 19,141 staff members

9,420 staff members at Headquarters.

7,432 staff members in field locations.
v 200 series: 1,163 staff members
534 staff members at Headquarters.
121 staff members in regional commissions.
508 staff members in field locations.
v 300 series: 10,244 staff members
1,031 staff members at Headquarters.
200 staff members in regional commissions.
9,020 staff members in field locations.

2,289 staff members in regional commissions.

Headquarters? Regional commissions®
Total population: 10,985 Total population: 2,603
86%.
87.94%

§

74%%0
4.65%

0 100 m 200 O 300 @100 200 O 300
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Date:
Population:

Source:

As at 30 June 2006.

Field locations®
Total population: 16,960

44%

53%

3%

0100 m200 O300

Includes all internationally and locally recruited staff, regardless of length of contract (Total: 30,548).
Excludes United Nations international and local staff administered by UNDP and UNOPS (approximately 1,500); staff in the

International Tribunals (approximately 2,200); staff on special leave without pay (144); and staff on secondment to other entities

(74).
IMIS and Feld Personnel Management System

2 New York, Geneva, Vienna, Nairobi.
b ECA, ECE, ECLAC, ESCAP, ESCWA.

¢ Feld locations: Includes staff of the Department of Economic and Social Affairs, the Department of Public Information,
the Office for the Coordination of Humanitarian Affairs, the Office of the United Nations High Commissioner for Human
Rights, the Office of Internal Oversight Services, the Department of Peacekeeping Operations, the Department of
Political Affairs, the United Nations Conference on Trade and Development, the United Nations Human Settlements
Programme, the United Nations Environment Programme and the United Nations Office on Drugs and Crime in non-

Headquarters duty stations.
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Proposed amendmentsto the Staff Regulations
Regulation 4.5

(@) Appointment of Under-Secretaries-General and of Assistant Secretaries-
General shall normally be for a period of up to five years, subject to
prolongation or renewal. Other staff members shall be granted either
permanent—or—tempeorary appointments of either unlimited or fixed
duration under such terms and conditions consistent with the present
Regulations as the Secretary-General may prescribe.

(b) The Secretary-General shall prescribe which staff members are eligible
for each type of permanent appointments. Fhe-probationary—period-for

Regulation 9.1

(@) The Secretary-General may terminate the appointment of a staff member
who holds a permanent appointment and whose probationary period has been
completed if the necessities of service require abolition of the post or reduction of
the staff, if the services of the individual concerned prove unsatisfactory or if he or
sheis, for reasons of health, incapacitated for further service.

The Secretary-General may also, giving the reasons therefor, terminate the
appointment of a staff member who holds a permanent appointment:

(i) If the conduct of the staff member indicates that the staff member does
not meet the highest standards of integrity required by Article 101, paragraph
3, of the Charter;

(i) If facts anterior to the appointment of the staff member and relevant to
his or her suitability come to light that, if they had been known at the time of
his or her appointment, should, under the standards established by the Charter,
have precluded his or her appointment.

No termination under subparagraphs (i) and (ii) shall take place until the
matter has been considered and reported on by a special advisory board appointed
for that purpose by the Secretary-General.

Finally, the Secretary-General may terminate the appointment of a staff
member who holds a permanent appointment if such action would be in the interest
of the good administration of the Organization and in accordance with the standards
of the Charter, provided that the action is not contested by the staff member
concerned.

(b) The Secretary-General may terminate the appointment of a staff member
with a fixed-term appointment prior to the expiration date for any of the reasons
specified in paragraph (a) above, or for such other reason as may be specified in the
letter of appointment.
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(c) In the case of all other staff members, including staff members serving
on a continuing, temporary or probationary period-for-a-permanent appointment,
the Secretary-General may, at any time, terminate the appointment if, in his or her
opinion, such action would be in the interest of the good administration of the
Organization United-Natiens and in accordance with the Charter, or for any of
the reasons specified in paragraph (a) above.
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Termination indemnity

Staff members whose appointments are terminated shall be paid an indemnity
in accordance with the following provisions:

(a) Except as provided in paragraphs (b), (c¢) and (e) below and in regulation

9.3 (b), the termination indemnity shall be paid in accordance with the following
schedule:

Months of gross salary, less staff assessment, where applicable

Indefinite appointments and
probationary appointments
(for the duration of the

Completed years of Permanent and continuing

Appointments for a fixed duration

service appointments probationary period) exceeding six months

Lessthan 1 Not applicable Nil) One week for each month
1 . Not applicable 1) of uncompleted service

2 3 1) subject to a minimum of
3 3 2) six weeks' and a

4 4 3) maximum of three months’
5 5 4) indemnity pay

6 i 6 5 3

T 7 6 5

8 . 8 7 7

9 9 9 9

10 oo, 9.5 9.5 9.5

11 ... 10 10 10

12 ... 10.5 10.5 10.5

13 .. 11 11 11

14 ... 11.5 115 115

15o0rmore .... 12 12 12

(b) A staff member whose appointment is terminated for reasons of health
shall receive an indemnity equal to the indemnity provided under paragraph (a) of
the present annex reduced by the amount of any disability benefit that the staff
member may receive under the Regulations of the United Nations Joint Staff
Pension Fund for the number of months to which the indemnity rate corresponds.

(c) A staff member whose appointment is terminated for unsatisfactory
services or who for disciplinary reasons is dismissed for misconduct other than by
summary dismissal may be paid, at the discretion of the Secretary-General an
indemnity not exceeding one half of the indemnity provided under paragraph (a) of
the present annex.

(d) Noindemnity payments shall be made to:

(i) A staff member who resigns, except where termination notice has been
given and the termination date agreed upon;
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(i) A staff member who has a probationary or indefinite appointment that is
terminated during the first year of service;

(iii) A staff member who has a temporary appointment for a fixed term that is
completed on the expiration date specified in the letter of appointment;

(iv) A staff member who is summarily dismissed,;
(v) A staff member who abandons his or her post;

(vi) A staff member who is retired under the Regulations of the United
Nations Joint Staff Pension Fund.

(e) Staff members specifically engaged for conference and other short-term
service or for service with a mission, or as experts, and staff members who are
locally recruited for service in established offices away from Headquarters may be
paid termination indemnity if and as provided in their | etters of appointment.
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