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TEXT OF ARTICLE 101 

 

1.  The staff shall be appointed by the Secretary-General under regulations established by the 

General Assembly. 

2.  Appropriate staffs shall be permanently assigned to the Economic and Social Council, the 

Trusteeship Council, and, as required, to other organs of the United Nations. These staffs shall 

form a part of the Secretariat. 

3.  The paramount consideration in the employment of the staff and in the determination of 

the conditions of service shall be the necessity of securing the highest standards of efficiency, 

competence, and integrity. Due regard shall be paid to the importance of recruiting the staff on as 

wide a geographical basis as possible. 

INTRODUCTORY NOTE 

1.  Article 101 provides the cornerstone of the United Nations’ framework for the 

recruitment and employment of its staff; the authority of the Secretary-General to administer, and 

the authority of the General Assembly to regulate the staff of the United Nations. It is through 

this hermeneutic principle that the present study examines the questions that arose regarding 

Article 101 during the time period of 2000 – 2010. 

2.  This study covers the period of 2000-2010 and is divided into two sections 

because of the amount of material relating to Article 101 during this 10 year period. The first 

Analytical Summary of Practice deals with the period of 2000-2005 and the second with the 

period of 2006-2010.                                                                                                                         

3.  The content of this study has been developed in a way to best allow the reader to 

not only understand what changes occurred during this period, but also how and why. For that 

purpose, the majority of the issues are approached in a chronological manner by sub-heading to 

best facilitate the readers understanding of the development of a particular issue. Further, 

primary source material has been added to the footnotes of this study, when appropriate, for ease 
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of reference and to allow the reader better insight into the actions of the United Nations Organs 

from 2000 through 2010. 

 

I. GENERAL SURVEY 

4.  The main issues that arose in 2000 were related to the human resources 

management reform,2 conditions of service of the United Nations staff members,3 geographical 

distribution,4 changes to the pension adjustment system,5 and amendments to the Statute of the 

United Nations Administrative Tribunal.6 

5.  In 2001, the primary issues continued to be those related to conditions of service,7 

the strengthening of the International Civil Service Commission (ICSC)8, and reform of the 

administration of justice in the UN system.9 

6.   In 2002, the main focus was on issues related to the strengthening of the ICSC,10 

the human resources management reform,11 the status of women in the Secretariat,12 the reform 

                                                   

2  G A resolution 55/223, A/55/397, A/55/253, A/55/499. 
3  G A resolution 55/223, A/55/30. 
4  G A resolutions 55/258, 55/159, A/55/615. 
5  G A resolution 55/224, A/55/9. 
6  G A resolution 55/258, JIU/REP/2000/1, A/55/57, A/55/514. 
7  G A resolution 56/244, A/56/30. 
8  G A resolution 56/244. 
9  A/56/800. 
10  G A resolution 57/285, A/57/612. 
11  A/57/293. 
12  G A resolution 57/180, A/57/447, E/CN.6/2002/7. 
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of the administration of justice in the UN system,13 and the establishment of the post of 

Ombudsman to strengthen informal mechanisms for conflict resolution.14 

7.   In 2003, the primary emphasis continued to be on issues related to the status of 

women in the Secretariat,15 as well as the transparency, efficiency and effectiveness of the 

recruitment process16 and reform of the administration of justice in the UN system.17 

8.   In 2004, the issues under consideration consisted of the strengthening the ICSC,18 

the conditions of service,19 improvement of the status of women in the UN system,20 measures to 

prevent discrimination on the basis of nationality, race, gender, religion or language in the United 

Nations,21 the administration of justice in the Secretariat, the financial independence of the 

United Nations Administrative Tribunal,22 and the harmonization of the Statutes of the United 

Nations Administrative Tribunal (UNAT) and the International Labour Organization 

Administrative Tribunal.23  

9.   In 2005, the primary issues continued to be the strengthening of equitable 

geographical distribution24 and reform of the administration of justice in the UN system.25  

                                                   

13  G A resolution 57/307, A/57/736, JIU/REP/2002/5, A/57/441. 
14  G A resolution 57/307, A/57/441/Add.1, JIU/REP/2002/5, ST/SGB/2002/12. 
15  G A resolution 58/144, A/58/374, E/CN.6/2003/8. 
16  G A resolution 57/305, A/59/263. 
17  GA resolution 58/270, A/58/680. 
18  A/59/153, A/59/30 (Vol. II.), A/59/399. 
19  G A resolution 59/268, A/59/30 (Vol. I).  
20  G A resolutions 59/250, 59/164, E/CN.6/2005/3, A/59/357, A/59/263/Add.2, A/59/30 (Vol. I). 
21  G A resolution 59/266, A/59/263, A/59/211, A/59/263/Add.2. 
22  G A resolution 59/283, A/59/78. 
23  G A resolution 59/283, A/59/280, JIU/REP/2004/3. 
24  G A decision 59/551C, A/59/724. 
25  G A resolution 59/283, A/59/883, A/60/7/Add.1, A/60/376, A/61/205. 
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10.  The main issues that arose in 2006 were related to the human resources 

management reform,26 the conditions of service of the United Nations staff members, 

harmonization of the conditions of service,27 the improvement of the status of women in the 

United Nations system,28 the streamlining of United Nations contractual arrangements,29 the staff 

selection system,30 and reforming the administration of justice in the UN system.31  

11.  In 2007, the primary issues continued to be those related to human resources 

management reform,32 streamlining the United Nations contractual arrangements,33 harmonizing 

the conditions of service,34 expediting the staff selection process, the strengthening of the 

International Civil Service Commission (ICSC),35 reform of the administration of justice in the 

UN system,36 creating a single, integrated, and decentralized Office of the Ombudsman,37 

establishment of an independent Management Evaluation Unit,38 the establishment of a two-

                                                   

26   G A resolution 60/238, G A resolution 60/260, G A resolution 60/283, G A resolution 61/244, 
A/61/228, A/61/228/Corr.1. 
27 G A resolution 61/239, G A resolution 61/244, G A resolution 61/239, A/61/30, A/61/30/Add.1, 
A/61/255.   
28 G A resolution 61/239, A/61/30, A/61/318. 
29 G A resolution 61/239, G A resolution 61/244, A/61/30/Add.1, A/61/255, A/60/692, A/61/537, 
A/61/587. 
30 G A resolution 60/260, G A resolution 61/244, A/60/692 and Corr.1, A/61/228,  A/61/255. 
31 G A resolution 61/261, A/61/205, A/61/758.  
32  G A resolution 62/248, A/61/806, A/61/822, A/62/215.  
33 G A resolution 62/248, A/62/274, A/62/7/Add.14, A/62/274, A/61/857. 
34 G A resolution 62/227, G A resolution 62/248, A/61/857. 
35 G A resolution 62/227, A/62/30. 
36 G A resolution 61/261, G A resolution 62/228. 
37 G A resolution 62/228. 
38 G A resolution 62/228, A/62/294. 
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tiered system of formal justice,39 and the formation of the United Nations Dispute Tribunal and 

the United Nations Appeals Tribunal.40  

12.   In 2008, the main focus was on issues related to the improvement of the status of 

women in the United Nations system,41 the amendments to the Staff Regulations that would 

implement the streamlined system of contracts,42 the staff selection system and especially the 

implementation of a roster-based system,43 strengthening the role and functioning of the ICSC,44 

the administration of justice reform,45 the independence of the Management Evaluation Unit,46 

the adoption of the statutes of the United Nations Dispute Tribunal and  United Nations Appeals 

Tribunal, and the election of the judges.47  

13.   In 2009, the primary emphasis continued to be on issues related to human 

resources management reform,48 the improvement of the status of women in the United Nations 

system,49 the new contractual arrangements and staff rules,50 reform of the administration of 

justice in the UN system,51 and approval of the rules of procedure for the Tribunals. 

                                                   

39 G A resolution 62/228. 
40 G A resolution 62/228. 
41 G A resolution 63/251, A/63/30. 
42 G A resolution 63/271, A/63/189, A/63/282, A/63/250, A/63/694. 
43 A/63/282, A/63/285, A/63/526. 
44 G A resolution 63/251. 
45 G A resolution 63/253, A/63/283, A/63/314. 
46 G A resolution 63/256, A/63/545. 
47 G A resolution 63/253. 
48  A/64/518. 
49 G A resolution 64/231, A/64/30 and Corr. 2. 
50 A/64/230, A/64/267. 
51  G A resolution 64/119, G A resolution 64/233, A/64/229, A/64/314, A/64/508. 
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14.   In 2010, the primary issues continued to be the human resources management 

reform,52 the improvement of the status of women in the United Nations system,53 the 

harmonization of the conditions of service,54 issues related to allowances and benefits,55 

amendments to the staff rules,56 implementation of continuing appointments,57 speeding up the 

recruitment and staffing process, reform of the administration of justice in the UN system,58 and 

the election of judges to the United Nations Dispute Tribunal and United Nations Appeals 

Tribunal.59  

 II. ANALYTICAL SUMMARY OF PRACTICE (2000-2005) 

A. The Principle of Geographical Distribution 

 (a) In general 

15.  During the period under review, the General Assembly continued to grant 

considerable attention to the principle of geographical distribution in regards to the composition 

of the Secretariat. During the period under review, the General Assembly annually requested that 

the Secretary-General ensure that due regard was given to the principle of equitable geographical 

                                                   

52  G A resolution 65/247, A/64/230, A/64/267, A/65/202, A/65/213, A/65/305, A/65/305/Add.1, 
A/65/305/Add.3, A/65/350, A/65/537. 
53 A/65/30. 
54 A/65/305/Add.1, A/65/30. 
55  G A resolution 65/248, A/65/30. 
56 G A resolution 65/247, A/65/202, A/65/305/Add.1. 
57  G A resolution 65/247, A/65/305/Add.1. 
58 G A resolution 65/251, A/65/303, A/65/373, A/65/374, A/65/557.  
59 G A resolution 65/251, A/65/373. 
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distribution in the employment of staff, in accordance with Article 101, paragraph 3, of the 

Charter of the United Nations.60  

16.  In 2001, the General Assembly again requested61 that the Secretary-General task 

the Office of Human Resources Management to maintain and oversee a recruitment process that 

would ensure the principles of equitable geographical distribution and gender balance62 were 

respected.63 In the administration of this program, the General Assembly emphasized the need to 

increase the number of staff recruited from unrepresented and underrepresented Member States, 

and as such requested that the Secretary-General develop a program and specific targets for 

achieving equitable geographical representation as soon as possible, and report to the General 

Assembly thereon at its fifty-seventh session.64 In General Assembly Resolution 55/258 the 

General Assembly reiterated its commitment to ensuring that any recruitment, appointment, or 

promotion of staff shall be made without to distinction as to race, sex, or religion, in accordance 

with the principles of the Charter and the provisions of the Staff Regulations and Rules of the 

United Nations. 

17.  During the fifty-seventh session of the General Assembly, resolution 57/305 was 

adopted. In this resolution, the General Assembly expressed its concern at the increase in the 

number of overrepresented Member States, as well as the number of Member States that 

                                                   

60 G A resolution 55/258, para. 2, and GA resolution 57/305 para. 8. 
61 G A resolution 55/258 para. 7. 
62 G A resolution 55/258, and G A resolution 57/305.  
63 In accordance with G A resolutions 42/220 A, 51/226, 53/221. 
64 G A resolution 55/258, section, II, para. 8. 
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continued to be either unrepresented or underrepresented,65 and requested that the Secretary-

General take the necessary measures to hold the relevant department heads accountable for the 

human resources action plans (and to ensure that they take due account of the goals of equitable 

geographical representation when considering candidates).66 In addition, the General Assembly 

also recognized that the implementation of Galaxy should have a positive impact and help to 

improve equitable geographical distribution in the recruiting process of the United Nations 

staff.67 Further, the General Assembly reiterated its request urging the Secretary-General to 

intensify his efforts to achieve the goal of a 50/50 gender distribution as set forth in resolution 

53/221. 

18.  During the fifty-seventh and fifty-ninth sessions of the General Assembly 

respectively, the Assembly continued to emphasize that the Secretary-General must play an 

active role in achieving an equitable geographical distribution of United Nations staff members. 

During the aforementioned sessions, the General Assembly reaffirmed its requirement that the 

Secretary-General must provide an indicative means to measure progress in improving equitable 

geographical distribution,68 reiterated its request that the Secretary-General ensure the equitable 

representation of Member States at the senior and policy-making levels (with particular regard to 

unrepresented, underrepresented, and developing countries),69 requested that the Secretary-

General set specific targets and develop a program for achieving equitable geographic 

                                                   

65 G A resolution 57/305, section II, para. 27. 
66 Ibid., para. 33. 
67 Ibid., para. 31. 
68 Ibid., para. 28. 
69 Ibid., para. 38, GA resolution 59/266 section IV para. 6. 
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representation,70 and requested that the Secretary-General provide an analysis of 

overrepresentation and underrepresentation on his next report on the composition of the 

Secretariat.71 Finally, the General Assembly requested that the Secretary-General fully reach the 

level of posts subject to geographical distribution as approved by resolution 42/220A of 1987,72 

and reiterated its request that the Secretary-General submit additional reports concerning 

equitable geographical distribution at the fifty-ninth and sixty-first sessions of the General 

Assembly.73 

19.  In 2004, during the fifty-ninth session of the General Assembly, the Assembly 

welcomed the continuing efforts of the Secretary-General to attain equitable geographical 

distribution, noted with appreciation the progress that had been made since 1994 towards that 

goal, and approved of the practice of sending recruitment missions to unrepresented and 

underrepresented Member States.74 However, in the same resolution, the General Assembly 

noted the low percentage of appointments from unrepresented and underrepresented Member 

States, as well as the decline in the proportion of nationals from developing countries in policy-

making and senior level posts.75  

20.  It is at this time that the General Assembly made three important statements in the 

General Assembly resolution 59/266: (1) the General Assembly noted that the system of 

                                                   

70 G A resolution 59/266, section IV para. 11, G A resolution 57/305 section II, para. 29. 
71 G A resolution 57/305, section II, para. 38, G A resolution 59/266 section IV, para. 12. 
72 G A resolution 57/305, section IX, para. 2, GA resolution 59/266 section V, para. 1. 
73 G A resolution 57/305, section IX, para. 1, 2, GA resolution 59/266 section V, para. 2,3. 
74 G A resolution 59/266, section IV. 
75 Ibid., paras. 4,5. 
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geographic ranges was designed to apply to countries, and not regions or other groupings;76 (2) 

the General Assembly authorized the Secretary-General to establish a special roster of candidates 

from underrepresented and unrepresented Member States for a two-year trial period;77 and (3) the 

General Assembly requested that the Board of Auditors conduct an audit of the implementation 

of geographical distribution, and submit the findings and recommendations to the General 

Assembly at its sixty-first session.78 

21.  In 2005, the Secretary-General submitted the aforementioned report that the 

General Assembly requested be submitted at its fifty-ninth session,79 which provided a 

comprehensive analysis of the then-current system of geographical distribution.80 The report 

analyzed three scenarios for the General Assembly to consider,81 and provided an 

advantage/disadvantage analysis for each of the three scenarios regarding their effects on the 

principle of equitable geographical distribution, its effects on the Member States, and any 

financial consequences.82 The General Assembly postponed consideration of this report until its 

resumed sixtieth session in 2006.83 

                                                   

76 Ibid., para. 7. 
77 Ibid., para. 9. 
78 Ibid., paras. 4,5. 
79 This report was requested by the General Assembly in G A resolution 57/305, section IX, para. 2. 
80  A/59/724. 
81  Ibid. states that “(a) changes to geographical distribution by varying the weight of the 
membership, population and contribution factors while holding the base figure of posts constant at the 
current level of 2,700; (b) changes to geographical distribution by expanding the population and the base 
figure, so as to include groups of staff not currently considered to have geographic status while keeping 
the weight of the factors (membership, population and contribution) constant at the current levels, and (c) 
changes in the application of the system of weighted ranges.”  
82 Ibid. 
83 G A decision 59/551C. 
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(b) United Nations Administrative Tribunal 

22.  In 2000, the General Assembly adopted resolution 55/15984 in which the General 

Assembly decided to expand certain principles of equitable geographical distribution to the 

members of the United Nations Administrative Tribunal. The General Assembly recognized the 

need to ensure adequate representation of the “principal legal systems of the world and fair 

geographical representation” when appointing members to the Tribunal.85 

23.  As such, the General Assembly made several changes to the Statute of the United 

Nations Administrative Tribunal, including the following: (1) restrictions were put in place 

barring two nationals of the same Member State from serving on the Tribunal simultaneously;86 

(2) term limits were placed on members of the Tribunal;87 (3) three members of the Tribunal 

were allowed to refer the case to the Tribunal as a whole;88 (4) gender-neutral language was 

                                                   

84 A/55/615. 
85 G A resolution 55/159. 
86 Ibid., para. 1(a), states that “(a) Article 3, paragraph 1, shall be amended to read as follows: “The 
Tribunal shall be composed of seven members, no two of whom may be nationals of the same State. 
Members shall possess the requisite qualifications and experience, including, as appropriate, legal 
qualifications and experience. Only three members shall sit in any particular case”[.]” 
87 Ibid., para 1(b), states that “(b) Article 3, paragraph 2, shall be amended to read as follows: “The 
members shall be appointed by the General Assembly for four years and may be reappointed once. A 
member appointed to replace a member whose term of office has not expired shall hold office for the 
remainder of his or her predecessor’s term, and may be reappointed once”[.]” 
88 Ibid., para. 1(c), states that “(c) A new article shall be inserted as article 8, to read as follows: 
“Where the three members of the Tribunal sitting in any particular case consider that the case raises a 
significant question of law, they may, at any time before they render judgment, refer the case for 
consideration by the whole Tribunal. The quorum for a hearing by the whole Tribunal shall be five 
members”[.] 
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introduced in the Statute;89 and (5) other technical changes were made to the statute, as well as 

the provision of a transition period.90 

(c) Improvement of the Status of Women in the Secretariat 

24.  In the Secretary-General’s January 2000 report,91 the Secretary-General provided 

a statistical update on the gender distribution of staff at the professional and higher levels in the 

UN Secretariat and organizations of the UN common system. The report stated that the 

percentage of women on appointments subject to geographical distribution increased from 37.7 

per cent to 38.6 per cent since 1 January 1999.92 The Secretary-General further reported that 

while the improvement in women’s overall representation remains slow, progress had been made 

in improving the representation at the senior and policy-making levels, and at the D-1 level in 

particular.93 

25.  The Secretary-General, in response to General Assembly resolution 54/139, 

submitted a more detailed report of the status of women in the Secretariat in September of the 

                                                   

89            Ibid., para. 1(e) states that “(e) [t]he pronouns “he” and “his”, wherever they appear in the 
Statute, shall be amended to read “he or she” or “his or her”, respectively”[.]” 
90 Ibid., paras. 1-3 state that “(d) [f]ormer articles 8 to 13 of the Statute shall be renumbered 9 to 14, 
and references to those articles shall be amended accordingly; […] (f) [i]n article 7, paragraph 7, and in 
renumbered article 11, paragraph 4, references to “five official languages” shall be amended to read “six 
official languages”; […] 2. Also decides that members serving on the Tribunal as at 1 January 2001 shall 
have their current term of office extended by one year, and that thereafter, provided that they have not 
served on the Tribunal for more than seven years, they may be reappointed once; 3. Further decides that 
the Statute, with effect from 1 January 2001, shall read as it appears in the annex to the present 
resolution.” 
91 E/CN. 6/2000/4. 
92 Ibid., para. 7. 
93 Ibid. 
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General Assembly’s fifty-fifth session.94 In his report the Secretary-General stated that, in the 

decade prior to the report, the percentage of women had risen by eleven per cent of the staff on 

appointments subject to geographical distribution (from 28 per cent in 1990 to 39 per cent in 

2000), that there had been major shifts in the number of women at the P-5 through D-2 levels, 

and that there were now four women Assistant Secretaries-General (as opposed to zero in 

1990.)95 Further, the Secretary-General continued to urge the heads of offices to meet the goal of 

50/50 gender distribution and demonstrate progress towards this goal.96 Finally, the Secretary-

General noted that the representation of women at the D-1 level and above remained 

unacceptably low (24.7 per cent), well below the 50 per cent target.”97 

26.  After considering the above report, the General Assembly issued General 

Assembly resolution 55/69, in which the Assembly recalled Articles 1, 8, and 101 of the United 

Nations Charter, particularly the portion that stated that the “United Nations shall place no 

restrictions on the eligibility of men and women to participate in any capacity and under 

conditions of equality in its principal and subsidiary organs[.]”98 The General Assembly also 

reaffirmed the goal of achieving a 50/50 gender distribution in all categories of posts while 

taking into account the lack of representation and underrepresentation of women from certain 

                                                   

94 A/55/399. 
95 Ibid., para. 2. 
96 Ibid., para. 8. 
97 Ibid., para. 48. 
98 G A resolution 55/69. 
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countries (particularly developing countries and transitional economies), and noted its regret that 

the aforementioned goal would not be met by the end of 2000.99 

27.  The General Assembly requested that the Secretary-General redouble his efforts 

to achieve the 50/50 gender distribution goal, and in order to reach that goal, requested the 

Secretary-General to: (1) identify and attract suitably qualified women candidates, particularly 

regarding developing countries, transitional economies, underrepresented and unrepresented 

Member States, as well as occupations in which women are unrepresented;100 (2) continue to 

monitor closely the progress made by departments towards the goal;101 (3) enable the Office of 

the Special Adviser on Gender Issues and Advancement of Women to monitor effectively and 

facilitate progress in implementing departmental action plans for gender balance, by ensuring 

access to the required information;102 (4) increase his efforts to create a gender-sensitive work 

environment to support the needs of both men and women staff members;103 and (5) “strengthen 

                                                   

99 Ibid., paras. 2, 4. 
100 Ibid., paras. 6(a). 
101 Ibid., para 6(b) states that the General Assembly requested the Secretary-General to, “(b) [t]o 
continue to monitor closely the progress made by departments and offices in meeting the goal of gender 
balance and to ensure that the appointment and promotion of suitably qualified women will be no less 
than 50 per cent of all appointments and promotions until the goal of 50/50 gender distribution is met, 
inter alia, through full implementation of the special measures for women and the further development of 
monitoring and assessment mechanisms to meet targets for improving women's representation[.]” 
102 Ibid., para. 6(c). 
103 Ibid., para. 6(d) states that the General Assembly requested the Secretary-General, “(d) [t]o 
intensify his efforts to create, within existing resources, a gender-sensitive work environment supportive 
of the needs of his staff, both women and men, including the development of policies for flexible working 
time, flexible workplace arrangements and child-care and elder-care needs, as well as the provision of 
more comprehensive information to prospective candidates and new recruits on employment 
opportunities for spouses and the expansion of gender sensitivity training in all departments, offices and 
duty stations[.]”  
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further the policy against harassment, including sexual harassment, inter alia, by ensuring the full 

implementation of the guidelines for its application at Headquarters and in the field[.]”104 

28.  Simultaneously, the General Assembly encouraged Member States to support the 

efforts of the United Nations and the specialized agency to achieve the goal of 50/50 gender 

distribution. The General Assembly requested that the Member States identify and regularly 

submit more women candidates for appointment to intergovernmental, expert, and judicial bodies 

“by identifying and proposing national recruitment sources that will assist the organizations of 

the United Nations system in identifying suitable women candidates, in particular from 

developing countries and countries with economies in transition, and by encouraging more 

women to apply for positions within the Secretariat, the specialized agencies, funds and 

[programs] and the regional commissions, including positions in areas in which women are 

under-represented, such as peace keeping, peace-building and other non-traditional areas[.]”105 

This request would be repeated in General Assembly resolution 59/164. 

