
 

 
  

U N I T E D    N A T I O N S                N A T I O N S    U N I E S 
 
       INTERNATIONAL CIVIL SERVICE      COMMISSION DE LA FONCTION 
            COMMISSION             PUBLIQUE INTERNATIONALE 

 
Two United Nations Plaza, 10th Floor,    New York, NY 10017 

Fax:  (212) 963-0159 / 963-1717, Tel: (212) 963-8464 
 

Office of the Chairman         Bureau du Président 
 
                   Please check against delivery 
 

ITEM 139:  UNITED NATIONS COMMON SYSTEM 
REPORT OF THE INTERNATIONAL CIVIL SERVICE COMMISSION 

 
INTRODUCTORY STATEMENT BY THE CHAIRMAN 

 OF THE INTERNATIONAL CIVIL SERVICE COMMISSION 
MR. KINGSTON P. RHODES  

TO THE FIFTH COMMITTEE OF THE GENERAL ASSEMBLY  
NEW YORK, 27 OCTOBER 2014 

  
 
Mr. Chairman, 
Distinguished Members of the Fifth Committee,  
Ladies and Gentlemen, 
 
 

It gives me pleasure to introduce the fortieth annual report of the International Civil 
Service Commission to this Committee.  By mentioning the number forty, I cannot avoid 
drawing your attention to this special milestone in the life of the Commission, a milestone 
reached through toil, and sometimes turmoil, but always with the unflagging collaboration of this 
important Committee.  Allow me to congratulate you, Mr. Chairman, on your election and to 
convey my highest regard to your colleagues in the Bureau.  I rely on your skill in leading the 
work of the Committee to an appropriate and timely conclusion and trust that in your able hands 
a positive outcome will be achieved.   

 
As most of you know, ICSC reports cover items related to the conditions of service of 

staff of the United Nations common system of organizations.   The ICSC mandate is not only a 
broad and comprehensive one, it is also complex in that it must meet the needs and fulfil the 
expectations of a constituency which seems at times to have competing goals, but ones that 
nevertheless revolve around the common principles of economy, efficacy and  equity.  You the 
Member States, along with the Executive Heads and staff of the organizations and the staff 
representatives, are a key and integral part of that constituency.  It is within the power of this 
Committee to approve the recommendations made by ICSC and we trust that in your wisdom you 
will see the knowledge and experience that has led to them. 

 
Before turning to the centerpiece of this year’s report, the comprehensive compensation 

review for staff in the Professional and higher categories, I would first like to draw your attention 
to the Commission’s decisions/recommendations in several other areas of its work contained in 
the report before you. 
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Apportionment of health insurance premiums between UN organizations and its 
beneficiaries  
 

Last year the General Assembly in resolution 68/253 expressed deep concern about the 
long-term sustainability of the after-service health insurance scheme, owing to and stemming 
largely from the unfunded liabilities.  It asked the Commission in this context to review the 
apportionment of health insurance premiums between United Nation organizations and its 
beneficiaries in insurance plans both within and outside the United States that had long been in 
place.  To determine whether there was a demonstrable need to revise current ratios the 
Commission analyzed and compared extensive data on health insurance coverage and practices in 
international organizations and in Member States, including the comparator civil service.    In its 
analysis, the Commission noted that a number of international organizations paid a higher 
employer share than the United Nations and that was the case also with the comparator. The 
Commission’s recommendation at the present time is that the apportionment of health insurance 
premiums between the organizations and active and retired staff in the United States and abroad 
be maintained at current levels.    
 
Mandatory age of separation for existing staff 
 

You will recall that last year the Commission recommended raising the mandatory age of 
separation to age 65, effective 1 January 2016, for current staff members, bringing it into line 
with the policy for staff recruited as of 1 January 2014. Presently it is age 60 for staff who 
entered on duty before 1 January 1990 and 62 for those who entered after that date. You may also 
wish to keep in mind that the Consulting Actuary of the United Nations Joint Staff Pension Fund 
(UNJSPF) had foreseen a positive impact on the Fund’s long-term sustainability if the age were 
to be raised to 65 for currently serving staff. However, the General Assembly deferred a decision 
on this recommendation pending further analysis and consultations by the Commission with 
stakeholders on its impact. 

 
This year the Commission examined information before it that included factors relating to 

cost, succession planning, performance management and gender/geographic balance, and found 
there would be no negative consequences by changing the retirement age to coordinate it with the 
policy for new staff. 
 
Gender balance and diversity in the United Nations common system 
 

ICSC first began work on gender balance in 1985 when it collected and published 
comparative data from the common system organizations and has made a series of seminal 
recommendations on gender-sensitive policies and measures for recruitment, retention policies 
and worklife policies to support a work environment conducive to achieving gender balance in 
the organisations over the years.  It has regularly monitored implementation by the organizations 
of these recommendations and developed new ones.  This year the Commission also had before 
it, not for the first time, a report on diversity/geographical balance in the context of recruitment 
polices, recognizing that in addition to gender parity, cultural and generational diversity and 
multilingualism were inherent parts of a diverse workforce.     
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In both areas, the Commission decided to continue monitoring and reviewing the policies 
related to gender balance and diversity and with respect to the latter, develop a compendium of 
good practices. 
 