29.  In 2001, the Secretary-General submitted another update on the status of women 

in the Secretariat to the Commission on the Status of Women. The Secretary-General reported 

that there was a slight increase in the number of women appointed to post subject to geographical 

distribution over the past year (from 38.8 percent to 39.6 percent), an increase from 34.3 percent 

                                                   

104 Ibid., para 6(e). 
105 Ibid., para. 9. 
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to 38.3 percent concerning women at the D-1 level, and an increase in women at the D-1 and 

above levels on geographical appointments from 29.7 percent to 32.5 percent.106 

30.  Pursuant to General Assembly resolution 55/69, the Secretary-General submitted 

report A/56/472 to the General Assembly for their consideration. In this report, the Secretary-

General reported that, as of 30 June 2001, 40.2 percent of Professional and higher-level staff on 

geographical appoints in the Secretariat were women, and 34.6 percent of Professional and 

higher-level staff with appointments of one year or more in the larger population were women, 

and 33.5 percent of the staff in the United Nations system as a whole were women as of 1 

January 2000.107 The Secretary-General made a specific note that the United Nations Population 

Fund had the highest representation of women of all United Nations organizations at 50.4 

percent.108  

31.  During the fifty-sixth session of the General Assembly, the Assembly once again 

(as in resolution 55/69) reaffirmed the urgent goal of achieving 50/50 gender distribution in all 

categories of posts within the United Nations system.109 The General Assembly also expressed its 

concern that there were no women acting as special representatives or envoys at that time.110 

                                                   

106 E/CN.6/2001/5, para. 8. 
107 A/56/472. 
108 Ibid. 
109 G A resolution 56/127, para. 2, stated that the General Assembly reaffirmed “[...]the urgent goal 
of achieving 50/50 gender distribution in all categories of posts within the United Nations system, 
especially at senior and policy-making levels, with full respect for the principle of equitable geographical 
distribution, in conformity with Article 101, paragraph 3, of the Charter of the United Nations, and also 
taking into account the continuing lack of representation or underrepresentation of women from certain 
countries, in particular from developing countries and countries with economies in transition[.]” 
110 Ibid. 
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32.  In the subsequent months, the Secretary-General continued to keep both the 

General Assembly and Commission on the Status of Women apprised of the statistical data. 

Women’s representation at the Professional level and higher posts subject to geographical 

distribution rose to 40.4 percent in November 2001111 and rose another 0.8 percent in the 

following year.112 In the population of professional staff with appointments of one year or more, 

the percentage of women rose to 34.6113 percent in 2001 and to 35 percent the following year.114 

However, it should be noted that while the number of women at the D-1 level increased in 2001, 

the percentage fell by 0.6 percent. The Secretary-General also reported that he would give 

priority to improving the Secretariat’s harassment policies and instituting new policies to further 

the goal of 50/50 gender distribution. These policies were, at the time, under the review of a 

working group established by the Special Adviser on Gender Issues and the Advancement of 

Women.115 

33.  In his report submitted during the fifty-seventh session of the General Assembly, 

the Secretary-General mandated the introduction of a new recruitment, promotion, and 

placement system that was endorsed by the General Assembly in resolution 55/258. This new 

system that went into effect on 1 May 2002, decentralized the direct responsibility for ensuring 

                                                   

111 E/CN.6/2002/7. 
112 A/57/447. 
113 E/CN.6/2002/7. 
114 A/57/447. 
115 Ibid., para. 47 states that “[i]n June 2001, the Special Adviser on Gender Issues and Advancement 
of Women formed an interagency working group (including membership of OHRM, OIOS, the Joint 
Appeals Board and Joint Disciplinary Committee, the Group on Equal Rights for Women at the United 
Nations, UNDP and UNICEF) to review and propose needed improvements in United Nations policies to 
prevent and handle sexual harassment complaints.” 
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equal women’s representation at all levels by delegating the responsibility to each of the 

Department/Office heads.116 

34.  The Secretary-General also drew attention to two conclusions reached by the 

United Nations Office of Internal Oversight Services (OIOS) regarding the slow advancement 

towards gender equality at the professional and higher levels.117 The Secretary-General reported 

that OIOS had confirmed that “the process has been very slow; men have been more likely to be 

hired, promoted, and reappointed, particularly at P-4 to D-2 levels.”118 Further, the Secretary-

General reported that OIOS stated that, “there has been an increase in the proportion of women 

separating from the Organization, from 42 per cent in 1998, to 48 per cent in 2001. The 

recruitment trend for women does not even match the separation trend, which indicates that the 

Organization is unlikely to meet its gender parity target without concentrated efforts to recruit 

females and retain the female staff currently employed”. The report concluded that “more 

attention needs to be given to recruiting and promoting women at the higher levels and to 

counteract the rising separation of women from the Organization.”119 

35.  In its resolution 57/180, the General Assembly welcomed the 4 percent increase in 

the number of women at the D-2 level, bringing the total percentage of women at that level to 

                                                   

116 Ibid., para. 37 states that “[u]nder this new system, each head of Department/Office has 
decentralized and direct responsibility for ensuring equal women’s representation at all levels as well as 
for career development for staff up to the D-2 level, taking into account those special measures for 
women which still apply. As such, departmental focal points should be refocused to support the heads of 
departments in meeting their targets. The Central Review Bodies will ensure adherence to the prescribed 
procedures and the substance of progress is to be monitored by OHRM.” 
117 Ibid., para. 55. 
118  A/56/956. 
119  A/57/447. 
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22.3 percent, but expressed concern that the overall percentage of women at senior levels had 

dropped 2 percent (to 10.5 percent) since 1998.120 The General Assembly expressed further 

concern that only one of the fifty-one representatives and envoys of the Secretary-General was a 

woman, that the number of women heading United Nations agencies dropped from six to three, 

and that the number of women assigned to peacekeeping missions had declined as well.121 Once 

again, the General Assembly reaffirmed the urgent goal of achieving the sought after 50/50 

gender distribution.122 

36.  Through his 2003 report to the Commission on the Status of Women, the 

Secretary-General provided the Commission with the statistical updates discussed above that he 

had previously submitted to the General Assembly and updated the Commission on the new 

recruitment, promotion and placement system that went into effect on 1 May 2002, and informed 

the Commission that “[p]riority [would] also be assigned to finalization of the user-friendly 

guidelines on sexual harassment that are under review by an inter-agency working group 

established in June 2001 by the Special Adviser on Gender Issues and Advancement of 

Women.”123 

37.  In response to General Assembly resolution 57/180, the Secretary-General 

submitted a report on the status of women in the UN system in September 2003.124 As of 30 June 

2003, the percentage of women in posts subject to geographical distribution rose to 41.8 percent 

                                                   

120 G A resolution 57/180. 
121 Ibid. 
122 Ibid. 
123 E/CN.6/2003/8. 
124 A/58/374. 
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and the percentage of women in the Professional and higher level categories with appointments 

of one year or more rose to 35.6 percent.125 

38.  In early 2003, the Secretary-General wrote to all heads of departments and offices 

in the Secretariat, expressing concern about the slow growth rate of the percentage of women in 

the Secretariat, and emphasized the importance of reaching the 50/50 gender balance goal.126 

Further:  

“[the] Office of the Under-Secretary-General for Management, in collaboration 
with the Office of Human Resources Management and the Office of the Special 
Adviser on Gender Issues and Advancement of Women, has formulated a project 
to strengthen the Secretary-General’s efforts to achieve gender balance by 
adopting a more coordinated and integrated approach to the issue. The strategy 
includes the use of an integrated set of interventions to tackle gender balance on 
multiple fronts at the organizational level. The purpose of the project is to set and 
achieve verifiable goals to ensure that the gender balance targets are attained by 
2006.”127  
 

39.  Additionally, the Secretary-General had stated that with the new and creative 

approaches being explored by the Office of Human Resources Management and the new 

responsibility of program managers for staffing decisions, new strategies and methods needed to 

be developed to ensure that effective special measures were better adapted to the features of the 

then-new staff selection procedures in order to achieve the desired gender parity.128 

40.  In General Assembly resolution 58/144, the General Assembly requested the 

Secretary-General to perform a number of tasks in order to further the goal of a 50/50 gender 

                                                   

125 Ibid. 
126 Ibid., para. 47.  
127 Ibid., para. 48.  
128 Ibid. 
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distribution.129 The General Assembly requested the Secretary-General: (1) “[t]o continue to 

develop innovative recruitment strategies to identify and attract suitably qualified women 

candidates, particularly from and in developing countries and countries with economies in 

transition and other Member States that are unrepresented or underrepresented in the Secretariat, 

and in occupations in which women are underrepresented;”130 (2) to encourage the United 

Nations system and its agencies and departments to more effectively disseminate information 

about employment opportunities for women;131 (3) to continue to monitor closely the progress 

made by departments and offices in meeting the goal of gender balance;132 (4) “to strongly 

encourage heads of departments and offices to continue selecting female candidates when their 

qualifications are the same as, or better than, those of male candidates, and to effectively 

encourage, monitor and assess the performance of managers in meeting targets for improving 

women’s representation;”133 (5) to encourage consultation by heads of departments and offices 

with departmental focal points on women during the selection process;134 (6) “[t]o extend 

                                                   

129 G A resolution 58/144.  
130 Ibid., para. 6(a).  
131 Ibid., para. 6(b) states that the General Assembly requested the Secretary-General “[t]o encourage 
the United Nations system and its agencies and departments to make more effective use of existing 
information technology resources and systems and other established methods to disseminate information 
about employment opportunities for women and to better coordinate rosters of potential women 
candidates[.]” 
132 Ibid., para. 6(c) states that the General Assembly requested the Secretary-General “[t]o continue 
to monitor closely the progress made by departments and offices in meeting the goal of gender balance, to 
ensure that the appointment and promotion of suitably qualified women represents at least 50 per cent of 
all appointments and promotions until the goal of 50/50 gender distribution is met[.]” 
133 Ibid., para. 6(d). 
134 Ibid., para. 6(e) states that the General Assembly requested the Secretary-General “[t]o encourage 
consultation by heads of departments and offices with departmental focal points on women during the 
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ongoing training and sensitization of managers on gender balance issues;”135 (7) “[t]o enable the 

Office of the Special Adviser on Gender Issues and Advancement of Women to effectively 

contribute to, monitor and facilitate the setting and implementation of gender targets in human 

resource action plans, including by ensuring access to the information required to carry out that 

work;”136 (8) to intensify his efforts to create, within existing resources, a gender-sensitive work 

environment supportive of the needs of his staff, both women and men, by various means;137 and 

(9) “[t]o continue to work to strengthen further the policy against harassment, including sexual 

harassment, by, inter alia, ensuring the full implementation of the guidelines for its application at 

Headquarters and in the field[.]”138 

41.  During its fifty-ninth session, under its standing mandate to review the status of 

women in the organizations of the common system, the International Civil Service Commission 

(ICSC) reviewed a report submitted by its secretariat.139 The preliminary findings of the study by 

the secretariat of the ICSC found that, due to a number of factors (including the competing 

                                                                                                                                                                    

selection process and to ensure that the focal points are designated at a sufficiently high level and enjoy 
full and effective access to senior management[.]” 
135 Ibid., para. 6(f). 
136 Ibid., para. 6(g). 
137         Ibid., para. 6(h) states that the General Assembly requested the Secretary-General “[t]o intensify 
his efforts to create, within existing resources, a gender-sensitive work environment supportive of the 
needs of his staff, both women and men; including by actively pursuing appropriate work/life policies, 
such as flexible working time, flexible workplace arrangements, career development, mentoring 
[programs] and childcare and elder-care needs, as well as through the provision of more comprehensive 
information to prospective candidates and new recruits on employment opportunities for spouses, the 
provision of support for the activities of women’s network and organizations within the United Nations 
system and the expansion of gender-sensitivity training in all departments, offices and duty stations, 
including more information and training of staff and managers on the benefits of the work/life policies on 
productivity and effectiveness[.]” 
138 Ibid., para. 6(i). 
139  A/59/30 (Vol. I). 
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recruitment objective of geographical balance), the recruitment system should be more proactive 

and targeted in order to advance the goal of achieving 50/50 gender balance.140 Further, the study 

found that “women’s mobility was more likely to be restricted by work/life issues, especially 

family constraints and dual career issues. Unfortunately, flexible working arrangements were still 

perceived as a barrier to efficiency and productivity by too many managers.”141 There was also 

the preliminary perception that some staff managers were not sufficiently held accountable for 

gender parity targets.142 

42.  The ICSC joined the General Assembly in expressing its disappointment at the 

slow rate of progress towards the 50/50 gender balance goal, and requested its secretariat to 

provide a report on further progress in 2006. This report was to include statistical data, 

organizations’ gender plans, and an analysis of the plans’ development, implementation, and 

effectiveness.143 

43.  In 2003, during the fifty-seventh session of the General Assembly, the Assembly 

requested that the Secretary-General perform a comprehensive review of the continued 

underrepresentation of women in the United Nations (especially at senior levels) and to submit 

proposals to improve gender representation, particularly offices in which women were 

                                                   

140  Ibid., para. 290. 
141  Ibid. 
142  Ibid. 
143  Ibid., para. 297. 
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underrepresented, to the General Assembly at its fifty-ninth session.144 The Secretary-General 

submitted report A/59/263/Add.2 in fulfillment of this request.145  

44.              In his report, the Secretary-General noted that several key initiatives had already 

been introduced which were designed to contribute to the improvement of gender distribution in 

the Secretariat.146 These initiatives included, “the human resources action plans, the staff 

selection system, work/life policies, performance management, career development programs 

and gender sensitivity training.”147 Further, the Secretary-General identified that the staff 

selection system contained a special provision that would enable women at a certain grade-level, 

who had been in the service of the United Nations for more than one year in the preceding two 

years to be considered equally with internal candidates.148 Further, the Secretary-General 

reported that several work/life policies had been introduced and that positive experience was 

reported by departments and offices that had introduced flexible working arrangements.149 

45.  In response to General Assembly resolution 58/144, the Secretary-General 

submitted a report on the improvement of the status of women in the United Nations system in 

                                                   

144 G A resolution 57/305, section II, para. 41. 
145         A/59/263/Add.2. 
146       Ibid., para. 11. 
147       Ibid. 
148       Ibid., para. 14 states that “[t]he staff selection system contains a special provision that will enable 
women at the P-3 or L-3 and P-4 or L-4 levels who have been in the service of the Organization for a 
cumulative period of at least one year, accrued over the two years immediately preceding their application 
to a vacancy, to be considered at the same time with internal candidates. Such women staff members who 
hold a current appointment of any type at the P-3 or L-3 level may be considered for vacancies at the P-4 
level, and those at the P-4 or L-4 level may be considered for vacancies at the P-4 or P-5 level. This 
provision is also applicable to women serving with other entities in the United Nations common system.” 
149        Ibid., para. 17.  
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September 2004.150 Noting that the percentage of women in the United Nations system revealed 

an annual growth rate of 0.4 percent for women in the Professional and higher-level categories 

on appointments one year or more, and roughly 1 percent for Professional and higher-level staff 

in posts subject to geographical distribution, the Secretary-General pointed to the following key 

factors impacting the achievement of gender balance goals: “recruitment and selection processes, 

accountability of [program] managers, the working climate and culture in the Organization and 

informal barriers.”151 

46.   The Secretary-General also detailed the procedures under the then-recently 

developed staff selection system. Under that system, candidates included in a “list endorsed by a 

central review body, other than the candidate selected for a specific position, are placed on a 

roster of candidates pre-approved for vacancies of similar functions. Within one year of being 

placed on the roster, candidates may be placed against positions of their level in the same 

occupational group without review by the central review bodies. With this pool of pre-qualified 

women candidates readily available, and without the need to return to the central review body to 

be assigned to posts as they become available, departments should be able to advance more 

rapidly towards the gender balance goal.”152 

47.  Subsequent to receiving the above report, the General Assembly requested that the 

Secretary-General and the executive heads of the organizations of the United Nations system 

ensure that “recruitment strategies, promotion and retention policies, career development, justice, 

                                                   

150 A/59/357. 
151 Ibid. 
152 Ibid., para. 78. 
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anti-harassment and sexual harassment policies, human resources and succession planning, 

work/family policies, management culture and mechanisms for managerial accountability” all 

serve to aid in the acceleration of progress towards the goal of 50/50 gender distribution.153 

48.  The Secretary-General’s 2005 report154 to the Commission on the Status of 

Women discussed the Beijing Declaration and the Beijing Platform for Action.155 This report 

outlined achievements and good practices in United Nations entities in implementing the Beijing 

Declaration and Platform for Action (many of which have been discussed previously in this 

section) and, in that regard, sets forward conclusions and recommendations on those policies.156 

49.  The Secretary-General concluded that the United Nations entities had made 

substantial progress in their efforts to support implementation of the Platform for Action. 

Specifically, most entities had developed gender policies and strategies, made institutional 

arrangements to facilitate implementation of those policies and ensured that gender specialist 

resources were in place in most entities of the United Nations system to further promote 

implementation. Further, awareness raising for staff members had occurred in the majority of 

                                                   

153 G A resolution 59/164, para. 10. 
154 E/CN.6/2005/3. 
155 Ibid., provides a brief history of the Beijing Declaration and Platform for Action: “[t]he Beijing 
Declaration, adopted by the Fourth World Conference on Women in 1995, urged the United Nations 
system to contribute to the implementation of the Beijing Platform for Action. The Platform for Action 
emphasized that, in order to ensure effective implementation and enhance the work for the advancement 
of women at the national, subregional/regional and international levels, the United Nations system should 
promote an active and visible policy of gender mainstreaming, inter alia, in the monitoring and evaluation 
of all policies and [programs]; and that responsibility for ensuring the implementation of the Platform for 
Action and the integration of a gender perspective into all policies and [programs] of the United Nations 
system must rest at the highest levels. The regional commissions of the United Nations were requested to 
promote and assist the pertinent national institutions in monitoring and implementing the global Platform 
for Action within their mandates.” 
156 E/CN.6/2005/3, para. 5. 
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organizations, and tools and methodologies had been developed and placed in use. However, the 

Secretary-General stated that despite this progress, challenges remain in implementation, 

including “insufficient awareness and capacity of staff, underdeveloped monitoring and 

evaluation of activities, poor accountability, lack of data disaggregated by sex and inadequate 

resource allocation.”157 

50.  The Secretary-General also submitted a similar report to the General Assembly 

during its sixtieth session.158 One key difference was that the report to the General Assembly also 

assessed attention to gender perspectives “in preparation for the forthcoming second phase of the 

World Summit on the Information Society to be held in Tunis in 2005, in response to paragraph 

33 of resolution 59/168”.159 

51.  In General Assembly resolution 59/250, the General Assembly encouraged the 

continuing efforts to achieve gender balance in appointments within the United Nations system at 

the headquarters and country levels in positions160 that affect operational activities.161 

52.  In General Assembly resolution 60/140,  the General Assembly’s final resolution 

concerning the Status of Women in the Secretariat during the period under review, the Assembly 

followed-up on the implementation of the Beijing Declaration and Platform for Action.162 In this 

resolution, the General Assembly requested that all bodies that deal with program and budgetary 

                                                   

157 Ibid., para. 65. 
158 A/60/170. 
159 Ibid. 
160 G A resolution 59/250 states that such positions include, “resident coordinator appointments, with 
due regard to representation of women from developing countries and keeping in mind the principle of 
equitable geographic representation[.]” 
161 G A resolution 59/250, para. 90. 
162 G A resolution 60/140. 
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matters (including the Committee for Program and Coordination) ensure that programs, plans 

and budgets visibly mainstream gender perspectives.163  

53.  The General Assembly also called upon all entities of the United Nations to 

continue to play an active role in ensuring full, effective, and accelerated implementation of the 

Beijing Platform for Action by ensuring that all personnel, especially in the field, receive training 

and appropriate follow-up, including “tools, guidance and support, for gender 

mainstreaming[.]”164 Finally, the General Assembly requested the Secretary-General to continue 

to report annually to the General Assembly, the Commission on the Status of Women, and the 

Economic and Social Council on the progress made in the implementation of the Beijing 

Declaration and Platform for Action and the outcome of the twenty-third special session, under 

the item entitled “Advancement of women.”165 These reports were to include information on key 

achievements, lessons learned, good practices, and to recommend further measures to enhance 

implementation.166 

B. Methods of Recruitment 

(1) Recruitment Aspects of the Human Resources Management Reform 

54.  In 2000, the Secretary-General reported to the General Assembly on the 

recruitment aspects of the then-ongoing human resources management reform.167 As part of this 

report, the Secretary-General prepared a brief summary of the history of the issue. Prior to the 

                                                   

163 Ibid., para. 14. 
164 Ibid., para. 18. 
165 Ibid., para. 19. 
166 Ibid., para. 19. 
167 A/55/253. 
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period under review, in 1994 and 1996, a strategy for the management of the human resources of 

the Organization was enunciated and subsequently endorsed by the General Assembly.168 In 

1997, the Secretary-General set out his program for reform embracing initiatives to strengthen 

the management systems of the Organization, including strategic changes to thoroughly review 

the management of human resources so as to improve the quality and performance of staff 

members, and to enhance the effectiveness with which the Organization’s human resources were 

managed.169  

55.  The General Assembly called for action on a number of the initiatives in General 

Assembly resolution 52/12A of 1997.170 Early the next year, the Secretary-General convened a 

task force on Human Resources Management, which provided recommendations that the 

Secretary-General used extensively in his next report to the General Assembly on human 

resources matters.171 The General Assembly then noted the intentions of the Secretary-General 

outlined in his report and looked forward to the proposals he intended to submit to the Assembly 

for consideration.172 During 1999, some progress was made in carrying forward the reform in 

key areas of human resources management: “human resources planning; streamlined rules and 

procedures; recruitment, placement and promotion; mobility; contractual arrangements; 

administration of justice; competencies and continuous learning; performance management; 

                                                   

168 Ibid., para. 1. 
169 Ibid. 
170 Ibid., para. 2. 
171 Ibid. 
172 Ibid. 
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career development; and conditions of service.”173 The following paragraphs discuss the next 

step in this process. 

56.  In the aforementioned report, the Secretary-General stated that he viewed the 

mechanisms of “accountability, the monitoring processes and the control procedures as an 

integral part of the initiatives he is putting forward.”174 He further stated that the then existing 

process used for filling posts was complex, that adequate planning was often absent, decision-

making was diffused (which led to a lack of personal accountability of managers), the process 

was not fully trusted by staff, and the managers found it paper-intensive.175  

57.  The Secretary-General identified the goal of introducing a system that “is based 

on predicted staffing needs as determined through effective human resources planning; is timely, 

that is, posts will be filled within a maximum of 120 days; holds managers accountable for 

making selection decisions based on objective, job-related criteria; facilitates mobility 

throughout the Secretariat; provides placement and advancement opportunities for staff based on 

merit; and complies with the Organization’s policies of appointment on the basis of merit, paying 

due regard to the principles of geographical representation and gender balance.”176 Further, in 

discussing the next steps in the process, the Secretary-General stated that there was no need to 

                                                   

173 Ibid., para. 3. 
174 Ibid., para. 6. 
175 Ibid., para. 33. 
176 Ibid., para. 34.  



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

34 

Copyright © United Nations 

 

change the Staff Regulations at that time, but he did bring to the attention of the General 

Assembly a revision of staff rule 104.14.177 

58.  Later in 2000, the Secretary-General transmitted a report on the activities of the 

Office of Internal Oversight Services (OIOS) to the General Assembly pursuant to its resolution 

54/244.178 The Secretary-General reported that the Office of Human Resources Management 

(OHRM), in the years preceding this report, had developed many initiatives to reform the 

recruitment process, however, the OIOS believed that OHRM now needed to establish a strategic 

plan that would integrate the initiatives under a single umbrella and allow the Organization to 

meet the then current staffing needs and allow for a more proactive and flexible approach.179 The 

Secretary-General reported that this form of planning was becoming increasingly important and 

urgent given the rising number of retirements the Organization expected to face over the coming 

years.180 

59.  In order to expedite and improve the management of the recruitment process, the 

Secretary-General stated that the establishment of overall recruitment goals and strategies must 

first be examined, as well as the following tasks:181  

“(a) Providing operational guidance for implementation of human 
resources targets by programme managers to achieve geographic 
distribution and gender balance; 

                                                   

177 Ibid., para. 37. For more information on the proposed amendment to staff rule 104.14, see 
A/55/253, annex X. 
178 A/55/397.  
179 Ibid. 
180 Ibid. 
181 Ibid. 
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(b) Integrating individual recruitment approaches and monitoring their 
achievement; 
(c) Further refining benchmarks for performance monitoring on 
recruitment; 
(d) Conducting in-depth analyses of human resources statistics as a basis 
for strategic planning; 
(e) Improving recruitment processes to ensure operational efficiency and 
effectiveness, particularly regarding vacancy announcement circulation 
and roster management; [and] 
(f) Evaluating the effectiveness of the current National Competitive 
Examination [program] to better serve managerial needs.”182 

 

60.  Also during the fifty-fifth session of the General Assembly, the Advisory 

Committee on Administrative and Budgetary Questions (ACABQ) reported on the then-

existing system of recruitment.183 In its report, the ACABQ noted that the proposed 

changes in the system of recruitment, placement, and promotion were predicated on the 

principle that program managers must be responsible for taking the final decisions on the 

selection of the staff, as well as be responsible and accountable for delivering substantive 

results in their work programs.184 The ACABQ further noted that there were a number of 

proposals for speeding up the process in order to allow additional screening and judgment 

time as to the suitability of all the qualified candidates.185 These proposals included 

advance planning, the development of generic vacancy announcement formats, and the 

                                                   

182 Ibid. 
183 A/55/499. 
184 Ibid., para. 8. 
185 Ibid., paras. 10, 11. 
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rostering of qualified shortlist candidates who were not chosen for the job so that they 

may be considered for other similar jobs.186 

61.  In 2001, during the fifty-fifth session of the General Assembly, resolution 

55/258 recognized the value of a transparent process of recruitment, placement and 

promotion in the Organization.187 After consideration of the proposals of the Secretary-

General concerning changing the system of recruitment, placement and promotion, the 

Assembly reiterated that all external vacancy announcements should be submitted to the 

permanent missions of Member States and be displayed on the notice boards on United 

Nations premises, and posted on the United Nations home page, and decided that if the 

Secretary-General deemed it to be in the best interests of the Organization, he may 

shorten the external vacancy deadline to 30 days (in the case of unplanned vacancies due 

to death or sudden departure of staff members.)188 The General Assembly also requested 

the Secretary-General to circulate internal vacancy announcements to permanent 

missions when issued, and that he issue a monthly electronic vacancy bulletin, without 

prejudice to the traditional means of dissemination of vacancy announcements.189 

62.  Further, the General Assembly reaffirmed its approval of secondments from 

government service, and reiterated that the recruitment, appointment and promotion of staff 

should be performed with no distinction as to race, sex, or religion.190 

                                                   

186 Ibid. 
187 GA resolution 55/258, section IV. 
188 Ibid., para. 3. 
189 Ibid., paras. 4,5. 
190 Ibid., paras. 19, 21. 
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63.  Finally, the General Assembly requested the Secretary-General, through OIOS, to 

conduct an inspection of possible discrimination due to nationality, sex, race, religion, and 

language in recruitment, promotion, and placement and to report his findings to the General 

Assembly during its fifty-sixth session.191 

64. During the General Assembly’s fifty-sixth session, the Secretary-General 

transmitted his report on the activities of OIOS concerning possible discrimination (the report 

mentioned above) to the General Assembly.192 The Secretary-General reported that, in response 

to the request of the General Assembly to supply this report, an inspection team was formed in 

the OIOS and began its work in September 2001.193 The inspection team focused on the 

following: 

“(a) analysing the data from a regional and gender perspective to ascertain 
whether it demonstrated the presence of systematic and consistent 
patterns; (b) reviewing the current and proposed procedures for 
recruitment, placement and promotion to ensure that they guaranteed 
fairness and objectivity in the process; and (c) examining the control 
mechanisms [then] in place to handle complaints of alleged discrimination 
in the Organization to determine their effectiveness.”194 

 

65.  OIOS found some shortcomings concerning the consistency, completeness and 

accessibility of data that was essential for this type of review, yet found most departments and 

offices made every effort to assist OIOS by responding to its requests.195 The results of the 

                                                   

191 Ibid., para. 23.  
192 A/56/956. 
193 Ibid. 
194 Ibid. 
195 Ibid. 
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analysis did not reveal a systematic and consistent pattern of preference or exclusion that 

impaired equal opportunity in recruitment, placement, or promotion for any given region over 

the past six years, but noted the existence of some regional differences.196 

66.  OIOS further stated that the three mechanisms for handling cases of 

discrimination (the Panel on Discrimination and other Grievances, the Joint Appeals Boards and 

the United Nations Administrative Tribunal) needed to be strengthened.197 Further, OIOS stated 

that the Ombudsman function that was at that time recently approved by the General Assembly 

should be integrated with the existing mechanisms in order to create a strong framework for 

addressing issues of discrimination.198 Additionally, OIOS found that early attempts to resolve 

workplace disputes reap benefits in staff morale and the economy of resources.199 

67.  During the fifty-seventh session of the General Assembly, the Secretary-General 

issued report A/57/293. The Secretary-General reported that a new staff selection system had 

been designed and was implemented on 1 May 2002.200 The new staff selection system 

integrated recruitment, placement, managed mobility and promotion, and was implemented after 

extensive consultations with Member States, staff and managers.201 Additionally, the Secretary-

                                                   

196 A/56/956, states that, “[f]or some grades, for some years and in some locations, appointment, 
promotion and reappointment rates vary among regions. The results of the analysis by gender indicate that 
disparities continue to exist at the higher grades. Men are more likely than women to be recruited, 
promoted and reappointed at the P-4 to D-2 levels. More attention needs to be given to recruiting and 
promoting women at the higher levels and to counteract the rising separation rate of women from the 
Organization.”  
197          Ibid. 
198 Ibid. 
199 Ibid. 
200 A/57/293. 
201 Ibid. 
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General reported that central review bodies had been established pursuant to General Assembly 

resolution 55/258 (approving the aforementioned amendment to staff rule 104.14), and that a 

global web-based tool for the new staff system, Galaxy, had been implemented along with the set 

up of an electronic help desk for staff to aide in resolving problems associated with the new 

system and its automated tools.202 Additionally, the Secretary-General reported that the next 

steps in the process of recruitment, placement, and promotion would be the institutionalization of 

the new system including the: 

“(a) [c]ontinuation of the development of generic job profiles, including 
those for the General Service and related categories; 
(b) [e]nhancement of mechanisms to gather information on staff skills 
(much of the information is now available as a by-product of the Galaxy 
system in respect of staff who use it to apply for posts) and of the 
electronic performance appraisal system (PAS); 
(c) [s]trengthening and implementation of mechanisms for the delegation 
of human resources authority and its monitoring; 
(d) [f]urther development of mechanisms to promote mobility throughout 
the Organization, for example, managed reassignments and occupational 
networks.”203 

 
68.  Through its resolution 57/305 in 2003, the General Assembly stated its 

appreciation of the efforts by the Secretary-General on reforming human resources management 

in the Organization, as well as the central role played by OHRM.204 The General Assembly also 

requested that the Secretary-General, through OIOS to conduct a study of the impact of the 

human resources reform, particularly as it applied to the improvement of recruitment, placement, 

                                                   

202 Ibid., paras. 29,31,33.   
203 Ibid. 
204 G A resolution 57/305, para. 1.  
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promotion, and training.205 The General Assembly further requested the Secretary-General to 

develop measures in cooperation with OIOS and the Joint Inspection Unit (JIU) to prevent 

discrimination on the basis of “nationality, race, gender, religion or language in the United 

Nations as necessary.”206 The General Assembly requested that both these reports be submitted 

during its fifty-ninth session.207 Finally, the Generally Assembly welcomed the introduction of 

Galaxy, and requested that the Secretary-General ensure that Galaxy enhanced the transparency, 

efficiency, and effectiveness of the United Nations’ recruitment process.208 

69.  Pursuant to General Assembly resolution 57/305, the Secretary-General submitted 

a report on Human Resources Management and reviewed actions taken by the Secretary-General 

pursuant to his reports entitled “Renewing the United Nations: a program for reform”209 and 

“Strengthening of the United Nations: an agenda for further change,”210 during the fifty-ninth 

session of the General Assembly.211 The Secretary-General requested that this report be read in 

conjunction with a number of previous reports.212 

                                                   

205 Ibid., para. 5. 
206 Ibid., para. 11. 
207 Ibid., para. 5,11. 
208 Ibid., para. 15. 
209 A/51/950.  
210 A/57/387 and Corr.1. 
211 A/59/263. 
212 Ibid., para. 5 states that “[t]he present report should be read together with the following reports, 
also submitted to the Assembly at its fifty-ninth session pursuant to resolution 57/305: (a) Report of the 
Secretary-General on improvement of equitable geographical representation in the United Nations 
Secretariat (A/59/264), submitted pursuant to section II, paragraph 29; (b) Report of the Secretary-
General on improvement of the status of women in the United Nations system (A/59/353), submitted 
pursuant to section II, paragraph 41. 
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70.  In this report, the Secretary-General stated that the new staff selection system 

(which mandated competency-based interviews to ensure the quality of selected candidates), 

which was applicable to positions at the G-5, G-6, and G-7, as well as the P3 to D-2 levels, was 

introduced on 1 May 2002.213 Additionally, the Secretary-General reported that with the 

introduction of Galaxy, the Secretariat could create and advertise vacancies electronically on a 

global basis.214 This included the submission, receipt and review of applications online, as well 

as the tracking of the status of applications, recording of the selection process, and the generation 

of reports on, for example, selection decisions, geography, gender, and the amount of 

applicants.215 

71.  Prior to the submission of the above report, the Secretary-General also submitted 

a report on the activities of OIOS examining the impact of the human resources management 

reform, and particularly the impact of the new staff selection system, including central review 

bodies, mobility, performance management, career support and training, and human resources 

planning (pursuant to General Assembly resolution 57/305).216  

72.  OIOS reported that, at that time, the human resources management reform had 

achieved significant successes, including a decrease in the number of days to fill a vacancy and a 

sharp increase in organizational focus on creating opportunities for staff mobility and career 

development.217 However, OIOS stated that the potential of the reform had yet to be fully 

                                                   

213 A/59/263, section 2, paras. 46, 55. 
214 Ibid., part E. 
215 Ibid. 
216 A/59/253. 
217 Ibid. 
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realized.218 OIOS explained that while the initiatives of OHRM had created a culture change, 

staff and managers were not fully committed to the nature, scope and purpose of the reform, 

leading to inconsistent prioritizations of responsibilities and accountability for management.219 

OIOS stated that OHRM should seek to address this problem immediately and effectively.220 

73.  Additionally, the Secretary-General reported that the new staff selection system 

had significantly enhanced opportunities to apply to vacancies, and enlarged the pool of 

applications. Yet, he noted that neither the quality of candidates nor career prospects for junior 

staff had improved, and although the central review bodies had exercised their function 

assertively, their effectiveness was diminished by a lack of relevant information in reviewing 

evaluations and proposals.221 

74.  During the same session of the General Assembly, the ACABQ commented on the 

Secretariat’s report222 on Human Resources Management, the progress of the reform, and the 

challenges faced.223 The ACABQ stated that it was of the opinion that reforms as broad as were 

                                                   

218 Ibid. 
219 Ibid. 
220 Ibid., states that, “[t]he Office of Human Resources Management should immediately and 
effectively address this lack of confidence in reform initiatives. An organizational focus on effective 
performance management and strategic planning, rather than compliance, would enhance the ultimate 
success of the Office’s integrated policy framework. The Office must also improve its ability 
systematically to measure and monitor human resources indicators.” 
221  Ibid. 
222  A/59/263. 
223  A/59/ 446, para. 3 states that “[i]t has been emphasized to the Advisory Committee by the 
Secretariat that the process of human resources management reform involves a change in culture, and that 
such change takes time. The Committee is fully aware of the difficulties involved in meeting this 
challenge. In the opinion of the Committee, it is proper, at this point, to [analyze], on the basis of 
experience gained thus far, what has been achieved, what has not worked and why, and what must be 
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planned at that time for human resources management must be accompanied by close 

cooperation between staff and management.224 The ACABQ further stated that without such 

cooperation, the reforms were unlikely to succeed.225 The ACABQ had received the impression 

that the staff/management relations had broken down over this issue, which had led to frustration 

and confrontation.226 The ACABQ encouraged the Secretary-General and OHRM in their efforts 

to take a fresh look at meaningful ways to involve staff in order to take their concerns into 

account in the implementation of the reform.227 The ACABQ concluded that reform should be a 

participatory process involving all users, as well as flexible enough to change in light of 

experience, and further stated that it trusted that management and staff would both make 

concerted efforts to work together in the best interest of the Organization.228 

75.  In General Assembly resolution 59/266, the General Assembly stressed the need 

to ensure that adequate mechanisms were in place to ensure the accountability of program 

managers for implementing the human resources policies and achievement of objectives 

contained in the contemporary human resources actions plans.229 The Assembly further 

emphasized that effective accountability mechanisms were an essential element of the human 

resources management reform and requested that the Secretary-General reconstitute the 

                                                                                                                                                                    

refined or improved to expedite the process and achieve further success. It is also important to strengthen 
the accountability framework for the achievement of results.” 
224 Ibid., para. 10. 
225 Ibid. 
226 Ibid.. 
227 Ibid. 
228 Ibid. 
229 G A resolution 59/266, section I, para. 7.  
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Accountability Panel230 (with all the necessary tools and disciplinary authority to achieve its 

objective), as well as begin issuing appropriate sanctions for demonstrated mismanagement or 

willful neglect by managers, with a view towards strengthening the accountability system.231 

Additionally, the General Assembly requested that the Secretary-General fully develop the 

Galaxy system and ensure that it became more user-friendly.232 

76.  In its final resolution concerning the issue of recruitment during the period under 

review,233 the General Assembly noted that the human resources management targets were not 

being met by many departments, and further noted the establishment of the Management 

Performance Board to replace the Accountability Panel.234 Further, in this resolution, the General 

                                                   

230 ST/SGB/2000/14, section I states that the Accountability Panel “is established to ensure that the 
Secretariat addresses the findings of its oversight review bodies from a systemic perspective, and to 
reinforce existing accountability mechanism.”  
231 Ibid., section II, para. 10. 
232 Ibid., section I, paras. 8,10,12,14 state that the General Assembly, “[a]lso requests the Secretary-
General to reconstitute the Accountability Panel so as to strengthen the internal system of accountability, 
including with respect to human resources policies and objectives, and to ensure that the Panel has the 
authority necessary to hold [program] managers accountable for their performance in achieving the 
objectives contained in human resources action plans; [..] 12. Emphasizes the importance of the 
participation of staff representatives in the work of the central review bodies, and requests the Secretary-
General and invites staff representatives to engage in a consultative process with a view to resuming the 
participation of staff representatives in the work of the central review bodies; […] 14. Recalls its request 
to the Secretary-General contained in section II, paragraph 2, of its resolution 51/226, as reiterated in 
section IV, paragraph 10, of its resolution 53/221, section VII of its resolution 55/258 and section III of its 
resolution 57/305, to enhance managerial accountability with respect to human resources management 
decisions, including imposing sanctions in cases of demonstrated mismanagement of staff and willful 
neglect of, or disregard for, established rules and procedures, while safeguarding the right of due process 
of all staff members, including managers, and requests the Secretary-General to report comprehensively 
thereon to it at its sixty-first session[.]” 
233 G A resolution 60/238. See also G A  resolutions 49/222 A and B, 51/226, 52/219, 52/252, 53/221, 
55/258, 56/280, 57/305, 58/296, 59/266 . 
234  G A resolution 60/238, paras. 2,3. 
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Assembly adopted proposed changes to two staff regulations (regulation 1.2235 and 10.2236), and 

further noted the amendments to staff rules.237 There was no further action taken on this issue 

from 2000 - 2005.238 

 