Evolution of the United Nations/United States net remuneration margin 

 
Under the UN/US margin item, the Commission is reporting on two matters. The first 

one, which is under a standing mandate, is to report on the level of the net remuneration margin 
between the United Nations in the Professional and higher categories in New York and their 
counterparts in the comparator civil service in Washington, D.C.  For calendar year 2014, the 
margin amounts to 117.4 and its five-year average (2010 to 2014) now stands at 116.4, which is 
above the desirable midpoint of 115. 

 
This year, a three-year statutory freeze on United States federal pay was lifted with the 

granting of a 1 per cent pay increase.  At the same time, the United Nations net remuneration in 
New York was frozen in view of the elevated level of the margin which had increased above the 
desirable midpoint.  This, coupled with a slight growth of the cost-of-living differential between 
New York and Washington, D.C., resulted in a reduction of the net remuneration margin as 
compared to the previous year when it stood at 119.6. This trend may be expected to continue in 
the coming years. Despite the downward trending of the calendar-year margin, the five-year 
average increased in 2014 due to the lower levels of the calendar margins in earlier years which 
are no longer included in the averaging process. 

 
The second matter under this item relates to the Assembly’s request, in resolution 68/253, 

to recommend a range of timed actions to bring the margin back to the midpoint. Having 
reviewed multiple options for reaching this goal, the Commission is recommending a continued 
freeze in United Nations net remuneration until the calendar year margin is brought to its 
desirable midpoint.  This could be expected to happen approximately within the next two years.  

 
The Commission discussed at length the effectiveness of averaging the margin over a 

five-year period and concluded that it raised certain issues with the existing margin management 
procedures as explained in paragraph 170 of the report. In view of this finding, the Commission 
is now reporting to the Assembly that it will suspend the normal procedure for margin 
management within the established range until further notice, and continue the freeze in net 
remuneration in New York until the margin reverts to its desirable midpoint which, as I already 
mentioned, is expected within the next two years.  To reach the desirable midpoint of the five 
year average, the Commission would have to manage the annual margin at the midpoint until this 
goal is achieved.  Lastly, the Commission has decided that issues relating to the management of 
the margin would be examined in the context of the ongoing review of the compensation 
package.     

  
Base/floor salary scale 

 
Under this standing item, ICSC is recommending a 1.1 per cent adjustment of the 

base/floor salary scale in order to reflect the movement of the comparator’s General Schedule 
salaries and the slight change in US federal income taxes effective 1 January 2014.  As per 
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standard procedure, the adjustment would be effected on a no loss, no gain basis for net 
remuneration, i.e. the increase in the base salary would be offset by a commensurate reduction in 
post adjustment. The change, will, however, have some minor financial impact for separation 
payments which are expressed as part of base salary but do not include post adjustment.  

 
Post adjustment matters 

 
The Commission’s Advisory Committee on Post Adjustment Questions (ACPAQ) was 

intensely involved this year with matters pertaining to the comprehensive review, on which 
details are provided in our report.  To summarize briefly, ACPAQ has kept under review matters 
related to the simplification of the post adjustment index (PAI) structure, the use of price data 
under the European Comparison Programme for group I duty stations, and review of the rental 
subsidy scheme.   Work will be continued by ACPAQ in these areas in 2015.  More specifically, 
this year the Commission is recommending that post adjustment levels at all headquarters and 
other group I duty stations be reviewed only once a year. 

 
In order to realize the expected benefits, from a revised post adjustment system that is 

simpler, more transparent and cost effective, the Commission has requested its secretariat to 
initiate preparations for the next round of place-to-place surveys in 2016.  

 
General Service salary survey methodologies 

 
In reviewing the methodologies for the General Service Salary Surveys, the Commission 

concluded that conducting comprehensive salary surveys at duty stations with fewer than 30 
General Service staff was not cost effective.  Instead of carrying out surveys at these small duty 
stations, the Commission will use economic indicators, such as consumer price indices, 
labour/wage indices, externally acquired labour market data and/or a combination of those 
indicators.   

 
In 2013, the Commission conducted a local salary survey in Madrid where the World 

Tourism Organisation is headquartered.  A salary scale that was 2.9 per cent higher than the 
existing scale resulted.  The Commission decided, in observance of the General Assembly’s 
request contained in resolution 68/253, not to increase dependency allowances at Madrid pending 
its recommendation on the comprehensive review.  
 