 

 

C. Conditions of Service  

1. Authority Responsible for Determining the Conditions of Service 

77.  In 2000, the General Assembly, through the ICSC maintained a continuous review 

of the conditions of service of the staff of the United Nations common system.239 During the 

fifty-fifth session of the General Assembly, the Assembly reaffirmed its commitment to a single 

unified United Nations common system as the “cornerstone for the regulation and coordination 

                                                   

235  Ibid., Annex I, Amendments to the Staff Regulations, Regulation 1.2, states “[f]or paragraph (n), 
substitute (n) All staff members at the D-1 or L-6 level and above shall be required to file financial 
disclosure statements on appointment and at intervals thereafter as prescribed by the Secretary-General, in 
respect of themselves, their spouses and their dependent children, and to assist the Secretary-General in 
verifying the accuracy of the information submitted when so requested. The financial disclosure 
statements shall include certification that the assets and economic activities of the staff members, their 
spouses and their dependent children do not pose a conflict of interest with their official duties or the 
interests of the United Nations. The financial disclosure statements will remain confidential and will only 
be used, as prescribed by the Secretary-General, in making determinations pursuant to staff regulation 1.2 
(m). The Secretary-General may require other staff to file financial disclosure statements as he deems 
necessary in the interest of the Organization.”  
236 Ibid., Annex I, Amendments to the Staff Regulations, Regulation 10.2, states “[f]or the existing 
text, substitute: “The Secretary-General may impose disciplinary measures on staff members whose 
conduct is unsatisfactory. Sexual exploitation and sexual abuse constitute serious misconduct. The 
Secretary-General may summarily dismiss a member of the staff for serious misconduct”.” 
237  Ibid., section II, para. 1. 
238  Ibid., para. 2. 
239  UN Yearbook 2000, p. 1330.  
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of the conditions of service of the United Nations common system[.]”240 During the period under 

review, the General Assembly had repeatedly reaffirmed the central role of the ICSC in the 

regulation and coordination of the United Nations common system’s conditions of service.241 

78.  During the fifty-fifth session of the General Assembly, the Secretary-General 

submitted a report to the General Assembly entitled “Renewing the United Nations: a program 

for reform,” pursuant to General Assembly resolution 54/238.242 In this report, the Secretary-

General recommended that the General Assembly initiate a review of the ICSC.243 The General 

Assembly resolution specified that the following elements must be contained in the information 

submitted to the Assembly: “[1] concrete and specific reasons, if any, for such a review; [2] 

identification of specific problems, if any, to be addressed; [3] objectives to be achieved by the 

review; [4] possible impact of such a review on the common system; [5] information on progress 

achieved as a result of previous reviews of the working methods and functioning of the 

Commission.”244  

                                                   

240  GA resolution 55/223. 
241  GA resolutions 55/223, 56/244, 57/285, 58/251, 59/276. 
242 A/55/526, para. 1 states that, “[the Secretary-General] recommended to the General Assembly 
that it initiate a review of the International Civil Service Commission, including its mandate, membership 
and functioning in order to increase its effectiveness in meeting the challenges facing the United Nations 
system of organizations. In making that proposal, the Secretary-General recognized that many of the 
issues involved extend beyond the United Nations Secretariat and should be considered in the context of 
the ongoing reform process throughout the United Nations system. In this regard the Administrative 
Committee on Coordination, in 1998, noted that human resources management reforms are the key to 
improving further the capacity of organizations to fulfill their diverse mandates effectively and efficiently; 
and that such reforms must uphold and strengthen the fabric of the international civil service within the 
framework of each organization’s particular structure and personality. Thus, the Administrative 
Committee on Coordination considers that the common system must be maintained and strengthened, and 
must become more responsive to the diverse requirements of organizations for operational flexibility.” 
243  Ibid. 
244 Ibid., para. 2. 
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79.  In A/55/526, the Secretary-General concluded that the review proposed by the 

Secretary-General and the executive heads should be seen and approached as an integral part of 

the reform process that was then underway.245 This reform process was designed to strengthen 

the United Nations system and its capacity to meet new and complex challenges facing the 

common system and the international civil service.246 The Secretary-General stated that the goal 

of this review would be to “to reinforce and modernize the common system and, in that context, 

to determine how the contribution of the Commission to these objectives can best be 

maximized.”247  

80.  The Administrative Committee on Coordination considered that in order for the 

proposed review to be effective, the review “should operate at a systemic level, reflect on the 

mission and membership of the Commission, as well as its functioning, and provide an in-depth 

reappraisal of the complex network of relationships built into the ICSC statute, the provisions of 

which have stood the test of time.”248 However, the Committee also noted the importance of 

keeping their application and related arrangements and procedures under review, in order to 

ensure that they continually met the provisions’ intent and were adapted to changing needs and 

circumstances.249 

81.  The Secretary-General further concluded the review must be independent, and 

carried out under the aegis and authority of the General Assembly. The Secretary-General stated 

                                                   

245 Ibid., para. 35. 
246 Ibid., para. 36. 
247 Ibid. 
248 Ibid. 
249 Ibid. 



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

48 

Copyright © United Nations 

 

that this review should serve to enhance the leadership role of the General Assembly as the 

legislative organ for the common system, as well as enhance the role of the ICSC in ensuring that 

the strength of the common system was maintained and that ICSC had the necessary capacity 

and technical expertise to fulfill its ordained function.250 Finally, the Secretary-General invited 

the General Assembly to proceed with the proposed review during its fifty-fifth session (in 

consultation with Member States, the ICSC and its interlocutors).251 

82.  On reviewing the report of the Secretary-General, the General Assembly issued 

resolution 56/244 in which it requested that the Secretary-General, “in close consultation with 

the Chairman of the International Civil Service Commission, […] submit a timetable for the 

implementation of the review of the strengthening of the international civil service to the General 

Assembly at the main part of its fifty-seventh session.”252  

83.  In 2002, pursuant to General Assembly resolution 57/285, the Assembly took note 

of the report of the Secretary-General concerning the strengthening of the international civil 

service, endorsed the terms of reference of the Panel on the Strengthening of the International 

Civil Service (the Panel) contained in the report of the Secretary-General, requested that the 

Panel also comment on the main characteristics of international civil service, and invited the 

ICSC to comment on the findings of the Panel and to present those comments to the General 

Assembly during its fifty-ninth session.253 

                                                   

250 Ibid., para. 37. 
251 Ibid. 
252 G A resolution 56/244, section III. 
253 G A resolution 57/285, paras. 1-4. 
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84.  Pursuant to General Assembly resolution 56/244 the Secretary-General submitted 

in his report,254 the requested timetable, and the terms of reference for and composition of the 

Panel.255 The Secretary-General stated that the Panel would submit its findings and 

recommendations to the Secretary-General who would report thereon to the General Assembly 

during its fifty-ninth session.256 

85.  The recommendations of the Panel were subsequently submitted by the Secretary-

General to the General Assembly during the fifty-ninth session of the Assembly in 2004.257 The 

ICSC also issued a report commenting on the findings of the Panel.258 

86.  In general, the ICSC noted that many of the Panel’s recommendations were 

consistent with some of the ICSC’s most recent decisions.259 However, the ICSC commented that 

some of the recommendations of the Panel would, in the view of the ICSC, only serve to weaken 

the ICSC and the future of the International Civil Service.260 In fact, the ICSC commented that a 

few of the recommendations impact the Statute of the Commission, which had been established 

                                                   

254 A/57/612. 
255 Ibid. states that, “1. [u]nder article 1 of its Statute, the International Civil Service Commission 
was established by the General Assembly of the United Nations for the regulation and coordination of the 
conditions of service of the United Nations common system. 2. In section III of its resolution 56/244 of 
24 December 2001, the General Assembly requested the Secretary-General, in close consultation with the 
Chairman of the International Civil Service Commission, to submit a timetable for the implementation of 
the review of the strengthening of the international civil service to the Assembly at the main part of its 
fifty-seventh session. 3. After consultations with the Chairman of the Commission, the Secretary- General 
submits the terms of reference for and composition of the panel that will conduct the review as well as the 
requested timetable.” 
256  Ibid., para. 9. 
257 A/59/153. 
258 A/59/30 (Vol. II.). 
259 Ibid. 
260 Ibid., para. 3. 
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by the General Assembly as an independent and impartial technical body, and that such a review 

fell outside the mandate of the Panel.261 

87.  Some of the recommendations made by the Panel include the following: (1) 

recommendations on the process for the selection of Commission Members;262 (2) the length of 

                                                   

261 Ibid., para. 4, states that, “4. [a] few recommendations impact on the Statute of the Commission, 
which has been established by the General Assembly as an independent and impartial technical body. A 
review of the Statute of the Commission does not fall within the mandate of the Panel. In the 
Commission’s view, its independence is crucial for the realization of the objectives for which it has been 
established. The Commission has a unique role to advise the General Assembly on the regulation and 
coordination of the conditions of service of the United Nations common system, and the report should 
therefore have specifically addressed the ways in which the Commission should be strengthened to assist 
the Secretary-General and the General Assembly in meeting that objective. The comments of the 
Commission on each of the Panel’s recommendations are set out below.” 
262 Ibid., section C states that the Panel recommends that, “ (a) The Statute of the Commission be 
strictly applied in respect of both the qualifications and the process of consultations for membership in the 
Commission, as provided for in articles 3 and 4. In this connection, the Panel recommends the 
introduction of specific criteria, as set out in annex II below, to assist in focusing all phases of the 
selection process on the requirements of article 3; (b) Member States take into full consideration these 
requirements and criteria when submitting and electing candidates for membership in the Commission. In 
the first instance, the presentation of candidatures by Member States should specifically relate the 
background and experience of candidates to such requirements and criteria; (c) The Secretary-General 
draw on the recommendations above to improve the consultative process he undertakes pursuant to article 
4 of the Statute, and in compiling the list of candidates for appointment provided for in that article, so as 
to facilitate the selection of individuals who are recognized nationally and internationally as high-level 
experts in different management areas and bring to the Commission an effective mix of expertise, 
practical knowledge and experience that will maximize its contribution as both a regulatory and an 
advisory body; (d) The General Assembly seek to introduce greater gender balance in the Commission 
membership. 
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the term of office of ICSC members;263 and (3) the frequency and length of the sessions of the 

ICSC.264 

88.  Concerning the recommendations on the process for the selection of ICSC 

Members, the ICSC commented that it considered this recommendation to exceed the provisions 

of its Statute, since Article 3 of the Statute was very clear on the competence required of the 

members of the ICSC and did not need to be supplemented. Further, the ICSC stated that it found 

the criteria suggested by the Panel to be unrealistic, as the candidate would be required to meet 

all stipulated criteria. The ICSC also commented that the application of such a screening process 

exclusively for selection of ICSC members appeared to be inappropriate, and could place the 

Secretary-General in a difficult political position when vetting candidates nominated by Member 

States.265 

89.  Concerning the recommendations on the length of term of office of ICSC 

members, the ICSC commented that it could not support this recommendation due to the highly 

technical nature of the ICSC’s work. The ICSC stated that such a recommendation would be 

counterproductive to the mission of strengthening the ICSC’s work, as the role of the ICSC 

                                                   

263  Ibid., section D states that the Panel recommended that, “within the terms of the International 
Civil Service Commission Statute (article 5), the General Assembly introduce the understanding that 
future appointments to the Commission would normally be limited to two terms. Such an understanding 
should be put in practice in a gradual and deliberate manner that preserves continuity in the work of the 
Commission and allows for a smooth transition. As part of these transitional arrangements, the eligibility 
of current members for reappointment for another term should not be excluded.” 
264 Ibid., section E states that the Panel recommended that, “the programme of work and the duration 
of the Commission’s sessions be reviewed in order to limit the length of each session to a maximum of 10 
working days, while making greater use of informal working groups, retreats and other means of 
interaction between sessions.” 
265  Ibid., para. 10. 
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requires continuity. The ICSC continued by stating that it was in the best interests of Member 

States, organizations and staff to preserve the retention of knowledge, and appeared to be an 

attempt to weaken Article 5 of the Statute of the ICSC.266 

90.  Finally, concerning the recommendation of the Panel to limit the ICSC’s sessions 

to ten working days, the ICSC commented that ten days was too short a period of time given the 

high volume of work dealt with at each session, and the existing biennial schedule of the Fifth 

Committee of the General Assembly.267 The ICSC also noted that “contrary to the view 

expressed by the Panel, it is not the experience of its members that their other professional 

activities interfere with their work in the Commission. While the Commission could choose to 

work in private sessions for the sake of expediency, this direction would not foster an 

environment of cooperation and trust with its partners.”268 

91.  Pursuant to General Assembly resolution 57/285, section IV, the Secretary-

General submitted the views of the organizations of the United Nations system on the findings 

and recommendations of the Panel.269 The Secretary-General and members of the United Nations 

System Chief Executives Board for Coordination (CEB) welcomed resolution 57/285 which 

launched the Panel.270 Generally, the Secretary-General and the CEB members were in 

agreement with the Panel, and while they recognized that many of the recommendations were in 

                                                   

266  Ibid., para. 11. 
267  Ibid., para. 12. 
268  Ibid. 
269 A/59/399. 
270 Ibid. 
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line with the recent practices of the ICSC, the Secretary-General and CEB members expressed 

their disappointment that the ICSC saw no need to formalize such improvements.271 

92.  Unlike the ICSC, the Secretary-General and CEB members supported the 

recommendations of the Panel regarding the criteria and process for the selection of ICSC 

members, the length of the term of office of ICSC members, and the frequency and length of 

sessions of the ICSC.272 The Secretary-General and CEB members stated that the 

recommendation of the Panel regarding the criteria for the selection of ICSC members offered 

criteria to illustrate the substantial experience of executive responsibility in public administration 

or related fields (and especially in personnel management) that the candidates should possess 

according to Article 3 of the ICSC’s Statute.273 

                                                   

271 Ibid. 
272 Ibid. 
273 Ibid., paras. 18,19 further state that, “[i]n calling for candidatures, the Secretary-General would 
point to the range of competencies that are relevant to the substantial experience required of members of 
the Commission under the statute, thus assisting Member States in articulating the presentation of their 
candidates in relation to the requirements set out in the statute. The Secretary-General would thus be 
better able to effectively implement the request addressed to him by the Assembly, in its resolution 
53/209. In turn, the expectation that the presentation of candidatures should be elaborated in relation to 
the requirements of the statute would facilitate a selection process at the national level and subsequent 
intergovernmental consultations that, within the principle of equitable geographical distribution, would 
give due weight to the elements of experience envisaged in the statute. 19. A selection process that 
focused on competencies would also greatly facilitate the task of giving practical effect to the provisions 
and intent of article 4 of the statute, which calls for the Secretary-General, as Chairman of CEB, to 
present a list of candidates after “appropriate consultation”, not only with Member States but also with the 
executive heads of the organizations and staff representatives, as it would make it possible for the 
comments the Secretary-General calls for from these parties to relate, not to the background of candidates 
in a vacuum, but to their relative qualifications in relation to the requirements of the statute. The 
consultative process, which is currently largely perfunctory, would become both more feasible and more 
meaningful. Organizations and staff representatives could provide greater support to Member States in 
their final selection process, without prejudice to the prerogative and decision-making authority of the 
Member States. While this process would, as the Commission comments point out, make the procedures 
for appointment to the Commission differ from other election processes, it is clearly what the statute 
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93.  Concerning the recommendation of the Panel to impose term limits on ICSC 

members, the Secretary-General and the CEB members found that this proposal was aimed at 

introducing an appropriate balance between continuity and facilitating the renewal and updating 

of expertise, experience, and knowledge, as well as maximizing the independence of the 

individuals appointed.274 The Secretary-General and the CEB members further stated that this 

recommendation should be acceptable to the General Assembly due to the effort to maximize the 

contribution of the ICSC to what the Panel referred to as “the introduction of cutting-edge human 

resources policies and practices[.]”275 

94.  Concerning the recommendation on the frequency and length of the sessions of 

the ICSC, the Secretary-General and CEB members welcomed such a recommendation. They 

stated that this would be in line with the reforms being introduced by many other bodies and 

would be accompanied by greater resort to working groups and other informal arrangements 

between sessions.276 

                                                                                                                                                                    

intended. A competency-based and inclusive selection process would better serve both the basic intent of 
the provisions of articles 3 and 4 of the statute — to set up a technically highly competent and 
authoritative Commission whose members command universal confidence — and the intent of the 
Assembly in its successive calls for closer adherence to those provisions.” 
274  Ibid., para. 21. 
275 Ibid.  
276 Ibid., para. 22 further stated that, “[e]xperience has shown that these informal arrangements have 
enabled a broader and deeper exchange of views among all interlocutors, leading to the production of 
such recent major Commission contributions as the code of conduct and the Framework for Human 
Resources Management. It would also enable senior staff from organizations to be present throughout the 
Commission’s sessions, which is not practically or financially feasible given the current length of the 
sessions.” 
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95.  In 2005, the High-level Committee on Management (HLCM) of the CEB 

addressed the report of the Panel.277 After the CEB heard statements from the CEB secretariat 

and the spokesperson of the Human Resources Network, the HLCM made several issuances.278 

The HCLM reaffirmed the view that the strengthening of the ICSC and its functioning, as put 

forward in the Panel’s recommendations, was of critical importance to the staff and organizations 

of the common system. Second, the HCLM decided to request that the executive heads convey to 

Member States the utmost importance of strengthening the international civil service and to urge 

them to support a constructive review of the recommendations of the Panel.279 

96.  Subsequent to the General Assembly receiving the reports of the Panel, it decided 

to postpone consideration of the Panel’s report and the related comments by the Secretary-

General and CEB on two different occasions (once during the fifty-ninth session and once during 

the sixtieth session).280 As such, there was no further action on this issue during the period of 

2000 - 2005. 

2. Entitlements of Staff  

(a)  Noblemaire principle 

97.  At the beginning of the period under review, at its fifty-fifth session, the General 

Assembly reaffirmed the continued application of the Noblemaire principle, and the necessity to 

                                                   

277 CEB/2005/3. 
278 Ibid., para. 68. 
279 Ibid., para. 69.   
280 G A decision 59/551B and 60/551. 
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ensure that the conditions of service of the United Nations common system remained 

competitive.281 

98.  In 2004, the International Civil Service Commission (ICSC) issued a report to the 

General Assembly that involved an in-depth review of the Noblemaire principle and its 

application (the last review of the Noblemaire principle was conducted in 1995).282 The ICSC 

recognized that the objective of the Noblemaire principle283 was clear and did not require 

reexamination. Instead, the ICSC focused its report on determining whether the United Nations 

was still competitive as an employer with the highest paid national civil service among Member 

States.284 

99.  The ICSC had repeatedly expressed its opinion that a focus on salaries alone 

would be an inappropriate measurement when seeking to determine the United Nations 

competitiveness as an employer. The ICSC believed that in order to properly measure the United 

Nations’ competitiveness as an employer, the Commission would have to evaluate recruitment 

and retention in organizations in order to identify any difficulties that might exist in attracting 

and retaining highly qualified staff, however the Commission noted that the organizations had 

not responded to repeated requests for this information over the past decade.285 As such, the 

                                                   

281 G A resolution 55/223, section  II(A), para. 1, 2. 
282 A/59/30 (Vol. I), section D, para. 263. 
283  Ibid., para. 264, the ICSC indicated that the intent of the Noblemaire principle was to “ensure 
that United Nations compensation was competitive and that organizations were able to recruit from all 
Member States including the one with the highest-paid civil service”. 
284  Ibid., para. 264. 
285  Ibid., para. 265. 
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ICSC concluded that more facts were needed before the Commission could determine whether 

the current application of the principle was indeed effective.286 

100.  Consequently, the ICSC reported to the General Assembly that the current 

practice of “using the highest-paid national civil service, combined with a reference check with 

international organizations, was sound.”287 Further, the ICSC reported that it had scheduled a 

total comparison between the United Nations conditions of service and the United States Federal 

Civil Service for 2005-2006.288  

101.  The General Assembly took note of the ICSC’s decision, as well as the need to 

continue to ensure competitiveness and the continuing application of the Noblemaire principle in 

resolution 59/268.289  

(b) Introduction of the Euro 

102.  During the period under review, the ICSC considered the effect that the 

introduction of the euro as the official currency of certain Member States would have on the 

United Nations common system.290 During its fifty-sixth session, the General Assembly 

considered and approved291 the recommendations set forth in the ICSC’s 2001 report.292  

103.  Through resolution 56/244, the General Assembly set the euro as the official 

currency for those emoluments which were at the time “set in the national currencies of the 

                                                   

286  Ibid., section D, para. 265. 
287  Ibid.section D, para. 273. 
288 A/59/30 (Vol. I), section D, para. 273. 
289 G A resolution 59/268, section II, paras. 1-3. 
290 A/56/30. 
291 G A resolution 56/244, section I(B). 
292 A/56/30, para. 86. 



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

58 

Copyright © United Nations 

 

twelve euro zone countries [...]”,293 effective January 1, 2002. The General Assembly further 

provided for the method of conversion to the euro,294 approved the conversion of the education 

grant and children’s and secondary dependent’s allowances into the Euro for nine locations,295 

and invited organizations to convert their General Service salary scales and allowances into the 

Euro where applicable.296   

(c) Allowances and Benefits 

(i) Dependency Allowance 

104.  In General Assembly resolution 47/216 of 1992, the General Assembly noted that 

the ICSC would review the level of the dependency allowances every two years,297 and in later 

years, the General Assembly further requested the ICSC to examine the methodology, rationale 

and scope of the allowances.298 During the period under review, these periodic reports occurred 

in 2000,299 2002,300 and 2004.301 

105.  After reviewing the 2000 report of the ICSC concerning the dependency 

allowance, the General Assembly accepted the recommendations of the ICSC and increased the 

                                                   

293 G A resolution 56/244, section I(B).  
294 Ibid., para. 1(a), states that “the national currency amounts would be converted by applying the 
respective fixed conversion rates and then rounded up or down to the nearest euro [.]” 
295 Ibid., para. 1(b), states that “[t]he converted values of the education grant for nine currency areas, 
and of the children’s and secondary dependent’s allowances for nine locations, will change over to the 
euro effective 1 January 2002, as reflected in annexes I and II to the present resolution[.]”  
296 Ibid., para. 2. 
297 G A resolution 47/216, section  II(F), para. 2. 
298 G A resolution 53/206 I (F) para. 4. 
299 A/55/30. 
300  A/57/30. 
301  A/59/30. 
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children’s allowance302 and the secondary dependent’s allowance by 11.89 per cent.303 Further, 

the ICSC recommended that this status quo remain in its 2002 report304 (a recommendation 

subsequently approved by the General Assembly.)305  

106.  In 2004, the ICSC had also decided to maintain the current levels of the 

aforementioned allowances, but did recommend that the General Assembly make one 

adjustment. The ICSC recommended that, “[s]tarting from the current review, the amounts of 

children’s and secondary [dependent]’s allowances should be determined on the basis of the 

value of tax abatements and social security payments in the countries of the eight headquarters 

duty stations, including Spain[.]”306 In General Assembly resolution 59/268, the General 

Assembly accepted the ICSC’s recommendations in their entirety.307 

(ii) Education Grant 

107.  Prior to the period under review, the General Assembly asked the ICSC to 

complete a review of the methodology for the education grant, and for that report to be returned 
                                                   

302  Including the allowance for disabled children. See  G A resolution 55/223. 
303  Ibid. The Assembly further noted that “[...] the review of dependency allowances carried out by 
the Commission reflected relevant changes in tax abatement and social legislation at the seven 
headquarters duty stations since 1998[.]” 
304 ICSC Report for 2002 (A/57/30) states the following: “[...] 182. The Commission decided to 
recommend to the General Assembly that: (a) The children’s allowance remain at its current level of US$ 
1,936 per annum; (b) The secondary [dependent]’s allowance remain at its current level of US$ 693 per 
annum; (c) The current list of duty stations at which the allowances are payable in local currencies be 
maintained. The applicable local currency amounts of the children’s and secondary [dependent]’s 
allowances at those duty stations should also be maintained; (d) Dependency allowances payable to 
eligible common staff be reduced by the amount of any direct payments received from Governments in 
respect of dependants.” 
305  G A resolution 57/285.  
306  A/59/30 (Vol. I), para. 244. 
307  G A resolution 59/268. 
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during the General Assembly’s fifty-fifth session in 2000.308 During the fifty-fifth session, the 

General Assembly received the report and took note of the recommendations of the ICSC.309 

Specifically, on recommendation of the ICSC, the General Assembly urged “the organizations of 

the United Nations common system to harmonize their rules and regulations to ensure that the 

education grant is treated as a benefit payable to internationally recruited staff with expatriate 

status only[.]”310 

108.  During the remainder of the period under review, the scope and purpose of the 

education grant was examined under the review of the pay and benefits system which was then in 

progress.311 Through General Assembly resolution 57/285,312 the General Assembly approved the 

recommendations made by the ICSC as part of its review and made adjustments to the maximum 

reimbursement levels for several countries and currency areas (among other adjustments).313 

                                                   

308  G A resolution 54/238, section III(C). 
309  A/55/30, para. 81 states that “[t]he Commission decided: (a) To recommend to the General 
Assembly that the education grant should continue to be treated as a benefit payable to internationally 
recruited staff with expatriate status; (b) To inform the General Assembly that it might wish to request the 
organizations to bring the matter of the payment of the education grant to staff members living in their 
own countries to the attention of their governing bodies with a view to harmonizing the staff rules and 
regulations along the lines of those of the United Nations; (c) To report to the General Assembly that 
further consideration of the scope and purpose of the education grant would best be conducted under the 
overall review of the pay and benefits system, which is currently under way.” 
310  G A resolution 55/223, section E, para. 1. 
311  A/55/30, para. 81 (c). 
312  G A resolution 57/285, section E. 
313  A/57/30. The recommendations of the ICSC report included: “(a) In the following 
countries/currency areas in which education-related expenses are incurred, namely, Austria (euro), Italy 
(euro), Switzerland (Swiss franc), Spain (euro), United Kingdom (pound sterling), United States dollar in 
the United States and the United States dollar outside the United States, the levels of maximum 
admissible expenses and the maximum grant should be set as shown in annex V, table 1; [...] (c) The flat 
rates for boarding to be taken into account within the maximum admissible educational expenses and the 
additional amounts for reimbursement of boarding costs over and above the maximum grant payable to 
staff members at designated duty stations be revised as shown in annex V, table 2; (d) The amount of the 
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109.  In 2004, through General Assembly resolution 59/268, and on recommendation by 

the ICSC, the General Assembly raised the maximum reimbursement levels for fifteen countries 

and currency areas.314 In the same resolution, the General Assembly reiterated its request for the 

organizations of the United Nations system to harmonize the staff rules and regulations 

pertaining to the education grant in order to avoid competition and promote staff mobility and 

asked the ICSC to report on the disparate practices then in use by the relevant civil services and 

other international organizations (the report to be due during the General Assembly’s sixtieth 

session.)315 

(iii) Mission Subsistence Allowance 

110.  In 2003, the ICSC reviewed the criteria and practice for the payment of mission 

subsistence allowance in the United Nations system (based on updated information provided by 

its secretariat), as well as for other organizations in the United Nations system concerning staff 

assigned to non-family duty stations, and the special operations approach, and the extended 

monthly evacuation allowance.316 Subsequently, the ICSC requested and received updates on the 

above information, as well as views of the organizations concerning the feasibility of 

                                                                                                                                                                    

special education grant for each disabled child should be equal to 100 per cent of the revised amounts of 
the maximum allowable expenses for the regular grant; (e) All of the above measures should be applicable 
as from the school year in progress on 1 January 2003.” 
314  These nations and  currency areas included Austria, Belgium, Denmark, France, Germany, 
Ireland, Italy, the Netherlands, Spain and Sweden, areas currently using Swiss francs, the Japanese yen, 
pounds sterling and United States dollars (inside and outside the United States).  The levels were to be set 
in accordance with table 1 of annex IV to the ICSC's report. A/59/30 (Vol. I). 
315 G A resolution 59/268, paras. 2,3. 
316 A/58/30, para. 143. 
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harmonizing their practices in regards to the aforementioned entitlements.317 In the reports of the 

various organizations, they stressed the need to be able to retain flexibility concerning these 

entitlements in order to meet their diverse operational requirements.318 After reviewing the data 

and taking into account the views of the various organizations, the ICSC emphasized the need to 

harmonize the organizations practices in regards to the aforementioned entitlements in order to 

avoid competition and promote mobility of staff.319 The ICSC then requested that the 

organizations work towards harmonizing those policies and present a comprehensive report to 

the ICSC during its fifty-ninth session in 2004, and requested that its secretariat consider and 

report on the feasibility of linking the mission subsistence allowance rates to the daily 

subsistence allowance rates previously established by the ICSC.320  

111.  The General Assembly took note of the decision of the ICSC in General Assembly 

Resolution 58/251,321 and no further action was taken on this matter during the period of 2000 - 

2005.  

(d) Pension Adjustment System 

112.  The United Nations Joint Staff Pension Board (UNJSPB), at the request of the 

Federation of Associations of Former International Civil Servants (FAFICS) considered a 

proposal to change the method of determining cost-of-living adjustments of pensions in award, 

                                                   

317 Ibid., para. 143, 144. 
318 Ibid., para. 144. 
319 Ibid., para. 154.  
320  Ibid., para. 154. 
321  G A resolution 58/251, section E. 



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

63 

Copyright © United Nations 

 

prior to the period under review.322 The UNJSPB subsequently decided to recommend to the 

General Assembly that “threshold for cost-of living adjustments for pensions in award should be 

reduced from 3 per cent to 2 per cent, effective from the adjustments due on 1 April 2001.”323 

113.  During its fifty-fifth session, the General Assembly considered the reviews carried 

out by the UNJSPB324 and approved two changes in the pension adjustment system (set out in 

annex I of General Assembly resolution 55/224):325  

“(a) [t]o lower the threshold for implementing cost-of-living adjustments of 
pensions in award from 3 per cent to 2 per cent, with effect from the adjustment 
due on 1 April 2001;  
(b) [t]o modify, provisionally, paragraphs 4 and 5 of the provisions of the pension 
adjustment system, in order to implement [Judgment] No. 942 of the United 
Nations Administrative Tribunal, as described in section X, paragraphs 263 to 
272, of the report of the Board, pending possible future proposals made by the 
Board to the General Assembly for changes in the pension adjustment system as 
regards adjustments of deferred retirement benefits[.]” 326   

 

114.  In the aforementioned Judgment No. 942 (Merani v. United Nations Joint Staff 

Pension Board), the appellant claimed that a cost-of-living differential (COLD) should be 

applied to his deferred pension, pursuant to paragraphs five and  six of the provisions of the 

pension adjustment system (explaining the application of the COLD to various pensions).327 

However, the UNJSPB claimed that the COLD should not be applied to Merani’s deferred 

                                                   

322  A/55/9, para. 198. 
323  Ibid., para. 200.  
324  G A resolution 55/224.  
325  Ibid., section II, para 2. 
326  Ibid., para 2. 
327  UNAT Judgment No. 942.  
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pension, because paragraph 27328 of the provisions of the pension adjustment system set forth an 

independent method of calculation for deferred pensions, which did not include application of 

the COLD.329 The United Nations Administrative Tribunal, after a close review of the provisions 

of the pension adjustment system, decided that because the COLD was not explicitly excepted 

from the calculation of deferred pensions, the COLD should be applied in the calculation of 

deferred pensions.330 The Tribunal therefore decided that the COLD was applicable to the 

deferred pension benefits of Mr. Merani, retroactive to the first date of payment and the Tribunal 

denied all other claims.331 The General Assembly approved the UNJSPB’s subsequent 

provisional modifications of the provisions of the pension adjustment system as detailed 

above.332 

115.  Pursuant to General Assembly resolution 57/286, the General Assembly had 

considered the reviews carried out by the Working Group of the UNJSPB, as well as the 

subsequent reviews by the UNJSPB, of the various aspects of the pension adjustment system as 

                                                   

328  A/55/9, para. 265 puts forth paragraph 27 of the provisions of the pension adjustment system as 
follows: “27. (a) For participants whose date of separation was before 31 December 1989, no adjustment 
shall be applied to deferred retirement benefits prior to the beneficiary’s reaching age 50. Commencing at 
age 50 or the date of separation, if later, the base dollar pension under subparagraph 5 (a) above is 
adjusted by the United States CPI in accordance with section H above, without retroactive effect. The 
two-track adjustment system becomes operative on the date of commencement of the payment of the 
periodic benefit. At that time a local currency base amount is established by applying to the adjusted 
dollar amount the average exchange rate over the 36 consecutive months up to and including the month of 
first payment. (b) For participants separating from service on or after 31 December 1989, no adjustment 
shall be applied to deferred retirement benefits prior to the beneficiary reaching age 55. Commencing at 
age 55 or the date of separation, if later, the adjustment procedures set out in (a) above shall be applied to 
the deferred retirement benefits.”   
329 UNAT Judgment No. 942. 
330 UNAT Judgment No. 942. 
331 Ibid. 
332 GA resolution 55/224, section II, para. 2. 
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set out in the report by the UNJSPB.333 Subsequently, the General Assembly approved the 

changes in the pension adjustment system set out in annex XIII of the UNJSPB’s report in 

principle.334 These changes would be effective when the Joint Staff Pension Fund showed a clear 

upward pattern of surpluses. Specifically, the changes would: “[1] […] apply cost-of-living 

adjustments to deferred retirement benefits as from age 50; [and] [2] […] apply cost-of-living 

differential factors to deferred retirement benefits as from the date of separation [.]”335   

116.  In 2004, during the fifty-ninth session of the General Assembly, the Assembly 

approved further changes to the pension adjustment system.336 Specifically, the General 

Assembly approved a phased approach in eliminating the 1.5 per cent reduction in the first 

consumer price index adjustments, and the addition of a provision under the “two-track pension 

adjustment system for an adjustable minimum guarantee at 80 per cent of the United States 

dollar-track amount, with the understanding that, under the two-track pension adjustment system, 

benefits are subject to a maximum of 110 or 120 per cent of the local currency track, depending 

on the date of separation from service, and that the Board will continue to review the 

costs/savings of all the modifications introduced since 1992 with respect to the two-track feature 

of the pension adjustment system and will report thereon to the General Assembly every two 

years on the occasion of the actuarial valuations of the Fund[.]”337 

 

                                                   

333 A/57/9. 
334 G A Resolution 57/286. 
335 Ibid. 
336 G A Resolution 59/269. 
337  Ibid. 
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D. Administration of Justice in the United Nations 

 (1) Ombudsman 

117.  At the beginning of the period under review, the Secretary-General transmitted a 

Joint Inspection Unit (JIU) report on the administration of justice in the United Nations to the 

General Assembly.338 The main objective of the report was to review the United Nations 

administration of justice machinery from its legal foundation to its functioning and impact.339 

118.  In the report, the Inspectors found that the system for administration of justice at 

the United Nations was slow, costly, cumbersome, and appeared to be (in several significant 

ways) far less effective that it should or could be.340 In this report, the JIU made two primary 

recommendations: (1) that an Office for the Settlement of Disputes and the Administration of 

Justice should be created; and (2) that an Ombudsman function should be created.341 

119.  The JIU recommended that an Office for the Settlement of Disputes and the 

Administration of Justice be created in order to increase the independence of the system of 

administration of justice at the United Nations.342 The JIU recommended that the office should 

comprise of: (1) an Ombudsman function; (2) the Secretariat of the Joint Appeals Board and the 

Committee for Professional Responsibility (established to replace the Joint Disciplinary 

                                                   

338  JIU/REP/2000/1.  
339  Ibid.  
340  Ibid. 
341  Ibid. 
342  Ibid. 
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Committee); and (3) the Office of the Coordinator of the Panel of Counsel.343 The JIU 

recommended that this Office would report to the Executive Office of the Secretary-General.344  

120.  The JIU also recommended the creation of an Ombudsman function in order to 

strengthen the system’s capability for informal conciliation, mediation and negotiation.345 The 

JIU recommended that the Ombudsman function should replace the Panel on Discrimination and 

other Grievances.346  

121.  In August 2000, the Secretary-General issued comments on the above JIU 

report.347  Regarding the first recommendation of the JIU, the Secretary-General stated that the 

creation of an Office for the Settlement of Disputes and the Administration of Justice did not 

address the issue of how the overall structure and decision making process would change with 

the establishment of such an office. Additionally, the Secretary-General stated that the 

recommendation lacked clarity in respect of the line of authority between the different units that 

would be included in such an office. Further, the Secretary-General stated that it was unclear 

who would take the final decision on appeals, and that clarification was needed on how the 

specific change would improve the current system.348  

122.  Regarding the second recommendation of the JIU, the Secretary-General stated 

that the Secretary-General had already proposed that an ombudsman mechanism be established 

                                                   

343  Ibid. 
344  Ibid. 
345  Ibid. 
346  Ibid. 
347  A/55/57/Add.1. 
348  Ibid. 
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in his report on human resources management reform.349 The Secretary-General further stated 

that following an assessment of the precise responsibilities to be exercised by an ombudsman, 

the level, tenure and operational requirements of the proposed post would be determined by the 

Secretary-General. The Secretary-General would then request the General Assembly to establish 

and finance the post and service through the ACABQ.350  

123.  The Secretary-General also addressed the conclusion in the JIU report. The 

Secretary-General stated that the conclusion of the JIU regarding the lack of effective mediation 

by the Panel on Discrimination and other Grievances (the Panel) seemed to be in accordance 

with the most recent report351 on the activities of the Panel. The Secretary-General continued and 

stated that the replacement of the Panel by an ombudsman appeared to be an effective means of 

strengthening the informal mediation process. Since the Panel was created pursuant to a General 

Assembly resolution,352 the Secretary-General stated that he would include this issue in the 

human resources reform package.353  

124.  In ACABQ report A/55/514, the ACABQ considered the above mentioned report 

of the JIU.354 At the outset of the report, the ACABQ noted that it believed that the question of 

administration of justice should be considered in the context of the Secretary-General’s overall 

                                                   

349  A/55/253. 
350  A/55/57/Add.1. 
351  ST/IC/1999/79. 
352  G A resolution 31/26. 
353  A/55/57/Add.1. 
354  Ibid. 
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human resources management reform, and went on to discuss the two recommendations made in 

the JIU report.355 

125.  Regarding the first recommendation in the JIU report, the ACABQ stated that it 

agreed with the JIU on the need for the secretariat of the Administrative Tribunal to be 

independent.356 However, ACABQ noted that the Secretary-General indicated that the purpose of 

the recommendation (to increase the independence of administration of justice and enhance the 

image and credibility of the units involved) may not be achieved by the JIU’s 

recommendation.357 The ACABQ further stated that the Secretary-General questioned whether 

placing the secretariat of the Administrative Tribunal in the same office as the joint-staff 

management bodies (whose decisions are appealed to the Tribunal) would be desirable and 

appropriate.358 The Secretary-General argued that such a move needed to be further clarified in 

order to see how such changes would improve with existing system without compromising the 

independence of the Administrative Tribunal.359 Due to the importance attached to the 

independence of the secretariat of the Tribunal, the ACABQ stated that it was of the opinion that 

the Secretary-General should revisit the issue, while taking into account the views of the 

Administrative Tribunal.360 

                                                   

355  A/55/514. 
356  Ibid., para. 5.  
357  Ibid., para. 4.  
358  Ibid. 
359  Ibid., para. 4. 
360  Ibid., para. 5.  
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126.  Regarding the second recommendation in the JIU report, the ACABQ noted that 

the Secretary-General also proposed to establish an ombudsman mechanism in his report361 on 

human resources management.362 The ACABQ further noted the Secretary-General’s proposal 

that the ombudsman mechanism would replace the Panel on Discrimination and Other 

Grievances, as had been done in other funds and programs of the United Nations,363 as an 

effective means of strengthening the informal mediation process.364 

127.  In 2001, in General Assembly resolution 55/258, the General Assembly noted 

with concern that the then-current system for the administration of justice at the United Nations 

was slow and cumbersome, and welcomed the proposal of the Secretary-General to establish a 

function of ombudsman.365 

128.   In response to section XI of General Assembly resolution 55/258, the Secretary-

General submitted a February report,366 during the fifty-sixth session of the General Assembly 

that included a review of the establishment of an ombudsman function.367 In his report, the 

Secretary-General stated that the Staff Management Coordination Committee (SMCC) 

recommended that there should be a clear reporting line of the Ombudsman to the Secretary-

General in order to preserve the independence and ensure the effectiveness of the function.368 

                                                   

361  A/55/253.  
362  A/55/514, para. 7. 
363 See A/55/514, para. 7. Such as the United Nations Development Program and the United Nations 
Children’s Fund.  
364 Ibid. 
365 G A resolution 55/258, section XI, paras. 2,3. 
366 A/56/800. 
367 Ibid. 
368 Ibid. 
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Further, the Secretary-General identified the scope of the Ombudsman’s function and stated that 

because the Ombudsman was a new function, he believed that it was advisable to gain some 

experience and an appreciation of the volume of work involved in order to determine whether 

there is a need for additional support to the function, and if so, to develop a broader system in 

light of the gained experience.369 Further, the Secretary-General stated that “the establishment of 

the full-time function of the Ombudsman will strengthen the informal mediation process and, as 

a result, will replace the panels on discrimination and other grievances[.]”370 

129.  Pursuant to General Assembly resolution 56/253, the General Assembly decided 

to establish the position of Ombudsman at the level of Assistant Secretary-General in the Office 

of the Secretary-General, to be supported by a P-4 level legal officer, in lieu of “the D-2 and P-4 

posts originally proposed under section 27A, Office of the Under-Secretary-General for 