Review of the common system compensation package  

 
I would now like to turn your attention to the subject that has been first and foremost on 

the agenda of the Commission for this past year, the comprehensive review of compensation for 
staff in the Professional and higher categories.  The Commission has been devoting the lion’s 
share of its time and energy in carrying out its intention, as noted in GA resolution 67/257, to 
conduct this review bearing in mind the financial situation of the organizations participating in 
the United Nations common system and their capacity to attract a competitive workforce.    
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Allow me to recap briefly the framework of the review:  First, it has been underpinned 
and inspired by the guiding principles of the Charter, which is to recruit staff with the “highest 
standards of efficiency, competence and integrity”, from “as wide a geographical basis as 
possible”, and grounded in the Noblemaire principle - a principle that has long provided the 
reference point for determining staff compensation.  The aim of the review is to create a coherent 
and integrated system that is also streamlined, transparent and cost-effective.   The features of a 
revised system would be characterized by overall transparency, such that all stakeholders - 
Member States, organizations and staff - would easily understand it.  Allowances would be 
targeted to fit their intention and to increase simplicity and transparency.   And lastly, a revised 
system would be predictable in terms of budget and offer the stability necessary for sustainability 
over time.  The General Assembly approved this approach in resolution 68/253 and asked the 
Commission to review all remuneration elements holistically in order to achieve the objectives of 
the review and safeguard the core values of the organizations of the United Nations common 
system.  
 
         Last year, we reported to you that the Commission had formed three working groups to 
assist its deliberation on the myriad and complex issues that would require consideration and 
analysis in the course of the review.  These working groups studied matters relating to: (1) the 
remuneration structure, (2) competitiveness and sustainability and (3) performance incentives 
and other human resources issues.   The working groups have now met a number of times and 
completed the first phase of their work by examining all aspects of the current system, the 
comparator civil service and best practices elsewhere. A global staff survey has been carried out 
to get staff perspective and meetings with the Executive Heads of common system organisations 
have taken place.  The Executive Heads support the review and have been providing continuing 
feedback.  Staff are also an indispensable part of the work.  The Member States have been 
receiving updates, including most recently at the resumed 2014 spring session of the General 
Assembly and in separate meetings.   

 
 I have taken the time to summarize how and where we started in the process of 

transforming the system. Now I would like to report to you where the recent months of study and 
reflection have taken us, without overly indulging in the specific details, which you will find in 
the report.  I will refer here only to the conclusions of the extensive comparative study 
undertaken in the subject matter of the three working groups previously mentioned.  After 
exploring  other ways to compensate expatriate workforce that are used by outside employers, we 
concluded that such approaches were not applicable to our common system as they would tie the 
compensation package to either the employees’ home countries or the country of their 
assignments.  Given the diversity among the UN common system staff and the wide variation in 
the nature and location of assignments, the current globalist approach continues to be the one 
best-suited for Professional-level staff in an international civil service.   

 
 While noting that salary and benefits are significant elements in the compensation 

package, the Commission considered the concept of total rewards important to the review of the 
compensation package as it allowed a broader focus beyond monetary aspects alone.  If the term 
total rewards should at first appear unfamiliar to some, it becomes easily recognizable and 
understood when defined as a holistic concept that goes beyond compensation to include, to 
name a few, performance and recognition, learning and development and career opportunities.   
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A total rewards system places high value on the intrinsic worth of non-financial, intangible 
elements such as work-life balance, job satisfaction, the notion of working for a greater good.  

 
  Staff who feel, for example, that they are working for peace, eliminating hunger, and 

disease - Ebola being the latest epidemic that is fast threatening to become a pandemic - are as 
incentivized by these non-quantifiable rewards as they are by the quantifiable ones related to 
compensation. Today, as I speak, UNMEER, the UN Mission for Ebola Emergency Response, 
the first ever UN emergency health mission and UN system-wide mission, has attracted hundreds 
of volunteers from across the common system, some of whom are already deployed in the 
affected countries.  

 
As part of its work on the remuneration structure, the Commission has also considered 

the very unique character of the common system salary scale, which has single and dependency 
rates.  Carefully evaluating the pros and cons of the dual system, it determined that a single scale, 
eliminating the current distinction for dependency status and focusing on the job performed, 
should be introduced. In continuing its work on the remuneration structure the Commission will 
be considering the specific intricacies of the various applicable allowances, many of which are 
linked to the dependency status of staff. At this point we are distilling the information gleaned 
from simplifying and streamlining the allowances that provide for social benefits and those 
intended for expatriate and field-based staff, so that they are fit for purpose.  These allowances 
will be the focus of further analysis at the next spring session of the Commission.  

  
The Commission will also finalize various pending issues, in particular the review of the 

National Professional Officer (NPO) category, and look at models to incentivize high 
performance and address under-performance, linking pay progression more closely to 
performance.   In the background, let me assure you that we remain ever-cognizant of the 
importance of maintaining the competitiveness of common system organizations while bearing in 
mind the desired attributes of cost effectiveness, predictability and sustainability. 

 
The Assembly expects our final report on the review next year.  Despite what we have 

accomplished over these past months, much remains on our plate before we can responsibly 
consider that we have done all we can to hand over to you a modern compensation system that 
will attract and retain highly skilled and engaged staff to support the evolving requirements of the 
Member States. 

 
Mr. Chairman, distinguished members of the Committee, 
 

Let me conclude by saying that I thank you Mr. Chairman and Members of the 
Committee for your attention.   

 
As usual, the Commission’s recommendations, together with their financial implications, 

are summarized at the beginning of our report for ease of reference.  My secretariat and I will be 
happy to answer your questions and provide any clarification you may need.   I look forward to 
working with you and receiving your comments on our work.   