Management, and requests the Secretary-General to submit a report on the adequate level of the 

post in the future[.]”371  

                                                   

369 Ibid., section III, para. 28, states that, “[t]he Secretary-General has endorsed the SMCC 
recommendation that the terms of reference of the Ombudsman would be as set out in annex II to the 
present report. Moreover, the Ombudsman, while based at Headquarters, would service all duty stations, 
including field missions. As it is a new function, the Secretary-General considers it advisable to gain 
some experience and an appreciation of the volume of work involved in order to determine whether there 
is a need for additional support to the function, and if so, to develop a broader system in the light of the 
experience gained. Following the appointment of the first Ombudsman, all staff will be informed of the 
role and functions of the Ombudsman and of the ways in which they can bring matters of concern to his 
or her attention.” 
370 Ibid., para. 29. 
371 G A resolution 56/253, section I, para. 79. 
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130.  In 2002, the United Nations Chief Executives Board (CEB) commented on a JIU 

report372 that was prepared earlier in the year pursuant to General Assembly resolution 55/258.373 

In responding to this report, the CEB members stated that the Secretary-General had fulfilled his 

commitment to enhance mediation and conciliation at the United Nations, by the establishment 

of the Office of the Ombudsman on 25 October 2002, pursuant to General Assembly resolutions 

55/258 and 56/253.374 Further, the CEB members stated that the Ombudsman had been 

appointed, and a Secretary-General’s bulletin375 had been promulgated on the subject.376 The 

CEB members also stated that it would be the prerogative of the Ombudsman to determine the 

conditions under which his/her office should be complemented by a person or panel.377 Finally, 

the CEB members stated that they were of the view the report did not present “sufficient 

justification as to why a uniform, single, non-renewable term of five years should be adopted for 

the Ombudsman in all of the organizations of the United Nations system.”378 

131.  In 2003, the General Assembly, during its fifty-seventh session, welcomed the 

establishment of the post of Ombudsman to strengthen informal mechanisms for conflict 

resolution379  and requested the Secretary-General, in consultation with the Ombudsman and staff 

                                                   

372 JIU/REP/2002/5. 
373 G A resolution 55/258, section XI, para. 10. 
374         A/57/441/Add.1, para. 4. 
375 ST/SGB/2002/12. 
376         A/57/441/Add.1, para. 4. 
377  Ibid. states that “CEB members suggest that it would be the prerogative of the Ombudsman to 
determine whether and under what conditions his/her office should be complemented by a person or a 
panel responsible for informal conciliation, mediation and negotiation functions under his/her overall 
guidance and supervision.” 
378           Ibid., para. 5. 
379  G A resolution 57/307, para. 12. 
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representatives to submit detailed proposals on the role and work of the Panel on Discrimination 

and Other Grievances for consideration by the General Assembly at its fifty-eighth session.380 

In response to General Assembly resolution 57/307, the Secretary General submitted A/59/414 

on the work and role of the Panel on Discrimination and Other Grievances.381 In this report, the 

Secretary-General proposed the replacement of the Panels with the Ombudsman institution.382 

The Secretary General stated that “[i]t was considered that the elimination of the Panels and the 

establishment of a full-time, neutral and independent Ombudsman, with flexibility of method, 

who could engage in informal dispute resolution, with a clear reporting line to the Secretary-

General and access to all high-ranking officials, would streamline and strengthen the informal 

dispute resolution process.”383 In his conclusion, the Secretary-General indicated that “the Panels 

are not effective in their current form, though he recognizes that many staff members value their 

existence. If the Assembly decides to endorse option 2 above and decides to replace the Panels 

with the proposed joint grievance committees collocated with the Joint Appeals Board, it would 

be necessary that the members of the committees be provided with adequate resources in terms 

of training and administrative support. The implementation of option 2 would also require 

system-wide consultation with the staff.”384 The General Assembly did not take further action on 

this matter during the period of 2000 - 2005. 

                                                   

380  Ibid., para. 20. 
381  A/59/414. 
382  Ibid., para 7.  
383  Ibid. 
384  Ibid. 
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132.  Later, in 2005, the General Assembly stressed the importance of the Office of the 

Ombudsman as the primary means of informal dispute resolution,385 and requested that the 

Office of the Ombudsman continue and expand its outreach activities (in particular to local, 

national and General Service staff) in order to facilitate equal access and awareness-raising 

(bearing in mind the structure, activities and operational environment of the Organization).386 In 

the same resolution, the General Assembly requested the Secretary-General submit proposals for 

strengthening the Office of the Ombudsman through improved access for staff serving in 

different locations,387 invited the Office of the Ombudsman to reduce all possible delays in 

responding to the requests of staff in order to ensure that staff are encouraged to seek resolution 

of conflict in an informal way[,]”388 and requested the Secretary-General to submit additional 

information on the activities of the Ombudsman in the context of his annual report.389 

133.  Later in 2005, during the sixtieth session of the General Assembly, the Secretary-

General submitted his annual report A/60/376 pursuant to General Assembly resolution 59/283, 

which included information on the activities of the Ombudsman. This information included 

general statistical information on trends and comments on policies, procedures and practices that 

had come to the attention of the Ombudsman from 25 October 2002 to 31 August 2005.390 In this 

                                                   

385 G A resolution 59/283, para. 18. 
386 Ibid., para. 19. 
387 Ibid., para. 20. 
388 Ibid., para. 21.  
389 Ibid., para. 22 states that the General Assembly, “[r] equests the Secretary-General to submit, in 
the context of his annual report on the administration of justice in the Secretariat, information on the 
activities of the Ombudsman, including general statistical information and information on trends and 
comments on policies, procedures and practices that have come to the attention of the Ombudsman[.]”  
390  A/60/376.   
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first report of the Secretary-General to the General Assembly on the activities of the 

Ombudsman, the Secretary-General provided a brief history of the Office of the Ombudsman, as 

well as more specific information concerning general statistical trends and comments on policies, 

procedures and practices that had come to the attention of the Office of the Ombudsman.391 

134.  Specifically, the Secretary-General stated that, since its inception, the 

Ombudsman’s Office had been sought for assistance by nearly 1,400 staff members (roughly 4.8 

per cent of the total constituency of the Office’s estimated 29,000 staff members), and was 

consistent with recognized standards of an organizational ombudsman’s office.392 Further, the 

Secretary-General stated that after its first year of operation, the Office of the Ombudsman 

underwent a peer review by a team of external conflict resolution specialists.393 This review was 

to assess the services made available to staff members and to analyze the strengths and any 

shortcomings of the Office of the Ombudsman.394 The review had concluded, inter alia, that “the 

Office had been effectively launched and that staff members generally had their concerns 

resolved in a timely manner.”395 

                                                   

391 Ibid., paras. 2,3 state that, “the Office of the Ombudsman was established pursuant to General 
Assembly resolutions 55/258 of 14 June 2001 and 56/253 of 24 December 2001. The appointment on 26 
April 2002 of the first United Nations Ombudsman, after consultation with the staff, responded to the 
long-identified need to further supplement the existing system of conflict resolution within the Secretariat 
by providing the services of an impartial and independent person to address the employment-related 
problems of staff members, as a means of obviating recourse to the formal grievance process. 3. The 
Ombudsman assumed duties on 14 July 2002, and the Office was launched on 25 October 2002 as part of 
United Nations Staff Day activities.” 
392  A/60/376, para. 6. 
393  Ibid., para. 7. 
394  Ibid. 
395  Ibid. 
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135.  The Secretary-General continued, and stated that while it was difficult to assess 

the impact of the Office of the Ombudsman, one indicator may have been the 30 per cent 

reduction in the number of cases submitted to the Joint Appeals Board in New York in 2003, and 

a further 14 per cent reduction in 2004.396 Further, the Secretary-General stated that feedback 

from staff who utilized the services of the Office of the Ombudsman indicated that the 

overwhelming majority of staff members were satisfied with the process, and in 70 per cent of 

the closed cases the staff members were satisfied with the outcome.397  

 

2. United Nations Administrative Tribunal 

136.  In 2000, by a June note, the Secretary-General transmitted a report by the Joint 

Inspection Unit (JIU) on the administration of justice in the United Nations to the General 

Assembly.398 In this report, the JIU identified “[t]he main objective of the present report [to be 

to] review the United Nations administration of justice machinery from its legal foundation 

(Charter of the United Nations, staff regulations and rule[s], administrative instructions, 

procedures and so forth) to its functioning and impact, including the various bodies dealing with 

the administration of justice. The review is aimed to helping to clarify the current administration 

of justice system and providing concrete recommendations to adjust it to the new management 

requirements.”399 It was in this report that the JIU stated that Inspectors had found the 

                                                   

396  Ibid., para. 7. 
397  Ibid. 
398  JIU/REP/2000/1.  
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administration of justice system at the United Nations to be slow, costly, cumbersome, and (in 

several significant ways) far less effective than it should or could be.400 

137.  The JIU further made several recommendations as a part of its report. Among 

these recommendations was the recommendation that Article 9 of the Statute of the 

Administrative Tribunal should be amended to eliminate the then-existing restrictions on the 

United Nations Administrative Tribunal’s (the Tribunal) authority. The JIU recommended that 

the Tribunal should have full powers to “order the rescinding of the decision contested or the 

specific performance of the obligation invoked” when the Tribunal considered the application to 

be well-founded.401 Additionally, the JIU recommended that the Tribunal alone should decide the 

appropriate amount of compensation to be paid in a given case.402 

138.  When addressing the ever increasing workload of the Tribunal and the backlog of 

cases before the Tribunal, the JIU recommended that the addition of a post of Deputy Secretary 

should strengthen the Tribunal with a view to carrying out its functions efficiently and 

expeditiously.403  

139.  In JIU’s fifth recommendation, the Inspectors believed that further consideration 

should be given to reviving the advisory function of the International Court of Justice (ICJ) in the 

internal recourse procedure. Also, the JIU recommended that, “[i]n the meantime, closer working 

relationships should be encouraged between the UNAT and the other major Tribunal in the 

United Nations system, the International Labor Organization Administrative Tribunal (ILOAT) 
                                                   

400  Ibid. 
401  Ibid. 
402  Ibid.  
403 Ibid. 
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with a view to rationalizing their competence and jurisdiction and harmonizing their 

jurisprudence.”404 

140.  The Secretary-General issued his comments on the JIU report through 

A/55/57/Add.1.405 In his comments, the Secretary-General addressed the recommendation of the 

JIU concerning granting the Tribunal the authority to order specific performance or unlimited 

compensation.406  The Secretary-General commented that this authority would seriously restrict 

the Secretary-General’s authority as chief administrative officer of the Organization. The 

Secretary-General further commented that because the matter would require amendment of the 

statute of the Tribunal, it would require consideration by the General Assembly.407 

141.  During the fifty-fifth session of the General Assembly, the Advisory Committee 

on Administrative and Budgetary Questions (ACABQ) considered both the report of the JIU,408 

as well as the comments of the Secretary-General409 on said report.410 In its report, the ACABQ 

stated that it was of the view that the question of administration of justice should be considered 

in the context of the Secretary-General’s then-ongoing overall human resources management 

reform.411  

142.  In addressing the JIU recommendation concerning granting the Tribunal the 

authority to order specific performance, and the Secretary-General’s comments thereon, the 

                                                   

404 A/55/57, JIU/REP/2000/1. 
405 A/55/57/Add.1. 
406  Ibid. 
407  Ibid. 
408 A/55/57. 
409 A/55/57/Add.1. 
410 A/55/514. 
411 Ibid., para. 3. 
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ACABQ stated that it was of the opinion that the inability of the Tribunal to order specific 

performance was a serious limit on the staff’s right to redress.412 The ACABQ further stated that 

“[a]lthough this gap has existed since the inception of the Tribunal, the Committee believes that 

the time has come to consider closing it, especially when a number of other far-reaching reforms 

in the area of human resources management are being considered.”413 In connection with this 

statement, the ACABQ recalled its comments on the need for an efficiently functioning system 

for the administration of justice as a key element of reform in A/55/499.414    

143.  During its resumed fifty-fifth session in 2001, the General Assembly issued 

General Assembly resolution 55/258. In section XI of this resolution, the General Assembly 

decided to inscribe “Administration of justice” as an item on its provisional agenda for the fifty-

sixth session.415 Further, the General Assembly noted with concern that the system for the 

administration of justice at the United Nations was both slow and cumbersome.416  

144.  Additionally, the General Assembly took note of the observations of the ACABQ 

regarding the gap between the statutes of the Tribunal and the ILOAT with respect to 

compensation limits and specific performance.417 As such, the General Assembly requested that 

the Secretary-General take the measures necessary to close the gap, as appropriate, between the 

two statutes.418 The General Assembly also made two requests to the Secretary-General for 

                                                   

412 Ibid., paras. 8-10.  
413 Ibid., para. 10. 
414 Ibid. 
415 G A resolution 55/258, section XI, para. 1. 
416 Ibid., para. 2. 
417 Ibid., para. 7.  
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making more effective the system of accountability, and the means to recover losses suffered by 

the Organization from the wrongful actions or gross negligence of senior officials of the United 

Nations.419   

145.  In 2002, the Secretary-General submitted a report to the General Assembly 

outlining the status of the consideration of certain aspects of the administration of justice in the 

Secretariat, including measures for closing the aforementioned gap between the Tribunal’s and 

ILOAT’s statutes.420  

146.  On the question of aligning the statutes of UNAT and ILOAT, the Secretary-

General, noted that the issue of specific performance should not be viewed in isolation, and 

pointed to several other differences between the ILOAT statute and the statute of the Tribunal 

(notably the selection procedures421 and the mode of compensation for ILOAT judges and UNAT 

                                                   

419 Ibid., paras. 8, 9 state that the General Assembly, “8. [r]equests the Secretary-General to establish 
a clear linkage between the administration of justice and the system of accountability when the decisions 
of the Administrative Tribunal result in losses to the Organization due to management irregularities; 9. 
[r]equests the Secretary-General to take urgent measures in accordance with financial rule 114.1 and staff 
rule 112.3 to recover financial losses caused to the Organization by wrongful actions or gross negligence 
of senior officials of the United Nations, particularly as a result of the judgements of the Administrative 
Tribunal, and to report thereon to the General Assembly at its fifty-seventh regular session, taking into 
account section IV, paragraph 10, of General Assembly resolution 53/221[.]” 
420 A/56/800. 
421         Ibid., paras. 39, 40 states that, “[a]lthough no specific qualifications are stated for either ILOAT 
judges or UNAT members, except that all on each Tribunal must have different nationalities, in practice 
UNAT members include persons of a wide variety of backgrounds, many having had some years of 
service as representatives to the General Assembly (some in its Fifth Committee), while ILOAT is staffed 
by professional judges from the highest levels of national court systems. Under article III, paragraph 1, of 
its statute, ILOAT shall consist of three judges and four deputy judges, who shall all be of different 
nationalities. Article 3, paragraph 1, of the UNAT statute, as amended by the General Assembly in its 
resolution 55/159 of 12 December 2000, requires that UNAT members “possess the requisite 
qualifications and experience, including, as appropriate, legal qualifications and experience. 40. ILOAT 
judges are appointed by the International Labour Conference, after nomination by the Director-General of 
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members).422 The Secretary-General further stated he would reconsider his position against the 

changes if the statutes and procedures of the two bodies were fully harmonized.423 The Secretary-

General also suggested simply raising the limit on compensation that the Tribunal could award 

from two to three years of the net base salary of the concerned staff member.424 

147.  Subsequent to the report of the Secretary-General, the ACABQ considered the 

report of the Secretary-General, along with the report of the JIU, and met at various times with 

representatives of the Secretary-General, members of the Tribunal, and members of the United 

Nations Chief Executives Board (CEB).425 In its report, the ACABQ recalled its previous 

comment in report A/55/514 (discussed above) concerning the ACABQ’s support of closing the 

gap between that statute of the Tribunal and the statute of the ILOAT.426 Further, the ACABQ 

stated that whether or not the General Assembly endorsed the expansion of the Tribunal’s power 

                                                                                                                                                                    

ILO and following consultations with the ILO Staff Union and with the other organizations subject to the 
Tribunal; these nominations are submitted to the ILO Governing Body, which endorses them for 
submission to the ILO Conference, which approves them without discussion. By contrast, UNAT 
members are nominated by Governments, and their election in the Fifth Committee is confirmed by the 
General Assembly.” 
 422          Ibid., para. 41. 
423           Ibid. 
424           Ibid., para. 43.  
425           A/57/736, para. 1 states, “[t]he Advisory Committee on Administrative and Budgetary Questions 
has considered the report of the Secretary-General on the administration of justice in the Secretariat 
(A/56/800). The Committee also had before it the report of the Joint Inspection Unit on reform of the 
administration of justice in the United Nations system: options for higher recourse instances 
(JIU/REP/2002/5), which was transmitted by the Secretary-General in document A/57/441, as well as the 
comments thereon of the Secretary-General and of the United Nations System Chief Executives Board for 
Coordination (A/57/411/Add.1) and of the United Nations Administrative Tribunal (A/C.5/57/25). During 
its consideration of the item, the Committee met at various times with representatives of the Secretary-
General and members of the Administrative Tribunal and the Chief Executives Board.” 
426 Ibid., para. 10.  
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to grant specific performance, the ACABQ recommended that the Tribunal “be strengthened 

through an amendment to its statute requiring that candidates for the Tribunal possess judicial 

experience in the field of administrative law or its equivalent in the candidate’s national 

jurisdiction. This change would obviate the need for the third tier, which had been recommended 

by the Joint Inspection Unit.”427 

148.  Later in 2002, the Secretary-General transmitted a report of the JIU entitled 

“Reform of the administration of justice in the United Nations system: options for higher 

recourse instances”.428 The primary purpose of this report was to consider (in the context of the 

reform of the administration of justice in the United Nations system) the “possibility of 

establishing a higher instance [Tribunal] in respect of the binding decisions of the two main 

international administrative jurisdictions” (the Tribunal and ILOAT.)429 The JIU, in evaluating 

the information available, concluded that this issue demanded further consideration from a 

global, system-wide perspective (especially as it concerned higher instances of recourse against 

decisions of the lower and quasi-judicial bodies.)430  

149.   Additionally, the JIU Inspectors made no recommendation regarding the United 

Nations alone but decided to consider (in consultation with all the organizations) whether a 

higher instance tribunal with competence in a limited number of clearly-defined cases should be 

                                                   

427          Ibid., paras. 13, 14 further state that, “If the statute of the United Nations Administrative Tribunal 
is amended in the manner indicated above, the Advisory Committee recommends that the appointment 
continue to be done directly by the General Assembly in plenary.” 
428            JIU/REP/2002/5. 
429            Ibid. 
430            Ibid. 
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established for the whole of the United Nations system.431 One of the major issues identified by 

the JIU concerned proper legal advice and representation for those staff members at a 

disadvantage compared with management in this respect.432 The JIU stated that, at this point, the 

Inspectors had avoided examining substantive law in their review of the administration of justice 

and had instead concentrated on all aspects of procedure.433 However, during the course of their 

review, the Inspectors “have identified large substantive and procedural lacunae in law which 

may allow organizations to evade the worst consequences of improper decisions by their 

officials.”434 

150.   In its conclusion of the report, the JIU recalled their previous report,435 in which 

the Inspectors proposed that a separate office for the settlement of disputes and the 

administration of justice be established. The proposed office would be comprised of the 

secretariat of the Tribunal, the Office of the Ombudsman, and the secretariats of the Joint 

Appeals Board and the Joint Disciplinary Committee.436 Furthermore, the Inspectors observed 

“that while the Registry of the International Labour Organization Administrative Tribunal 

(ILOAT) is independent from the organization’s legal and administrative services, UNAT’s 

secretariat is under the aegis of the Office of Legal Affairs.”437 

                                                   

431            Ibid. 
432           Ibid. 
433           Ibid. 
434           Ibid. 
435   A/55/57. 
436           JIU/REP/2002/5. 
437           Ibid. 
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151.      The JIU also made a series of recommendations in addition to their above 

conclusions. The most notable recommendations were as follows: (1) the JIU recommended that 

ILOAT and the Tribunal should be enabled to mediate between parties (and that this power 

should be directly attributed to the tribunals so that they may resort to conciliation to resolve 

disputes whenever they deem necessary);438 (2) the JIU recommended that the statutory 

provisions and work procedures of ILOAT and the Tribunal should be harmonized with regard to 

the procedures for selecting members, competencies, jurisdiction, and case laws; the desirability 

of eventually merging ILOAT and the Tribunal should be considered, and the two tribunals 

should develop a detailed timetable for such a merger in consultation with their participating 

organizations;439 (3) the JIU recommended that, “[t]he General Assembly may wish to request 

the Sixth Committee to study the desirability of establishing an ad hoc panel that would be 

responsible for reviewing the judgments of the existing two tribunals or a future single tribunal 

[…];440 and (4) the JIU recommended that the executive heads of the organizations should ensure 

                                                   

438           Ibid., recommendation 2(b) states, “(b) [f]ollowing the example of certain judicial instances in 
the Member States, ILOAT and UNAT should be enabled to mediate between parties. This power should 
be expressly attributed to the tribunals so that, whenever deemed appropriate, they may resort to 
conciliation to resolve disputes, particularly those where no major legal issues are involved.” 
439 Ibid., recommendation 3 states, “[i]n considering the desirability of eventually merging ILOAT 
and UNAT, the competent legislative organs of the United Nations and the ILO may wish to require the 
harmonization of the statutes and working procedures of the two tribunals in question, with special 
emphasis on the procedures for selecting their members, their competencies and jurisdictions as well as 
case laws; a detailed timetable for such a merger should be developed by the two tribunals in consultation 
with their participating organizations as appropriate.” 
440 Ibid, recommendation 5 further states, “the panel in question could include the following features: 
(a) It should be composed of a Chairperson designated by the President of the International Court of 
Justice and two members designated one each by the Presidents of ILOAT and UNAT/legislative bodies 
of the International Labour Organization and the United Nations. The persons proposed to serve on this ad 
hoc panel should be eminent jurists, internationally recognized. Their term of office shall not exceed that 
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collaboration with staff associations in developing “comprehensive legal insurance schemes 

covering legal advice and representation for staff in these procedures, on the understanding that 

the organizations shall contribute towards these schemes only until such time as they are self-

financing.”441 

152.  In addition to the above report by the JIU, the Secretary-General also transmitted 

for the consideration of the General Assembly his comments and those of the CEB (the executive 

heads) on the JIU report.442 In response to the recommendation of the JIU concerning granting 

the Tribunal the power to mediate between parties, the executive heads stated that adding a 

mediation function to the Tribunals authority was not necessary, as once a case reached the 

Tribunal the most effective way of dealing with the dispute was through a ruling of the 

Tribunal.443 Additionally, the executive heads stated that such an expansion of the Tribunal’s 

power would raise a number of issues, including the need to amend the Tribunal’s statute.444 

                                                                                                                                                                    

of the members of the tribunals. A screening procedure should be established to avoid that this panel 
becomes inundated with unfounded appeals. (b) Applications for review of the judgments of the tribunals 
may be founded on the following criteria: first, that the tribunal has exceeded its jurisdiction or 
competence; second, that the tribunal has failed to exercise jurisdiction vested in it; third, that the tribunal 
has erred on a question of law relating to the provisions of the United Nations Charter; fourth, that the 
tribunal has committed a fundamental error in procedure which occasioned a failure of justice; and fifth, 
that the tribunal has deviated substantially from its jurisprudence. (c) The determinations and conclusions 
of the ad hoc panel shall be binding on the executive heads of the organizations and on the tribunals. The 
ad hoc panel shall not reopen the procedure but only review, as appropriate, a judgment, so that the 
tribunal that has issued it shall confirm or revise it in the light of the ad hoc panel’s determinations and 
conclusions.” 
441 Ibid.  
442        A/57/441/Add.1. 
443        Ibid., para. 6. 
444        Ibid. 
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153.  Further, CEB members pointed out that there already existed at that time adequate 

opportunities and mechanisms to address staff appeals or potential appeals without the Tribunal’s 

involvement.445 This includes the Administrative Law Unit’s attempts to resolve the issue after it 

reviews the facts, the ability of the two parties to attempt to resolve the issue before the case 

reached the Tribunal, or the assistance of the Office of the Ombudsman available to the staff and 

the administration in resolving their disputes without resorting to formal means of resolution.446 

Finally, regarding the recommendation of harmonizing the statutes, rules and practices of ILOAT 

and the Tribunal, the executive heads recalled a 1989 resolution by the General Assembly447 

deciding to retain the existing statute of the Tribunal.448  

154.  In 2003, at the fifty-seventh session of the General Assembly, the Assembly 

expressed its regret that the “present system of administration of justice in the Secretariat 

continues to be slow, cumbersome and costly[.]”449 The General Assembly further requested that 

the Secretary-General take steps to ensure the Tribunal’s independence and the separation of its 

secretariat from the Office of Legal Affairs, and to study the possibility of its financial 

independence.450 Pursuant to this resolution, the Secretary-General was to report on the 

aforementioned issues during the fifty-eight session of the General Assembly.451 This request was 

                                                   

445            A/57/441/Add.1, para. 7. 
446            Ibid., para. 7. 
447 G A resolution 44/413.  
448            A/57/441/Add.1, para. 9. 
449 G A resolution 57/307, para. 3. 
450 Ibid., para. 5. 
451 Ibid., para. 5. 
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reaffirmed in General Assembly resolution 58/270, and the General Assembly requested the 

report be submitted during the Assembly’s fifty-ninth session.452   

155.  The General Assembly also requested that the JIU submit a report that continued 

to study the possibility of harmonizing the statutes of the Tribunal and the ILOAT, bearing in 

mind the content of the report of the Secretary-General, for consideration by the General 

Assembly at its fifty-ninth session.453  

 156.  Further, the General Assembly reiterated its two requests to the Secretary-General 

in General Assembly resolution 55/258 (discussed above) regarding the system of accountability 

and the system for recovery of losses resulting from the wrongful actions or gross negligence of 

senior officials of the United Nations.454 Finally, the General Assembly also decided to amend 

two staff rules: staff rule 110.4(a) and 111.2(i). 

157.  The General Assembly amended staff rule 110.4 to read: “[n]o disciplinary 

proceedings may be instituted against a staff member unless he or she has been notified, in 

writing, of the allegations against him or her and of the right to seek the assistance of counsel in 

his or her defense at his or her own expense, and has been given a reasonable opportunity to 

respond to those allegations […], and to make similar amendments to staff rules 210.1 (b) and 

                                                   

452 GA resolution 58/270. 
453 GA resolution 57/307, para. 15. 
454 Ibid., paras. 24, 25 states the General Assembly “[r]eiterates its request to the Secretary-General 
to establish a clear linkage between the administration of justice and responsibility and accountability in 
the United Nations Secretariat when decisions of the Administrative Tribunal result in losses to the 
Organization due to management irregularities; 25. Also reiterates its request to the Secretary-General to 
develop, as a matter of priority, an effective system of personal responsibility and accountability to 
recover financial losses to the Organization caused by management irregularities, wrongful actions or 
gross negligence of officials of the United Nations Secretariat that result in judgements of the 
Administrative Tribunal, and to report thereon to the General Assembly at its fifty eighth session[.]”  
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310.1 (d);” 455 and amended staff rule 111.2 (i) to read: “[a] staff member may arrange to have his 

or her appeal presented to the panel on his or her behalf by counsel, at his or her own 

expense[.]”456  

158.  Pursuant to General Assembly resolution 57/307, the Tribunal submitted its report 

on its activities during the fifty-eighth session of the General Assembly in 2004. In this report, 

the Tribunal concluded that it supported the strengthening of the existing system of the 

administration of justice and saw no great merit in radically modifying the system or in creating 

a new system.457 As such, the Tribunal supported the proposals made by the JIU and the ACABQ 

on this topic.458  

159.  The Tribunal also stressed the importance of presenting an annual report to the 

General Assembly, in order to keep the Assembly informed of emerging jurisprudence, some of 

the main conflicts that erupt between the Administration and staff members, and allow the 

Tribunal to draw attention to certain administrative practices that need correction.459 The 

Tribunal also drew attention to a recent judgment460 which had resulted in the Administration 

                                                   

455  GA resolution 57/307, para. 28 
456 Ibid., para. 29. 
457        A/58/680, para. 32. 
458        Ibid. 
459 Ibid., para. 33 provides the following example: “[f]or example, the Tribunal has on several 
occasions suggested that the Secretary-General consider invoking staff rule 112.3, thereby deciding that 
the officials who violate staff regulations and administrative instructions should be held personally 
accountable for the monetary damages occasioned by such violations. The Tribunal has held, in its 
Judgements No. 358, Sherif (1995), and No. 887, Ludvigsen (1998), that invoking staff rule 112.3 would 
deter staff from deliberately flouting the rules and prevent the Organization from having to pay for the 
intentional violation of the rules by its officials.” 
460 UNAT Judgement No. 1122 (24 July 2003), Lopes Braga v. Secretary-General of the United 
Nations. 
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deciding to reverse its existing guidelines for the application of the staff selection system as an 

example of the Tribunal’s contribution to the administration of justice in the United Nations.461  

160.  During the fifty-ninth session of the General Assembly, the Secretary-General 

submitted his report on the possibility of financial independence of the Tribunal, as requested in 

resolutions 57/307 and 58/270.462 In his report, the Secretary-General recommended that, even 

though the Tribunal was financially independent from the Office of Legal Affairs463 (though the 

Executive Office of Legal Affairs provided necessary administrative and logistical services to the 

Tribunal), in order to avoid any appearance of undue influence by the Respondent, the Tribunal 

and its secretariat should be included under “Section 1, Overall policymaking, direction and 

coordination, of the program budget” (instead of under Section 8 as it then was).464 

161.  The Secretary-General stated that this would address the request of the General 

Assembly set forth in resolution 58/270, as well as bring the Tribunal and its secretariat in line 

with comparable subsidiary organs of the United Nations.465 As such, the Secretary-General 

concluded that the General Assembly should accept his recommendations and transfer the 

Tribunal from Section 8 of the budget to Section 1.466 

                                                   

461        A/58/680, para. 34. 
462 A/59/78. 
463  Ibid., para. 6 states that, regarding the Tribunal, “separate budgetary provisions are made for its 
operation. These are reflected under the heading “policymaking organs” of Section 8, Office of Legal 
Affairs, of the program budget.” 
464 Ibid., para. 7. 
465 Ibid., para. 8.  
466          Ibid. states that the Secretary-General “[...] recommended that the General Assembly take note of 
the report and approve the proposal of the Secretary-General to transfer the resources of UNAT from 
Section 8, Office of Legal Affairs, to Section 1, Overall policymaking, direction and coordination, 
effective with the beginning of the new biennium 2006-2007.” 
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162.  In 2004, the Secretary-General transmitted to the General Assembly the report of 

the JIU concerning the harmonization of the Tribunal and ILOAT statutes as requested in 

resolution 57/307.467 In this report, the JIU identified the three main gaps between the two 

statutes: “1. [the] selection and appointment of members of the Tribunals; 2. [the] [a]uthority of 

the Tribunals to order specific performance by the executive heads; and 3. [the] [l]imitations on 

the amount of compensation that may be awarded by the Tribunals.”468  

163.  The JIU then made four recommendations to guide the General Assembly in 

closing the gap. They were as follows: 

“Recommendation 1: The General Assembly should continue to keep under 
review the issue of selection and appointment of members of UNAT with a view 
to bringing these practices into conformity with the statute and practices of 
ILOAT.  
Recommendations 2: The General Assembly should amend article 10 of the 
UNAT statute to bring it into conformity with the ILOAT statute and settle the 
issues of specific performance and compensation limitations. 
Recommendation 3: The General Assembly should continue to treat, as a matter 
of priority, the improvement of other elements of the process of internal justice 
that precede the Tribunal stage of a dispute. Those processes are slow and 
cumbersome; expediting and improving those measures may lead to fewer cases 
being brought to the Tribunal and result in less costly decisions and procedures. 
Recommendation 4: The Secretary-General, in his capacity as chairman of the 
United Nations System Chief Executives Board for Coordination (CEB), should 
invite the Board to develop a mechanism to enhance cooperation and facilitate 
professional exchange and regular dialogue between UNAT, ILOAT and other 
international administrative tribunals, particularly with respect to the uniform and 
consistent application of case law which is the primary determinant of fair and 
equal systems of justice.”469 

 

                                                   

467 A/59/280. 
468 Ibid., section B. 
469  JIU/REP/2004/3, section C. 
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164.  These recommendations were welcomed by the Secretary-General, and he invited 

the General Assembly to take into consideration the views he had previously expressed in 

A/56/800 (discussed above), which remained valid with regard to the latest JIU report.470 

165.  In 2005, through General Assembly resolution 59/283, the Assembly expressed its 

regret that the steps necessary to separate the secretariat of the Tribunal from the Office of Legal 

Affairs were not undertaken as requested in resolution 57/307.471 In light of this, the General 

Assembly also endorsed the proposal of the Secretary-General to transfer the resources of the 

Tribunal from section 8 to section 1 of the proposed program budget, effective from the start of 

the 2006-2007 biennium.472 The General Assembly went further and reaffirmed paragraph 5 of 

resolution 57/307 and requested that the Secretary-General “guarantee the immediate 

independence of the Tribunal, including through ensuring the provision of administrative and 

logistical services that are exclusive to the secretariat of the Tribunal[.]”473  

166.  Additionally, the General Assembly decided to amend article 3, paragraph 1 of the 

statute of the Tribunal (to be effective 1 January 2006) as follows: “[t]he Tribunal shall be 

composed of seven members, no two of whom may be nationals of the same State. Members 

shall possess judicial experience in the field of administrative law or its equivalent within their 

national jurisdiction. Only three members shall sit in any particular case[,]” and stated that this 

would apply to the selection of new Tribunal members in 2006.474 Further, the General Assembly 

                                                   

470  A/59/280/Add.1. 
471  G A resolution 59/283, para. 35. 
472  Ibid., para. 36. 
473  Ibid., para. 37. 
474  Ibid., paras. 40,41. 
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stressed the importance of the eventual harmonization of the statutes of the Tribunal and 

ILOAT.475 No further action towards harmonization was taken during the period of 2000 - 2005.  

 

 

 

3. Administrative Law Unit 

167.  During the period under review, in General Assembly resolution 59/283,476 the 

General Assembly noted that the Administrative Law Unit had the multiple functions of 

administrative review, appeals, disciplinary matters and advisory services,477 and requested that 

the Secretary-General submit proposals to the General Assembly (prior to the close of the fifty-

ninth session) for separating the functions of the Administrative Law Unit through the 

redeployment of resources, in order to avoid conflicts of interest, while taking into account the 

following needs: “[1] [t]o ensure the necessary means to collect evidence; [2] [t]o advise both the 

appellant and the respondent; [3] [t]o ensure the uniform application of administrative decisions; 

[4] [t]o ensure appropriate consultation with the Office of Human Resources Management of the 

Department of Management and legal experts; [and] [5] [t]o relay all necessary information to 

the Office of Human Resources [Management.]”478 

                                                   

475  Ibid., para. 45. 
476  Ibid. 
477  Ibid., para. 29. 
478  Ibid., para. 30. 



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

93 

Copyright © United Nations 

 

168.  Additionally, the General Assembly stressed that increasing managerial 

accountability would contribute to the elimination of the appeals cases backlog, and 

subsequently adopted two means to facilitate early consideration of cases.479 First, the General 

Assembly decided that staff members who wished to appeal an administrative decision should 

send a copy of their request to the executive head of their department.480 Second, the General 

Assembly decided that the Administrative Law Unit should clarify with managers the 

requirements for the respondent’s reply, contributions expected from the managers, and any time 

limits.481 

169.  The Secretary-General subsequently submitted his report pursuant to General 

Assembly resolution 59/283 later in the Assembly’s fifty-ninth session. At the outset of the 

report, the Secretary-General stated that the request of the General Assembly for proposals to 

separate the functions of the Administrative Law Unit appeared to be based on the view that 

there was a conflict of interest, because the Administrative Law Unit handled the request for 

administrative review, prepared the respondent’s reply, and represented the respondent in the 

same case.482 The Secretary-General did not believe that a conflict of interest existed when the 

same unit handling requests for administrative review, also prepared the respondent’s reply and 

represented the respondent in the same case.483 

                                                   

479  Ibid., para. 31. 
480  Ibid., para. 31(a). 
481  Ibid., para. 31(b). 
482  A/59/883, section III para. 3.  
483  Ibid., para. 3. 
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170.  The Secretary-General stated that the Administrative Law Unit essentially acts on 

behalf of the Administration at all times and at all stages in the appeals process.484 Further, the 

Secretary-General stated that this role was made clear to all parties from the initiation of the 

appeals process, and that it was in that capacity that the Administrative Law Unit was tasked to 

explore the possibility of avoiding unnecessary litigation by working with its counterparts in the 

Office of Human Resources Management (OHRM), or with the executive and administrative 

offices concerned where appropriate.485 The Secretary-General then stated that this process was 

not mediation or arbitration where the mediator or arbitrator would act as a neutral third party, 

and that it was, at that time, standard practice for staff of the Administrative Law Unit who 

discussed a situation with appellant or potential appellant and/or his or her counsel to remind 

their interlocutors that they were officials of the Administration.486  

                                                   

484  Ibid., para. 4 states that, “[t]he Administrative Law Unit, while functionally assigned the 
execution of responsibilities related to appeal matters, is an integral part of the Office of Human 
Resources Management (OHRM) and, within that Office, of the Division for Organizational 
Development. It acts on behalf of the Administration at all times and at all stages in the appeal process. 
This role is made clear to all parties from the initiation of the appeals process. It is in that capacity that at 
the review stage, or even beforehand when difficult situations occur that might give rise to litigation if not 
properly addressed, the Unit explores the possibility of avoiding unnecessary litigation by working with 
its counterparts in OHRM, or with the executive and administrative offices concerned, with regard to 
decisions for which authority has been delegated. It is standard practice for staff of the Unit who are 
called upon to discuss a situation with an appellant or potential appellant and/or his or her counsel to 
remind their interlocutors that they represent the Administration. This is not mediation or arbitration 
where the mediator or arbitrator would act as a neutral third party. Informal resolution efforts are 
sometimes initiated by the Unit and sometimes by the staff member or the member’s counsel, as is done 
in national judicial systems when opposing parties wish to explore the possibility of resolving a case 
outside the formal litigation process. If no mutually acceptable solution can be found, the staff member’s 
right to proceed to formal litigation is unimpeded.” 
485   Ibid., para. 4. 
486   Ibid. 
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171.  Concerning the five specific concerns of the General Assembly stated above, the 

Secretary-General commented on each of them. With respect to ensuring the necessary means to 

collect evidence, the Secretary-General stated that the combination of responsibilities that the 

Administrative Law Unit fulfilled resulted in a significant economy of resources at the stage of 

establishing the facts and legal issues that were involved in any particular case.487 Recognizing 

that this stage was an absolute necessity (without which there could have been no meaningful 

advice to managers, no reasonable review of the administrative decision, and no complete reply 

from the respondent),  the Secretary-General pointed out that it appeared as though that the 

distribution of functions of the Administrative Law Unit met the need to ensure the necessary 

means to collect evidence better than if the facts had to be established by two separate offices (as 

would be the case if the review functions were to be separated from the other functions of the 

Administrative Law Unit.)488 

172.  With respect to advising both the appellant and the respondent, the Secretary-

General explained that the Administrative Law Unit represented the respondent at all stages of 

the process, while the Panel of Counsel represented the appellants (the rules also allowed staff 

                                                   

487   Ibid., para. 5(a) states that “[t]o ensure the necessary means to collect evidence: the combination 
of responsibilities currently discharged by the Administrative Law Unit in matters related to the appeals 
process results in a significant economy of resources at the stage of establishing the facts and legal issues 
involved in a particular case. This stage is an absolute necessity, without which there can be no 
meaningful advice to managers, no reasonable review of the administrative decision and no complete 
reply from the respondent. From that perspective, it would appear that the present distribution of 
functions meets the need to ensure the necessary means to collect evidence better than if the facts have to 
be established in two separate offices, as would be the case if the review functions were to be separated 
from the others[.]” 
488 Ibid., para. 5(a). 
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members to be represented by counsel of their choice), and there was therefore no conflict of 

interest on the part of the Administrative Law Unit under the then distribution of functions.489  

173.  With respect to ensuring the uniform application of administrative decisions, to 

ensuring consultation with the OHRM and legal experts, and to relaying all necessary 

information to OHRM, the Secretary-General stated that because the Administrative Law Unit 

was an integral part of the OHRM, the Administrative Law Unit had direct and immediate access 

to all relevant officials, and had a variety of efficient internal means to consult, provide, and 

receive information within OHRM.490 As such, should the review functions be given to another 

office, that would result in a whole new system of communications having to be put in place that 

could not match the efficiency of the then existing system.491 Further, the Secretary-General 

stated that the ability of the Administrative Law Unit to consult easily within OHRM helped to 

ensure the uniform application of administrative decisions.492 

                                                   

489 Ibid., para. 5(b), states that “[t]o advise both the appellant and the respondent: as stated above, 
the Administrative Law Unit represents the respondent at all stages of the appeals process. The Panel of 
Counsel represents appellants during the process. The rules also allow staff members to be represented by 
counsel of their choice. There is therefore no conflict of interest on the part of the Unit under the current 
distribution of functions[.]” 
490 Ibid., para. 5(c),(d),(e), states that “[t]o ensure the uniform application of administrative 
decisions, to ensure consultation with OHRM and legal experts and to relay all necessary information to 
OHRM: As an integral part of OHRM, the Administrative Law Unit has immediate and direct access to all 
relevant officials and has a variety of internal and efficient means to consult and to provide or receive 
information within that Office. Should the review functions be given to another office, a whole new 
system of communications would have to be put into place. In addition, since OHRM remains the central 
authority within the Secretariat for the interpretation and enforcement of the Staff Regulations and Rules, 
the ability of the Unit to consult easily within the Office helps to ensure the uniform application of 
administrative decisions.” 
491 Ibid. 
492 Ibid. 
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174.  Further, the Secretary-General asserted that beyond the substantive questions of 

whether the separation of functions then fulfilled by the Administrative Law Unit was necessary 

or desirable, the Secretary-General did not consider such a separation to be possible through a 

redeployment of resources as requested by the General Assembly due to the structure of the 

Administrative Law Unit that was then in place.493 

175.  However, in the event that the General Assembly were to decide that the review 

functions should not continue to be fulfilled by the Administrative Law Unit, the Secretary-

General asserted that the two primary options for the entity to conduct the review would be the 

Office of Legal Affairs or the Executive Office of the Secretary-General.494 However, the 

Secretary-General noted the similarity in the functions performed by the Administrative Law 

Unit before the Joint Appeals Board and the functions performed by the Office of Legal affairs 

                                                   

493 Ibid., section IV, paras. 6 and 7 explained that “[c]urrently, the Unit has two Professional posts in 
the regular budget, one at the P-5 level for the Chief of Unit and another at the P-3 level. In order to deal 
with the number of requests for review/appeals and disciplinary cases emanating from peacekeeping 
missions, two P-4 posts are provided through the support account. The Chief of Unit supervises all of the 
work done in the Unit and performs other managerial functions as required, in addition to dealing with 
appeals and disciplinary cases. Given the limited number of budgeted posts and the workload, general 
temporary assistance has also been provided to the Unit. An additional P-3 post has been proposed in the 
context of the proposed [program] budget for the biennium 2006-2007 in order to release general 
temporary assistance to focus on the backlog of appeals and to ensure that all cases remain current. [7] 
Currently there is no one person dedicated to the review function in the Administrative Law Unit; all 
Professional staff are expected to handle a number of cases at the same time and to prepare formal 
administrative reviews of decisions and responses to appeals as well as handling disciplinary cases and 
appearing before the Joint Appeals Board and the Joint Disciplinary Committee whenever hearings are 
scheduled. It would not be possible, therefore, to redeploy resources from that Unit without introducing 
new and substantial delays in appeals as well as in disciplinary cases and in the provision of advisory 
services. In addition, separation of the review function from the Unit to another office would result in a 
duplication of work as the facts of each case would have to be established and the legal issues understood 
and addressed at the review stage and then again at the litigation stage. There would not, therefore, be any 
decrease in the level of work that would have to be performed by the Unit. This duplication of work 
would require additional resources.” 
494 Ibid., para. 8. 
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before the Administrative Tribunal, and for that reason stated that the placement of the review 

functions in the Office of Legal Affairs was unlikely to address the General Assembly’s concerns 

of a conflict of interest.495 Further, the Secretary-General stated that the conflict of interest issue 

would also be present if the review functions were placed in the Executive Office of the 

Secretary-General, because of the fact that the Secretary-General was the final authority on all 

administrative decisions.496 

176.  In his report, the Secretary-General concluded that it would not be in the interests 

of the Organization to separate the functions of the Administrative Law Unit. Further, the 

Secretary-General concluded that any issues raised by the General Assembly in General 

Assembly resolution 59/283 would be addressed by the systematic review of the redesign panel 

(that was established in the same resolution) that was seeking to ensure that the Organization had 

the most effective administration of justice system.497 

177.  During its sixtieth session in 2005, the Advisory Committee on Administrative 

and Budgetary Questions (ACABQ) addressed this same matter. In ACABQ’s second report it 

recognized the value of waiting for the redesign panel to submit its full report as put forward in 

General Assembly resolution 59/283.498 Consequently, ACABQ stated that any of the 

                                                   

495 Ibid. 
496 Ibid. 
497 Ibid., section V, para. 9 states, “[i]n view of the substantive and resource considerations outlined 
above, it is the view of the Secretary-General that it would not be in the interests of the Organization to 
separate the functions of the Administrative Law Unit. The Secretary-General believes that the issues 
raised will also be reviewed in a systematic way by the redesign panel, with a view to preparing a 
comprehensive solution to ensure that the Organization has the most effective administration of justice 
system.” 
498  A/60/7/Add.1, paras. 3,18. 
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suggestions made by the Secretary-General in the above report would have to be re-examined 

after the report of the redesign panel.499 As further explained below, the redesign panel began its 

work on February 1, 2006 and subsequently submitted its report during the sixtieth session of the 

General Assembly.500  

 

4. Review of the Internal Justice System 

178.  During the fifty-ninth session of the General Assembly in 2005, and pursuant to 

General Assembly resolution 59/283, the General Assembly requested the Secretary-General to 

form a “panel of external and independent experts to consider redesigning the system of 

administration of justice” (the Redesign Panel).501 This panel was formed in order to propose a 

new system model for the resolution of staff grievances in the United Nations that is: (1) 

independent; (2) transparent; (3) effective; (4) efficient; (5) adequately resourced; and that (6) 

ensures managerial accountability.502  

179.  Specifically, the Redesign Panel was tasked to consider alternative systems for 

resolving staff grievances,503 consider the value of utilizing alternative forms of dispute 

resolution by which cases could be solved by mutual consent (such as mediation, conciliation, 

                                                   

499  Ibid., para. 3. 
500  A/61/205. 
501 G A resolution 59/283, section IV, para. 47. 
502 Ibid., para. 49(a). 
503 Ibid., para. 49(c)(i), stated that the General Assembly requested the redesign panel to “[c]onsider 
alternative systems for resolving staff grievances by considering other models of organizational dispute 
resolution, while acknowledging the uniqueness of the United Nations system, in particular the immunity 
of United Nations staff from national laws and thus the lack of recourse to national courts[.]” 
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arbitration, and/or an ombudsman),504 identify proactive measures that could be implemented to 

minimize the number of disputes (such as education or training),505 examine the functioning of 

the Office of the Ombudsman,506 examine and develop criteria to be used in categorizing 

cases,507 review the functioning of the United Nations Administrative Tribunal and consider the 

further harmonization of its statute with that of the International Labor Organization 

Administrative Tribunal,508 examine the possibility of an integrated two-layer (first and second 

instance) integrated judicial system while taking existing structures into account,509 and examine 

the legal representation of the Secretary-General in the system of administration of justice.510 

180.  This panel was to be composed of the following: a pre-eminent judge or former 

judge with administrative law experience; an expert in alternative dispute resolution methods; a 

leading legal academic in international law, a person with administrative and senior management 

experience in an international organization; and someone with field experience in the United 

                                                   

504 Ibid., para. 49(c)(ii) stated the General Assembly requested that the redesign panel, “[i]n 
proposing a model, consider the value of creating an effective system for handling staff complaints that 
involves alternative forms of dispute resolution by which cases can be settled by mutual consent, such as 
mediation, conciliation, arbitration and/or an ombudsman[.]” 
505 Ibid., para. 49(c)(iv). 
506 Ibid., para. 49(c)(v). 
507 Ibid., para. 49(c)(vi).  
508 Ibid., para. 49(c)(vii) the General Assembly requested the redesign panel “[r]eview the 
functioning of the United Nations Administrative Tribunal and examine the further harmonization of its 
statute and that of the International Labour Organization Administrative Tribunal with a view to further 
professionalizing the United Nations Administrative Tribunal[.]” 
509 Ibid., para. 49(c)(viii). 
510 Ibid., section IV, para. 49(c)(ix). 
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Nations.511 The panel was set to start no later than February 1 of 2006, and to submit its 

recommendations as a matter of priority by July 31 2006.512 

181.  The redesign panel began its work in February 2006, and submitted its report513 

during the sixtieth session of the General Assembly. For more detailed information on the report, 

please see Section III of this Repertory of Practice. 

 

III. ANALYTICAL SUMMARY OF PRACTICE (2006-2010) 

A.  Staff Selection System 

182.  In 2006, the Secretary-General issued report A/60/692 and Corr.1 entitled 

“Investing in the United Nations: for a stronger Organization worldwide.” In this report, the 

Secretary-General put forth a vision for comprehensive management reform, with specific 

proposals regarding human resources management.514 One of the proposals put forward in this 

report specifically concerned the staff selection system of the United Nations. The Secretary-

General proposed to develop 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 

                                                   

511 Ibid., section IV, para. 48. 
512 Ibid., section IV, para. 50. 
513 A/61/205. 
514  A/61/228. 
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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 gender and geography targets. 
• Aiming to reduce average recruitment times by one half.”515 
 

182.  Subsequent to this Secretary-General’s report, the General Assembly 

adopted resolution 60/260 in May 2006. In this resolution, the General Assembly 

requested the Secretary-General to submit a report at its sixty-first session providing the 

General Assembly with further details regarding the above proposal of the Secretary-

General.516 

183.  Three months later, the Secretary-General issued report A/61/228, in 

which he expressed that it was his goal to develop a more versatile, multi-skilled, mobile 

and experienced international civil service, to select staff on the basis of merit, 

demonstrated competencies, and performance, and to ensure that selection decisions were 

made by managers on the basis of objective, job-related criteria.517 Further, the Secretary-

General stated that he sought to provide more career opportunities for staff, introduce a 

more transparent, speedier process for filling vacancies, and achieve equitable 

geographical distribution and gender parity.518 

184.  The Secretary-General also listed the achievements, as of August 2006, towards 

the aforementioned goals. The Secretary-General stated that a new staff selection system, 

                                                   

515  A/60/692. 
516  G A resolution 60/260, section II, para. 2. 
517  A/61/228, section C(1), para. 48. 
518  Ibid.  
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integrating recruitment, selection, promotion and managed mobility of staff,519 had been 

implemented in May 2002. 

185.  This system introduced several new features, including the delegation of authority 

for selecting staff to the heads of departments (who are responsible for program delivery), the 

                                                   

519  In the Secretary-General report entitled “[i]nvesting in the United Nations: for a stronger 
Organization worldwide” (A/60/692 and Corr.1), the Secretary General proposed a more integrated 
approach to mobility, including: (1) authority for the Secretary-General to move staff members wherever 
they are needed; (2) strict enforcement of current post-occupancy limits, designation of a majority of 
international Professional posts as rotational, and the integration of Headquarters and field operations into 
an Organization-wide mobility program; (3) expanded training and improved work/life conditions — the 
training budget should initially be doubled — costing an additional $10 million per annum; and (4) 
greater opportunities for General Service mobility. In A/61/255, the Secretary-General provided details on 
these proposals contained in A/60/692. The General Assembly then reviewed the Secretary-General’s 
proposals presented in his report on investing in people (A/61/255). In its resolution 61/244, the General 
Assembly encouraged the Secretary-General to continue to make progress in the area of mobility and 
decided to approve the establishment of three new temporary positions- two P-4 and one General Service- 
to provide support for the work of the Secretary-General in this area. In this context, the General 
Assembly requested the Secretary-General report to it at the main part of its sixty-second session on clear 
indicators, benchmarks, number of staff, timelines and criteria for the implementation of mobility 
policies, taking into account the needs of the Organization and ways to protect the rights of staff in the 
context of the system of administration of justice. The Secretary-General responded to the Assembly in 
his report on the implementation of the mobility policy (A/62/215). In the same resolution, the General 
Assembly also requested the Secretary-General to report to it at its sixty-third session on the implemented 
phases of the mobility policy, along with projections for the envisaged remaining phases and an 
assessment of the relevant administrative and management issues. Those issues were addressed in the 
report of the Secretary-General on the implementation of the mobility policy (A/63/208), together with 
observations and recommendations on the way forward. In 2008, the General Assembly adopted 
resolution 63/250. In this resolution, the General Assembly stressed that the purpose of enhancing 
mobility was to improve the effectiveness of the Organization and to foster the skills and capacity of staff 
and regretted that the Secretary-General’s mobility policies failed to achieve their intended purposes. 
Further, the General Assembly requested the Secretary-General to submit proposals aimed at encouraging 
voluntary mobility of staff in the context of the review of the mobility policy, without prejudice to the 
different needs of duty stations and the field. In 2010, the Secretary-General issued his report A/65/305 
entitled “Overview of human resources management reform”. In this report, the Secretary-General 
explained the progress made since the adoption of General Assembly resolution 63/250 and stated the 
next steps to be taken. However, the General Assembly, in its resolution 65/247, regretted that the 
Secretary-General did not submit proposals on a mobility policy pursuant to section VII of General 
Assembly resolution 63/250, and in this regard requested that comprehensive proposals be submitted to 
the Assembly at its sixty-seventh session. 
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establishment of central review bodies (an important monitoring and accountability mechanism), 

the rostering of qualified shortlisted candidates for similar posts, the use of generic job profiles 

and the introduction of competency-based interviews as part of the evaluation of candidates.520 

186.  In report A/61/255 entitled “Investing in People” (issued two days after the above 

report), the Secretary-General provided details on the new human resources framework outlined 

in his aforementioned proposal.521 The Secretary-General stated that the United Nations needed a 

system that would integrate field and Headquarters staff into one global Secretariat, as well as 

realign staff features with future needs.522 He further stated that the overall aim was “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.”523 

187.  According to the Secretary-General, this would include more extensive outreach 

based on strategic workforce planning. As such, the Organization would conduct more proactive 

and targeted recruitment campaigns to provide information about employment opportunities with 

the United Nations and to invite applications.524 Further, the Secretary-General proposed the use 

of a roster of pre-screened candidates as the primary instrument for recruitment, placement and 

promotion for vacancies throughout the Secretariat, including in the field, in order to expedite 

                                                   

520 A/61/228, section C(2), para. 49. 
521 A/61/255.  
522 Ibid. 
523 Ibid., para. 33. 
524 Ibid., para. 67. 
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recruitment.525 In this report, the Secretary-General further explained the procedure for the 

development and use of the pre-screened rosters.526 

188.  The Secretary-General detailed that when a vacancy arose, the head of a 

department or office would be able to select a candidate from the roster for the relevant 

occupational grouping, which would be periodically replenished and updated to ensure that staff 

members had regular opportunities to apply for jobs, and that those on the roster continued to be 

available for recruitment.527 Further, the Secretary-General explained that staff members would 

be able to apply for placement on the rosters, which would lead to subsequent selection to posts 

at the same level or one level higher than their current level.528 

189.  Additionally, the Secretary-General stated that expecting heads of offices or 

departments to use rosters as the primary means of filling vacancies would speed up the 

recruiting process.529 However, in cases where posts were highly specialized and managers were 

unable to identify a suitable candidate from a roster, specific vacancy announcements would be 

                                                   

525 Ibid. 
526 A/61/255, section III, paras. 71, 72 stated that “[o]n 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. [...] 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.”  
527  A/61/255, section III, para. 74. 
528  Ibid., para. 75. 
529  Ibid., para. 80. 
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issued.530 The Secretary-General stated that generic vacancy announcements would be posted for 

60 days, as agreed at the twenty-seventh session of the Staff-Management Coordination 

Committee (SMCC), and proposed that specific vacancies would be posted for 30 days.531 

Further, the Secretary-General stated that 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.”532 

At the close of this report, the Secretary-General asked the General Assembly to approve the 

reduction of the advertising time for specific vacancy announcements from 60 days to 30 days.533 

190.  During the sixty-first session of the General Assembly, the Advisory Committee 

on Administrative and Budgetary Questions (ACABQ) issued a report examining the 

aforementioned proposal of the Secretary-General (A/61/537). In this report, the ACABQ 

welcomed the emphasis of the Secretary-General on strategic workforce planning, and stated that 

accurate workforce planning would be critical in ensuring that the rosters were not so large as to 

be difficult to manage.534 As such, the ACABQ was not convinced that adequate thought had 

been given to the administrative and planning work required for the successful management of 

rosters on a large scale.535 Additionally, the ACABQ stated that it supported the idea of reducing 

the advertising time of specific vacancies from 60 to 45 days, with the caveat that Member States 

                                                   

530  Ibid. 
531  Ibid., para. 81. 
532  Ibid., para. 82. 
533  Ibid., para. 121(A). 
534  A/61/537, section B, para. 16. 
535  Ibid. 
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could opt to continue to receive paper copies of vacancy announcements (which should be 

provided by the time the electronic announcement appeared).536 

191.  Following the reports by both the Secretary-General and the ACABQ, the General 

Assembly issued resolution 61/244 in December 2006. In this resolution, the General Assembly 

requested that the Secretary-General ensure the proper functioning and membership of the 

central review bodies in order to ensure their effective role in the staff selection system, and to 

develop an induction and training program for its members.537 Further, the General Assembly 

requested the Secretary-General to explore ways to further increase awareness of job 

opportunities in the United Nations system, and recognized that pre-screened rosters could 

considerably expedite the recruitment process in the United Nations.538 

192.  The General Assembly further requested the Secretary-General to promote the full 

utilization of existing rosters for recruitment and to elaborate more on the use of pre-screened 

rosters “based on the organizational needs identified through strategic workforce planning, 

taking into account the need for transparency, support for the provisions of Article 101 of the 

Charter and administrative and resource implications, as well as geographical and gender 

mandates, and to report to it thereon at the second part of its resumed sixty-first session[.]”539 

Finally, the General Assembly reiterated its request to the Secretary-General to continue his 

                                                   

536  Ibid., para. 21. 
537 G A resolution 61/244, Section II, para. 4. 
538 Ibid., paras. 8,9. 
539 Ibid., para. 10. 
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efforts to reduce the amount of time required to fill vacancies through addressing the factors 

contributing to delays in the process.540 

193.  During the sixty-first session of the General Assembly, the Secretary-General 

issued report A/61/822. In this report, the Secretary-General addressed the General Assembly’s 

previous request regarding the central review bodies. He stated that, in order to ensure greater 

consistency in central review body reviews, a new version of the Guidelines for Central Review 

Bodies Review in the Staff Selection System was being developed and introduced as part of a 

training program.541 

194.  The Secretary-General also addressed his efforts to reduce the period of time 

required to fill vacancies. He stated that in order to further speed up the selection process, 

training and guidance to staff members who would play key roles in the staff selection system 

would continue to be provided, and that the new e-staffing tool would contain improved 

functions to reduce processing time.542  

195.  Concerning moving beyond the rosters that were then in use, the Secretary-

General proposed a framework for the pre-screened roster system. He stated that the 

“preparations for the establishment of a pre-screened roster system comprise five building 

blocks, including: (a) strategic workforce planning to identify the Organization’s staffing needs; 

(b) use of generic vacancy announcements; (c) creation of expert groups; (d) expanded use of 

                                                   

540 Ibid., para. 13. 
541 A/61/822, section III(C), para. 14. 
542 Ibid., para. 31. 
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central review bodies throughout the Secretariat; and (e) upstreamed clearance process.”543 In 

addition to those reviewed and found suitable through the above process, the pre-screened 

candidates would also include those who had succeeded in a competitive examination.544  

196.  In 2007, during the sixty-second session of the General Assembly, the ACABQ 

issued report A/62/7/Add.14, and addressed the concept of rosters as a means of expediting the 

staff selection process. ACABQ noted that it had consistently supported the concept of rosters for 

this use, but noted with concern that the current technology supporting the Galaxy e-staffing 

system did not allow for the management of rosters, even though rosters were to be an integral 

part of the staff selection system.545 Further, the ACABQ noted that until the Galaxy system was 

replaced, the usefulness of pre-screened rosters would be limited, and therefore recommended 

that the General Assembly request the Secretary-General to report to it at its sixty-third session 

on progress concerning both the replacement of the e-staffing tool and the implementation of 

pre-screened rosters.546 

197.  The ACABQ stated that it believed that many of the problems that the 

Organization had encountered in expeditiously recruiting and retaining qualified, high-caliber 

individuals stem from an overly complex staff selection system.547 Considering this, the 

Secretary-General’s proposal for a new system of administration of justice, and the fact that the 

ACABQ was informed that a large percentage of the cases processed by the Panel of Counsel 

                                                   

543 Ibid., section IV(B), para. 42. 
544 Ibid., para. 43. 
545 A/62/7/Add.14, para. 56. 
546 Ibid. 
547 Ibid., para. 58. 
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and the Office of the Ombudsman related to staff selection and promotion issues, the ACABQ 

stated that the time had come to take a hard look at the recruitment system with a view towards 

simplifying it and making it more transparent, as well as to holding program managers 

accountable.548 

198.  In his report A/63/282, the Secretary-General addressed measures to ensure the 

application of the highest standards of efficiency, competence, and integrity within the context of 

the staff selection system.549 One of the measures addressed in this report was the use of the 

Galaxy e-staffing tool. The Secretary-General stated that the custom-made technological 

infrastructure of Galaxy severely limited its flexibility and did not allow for required 

modifications to accommodate the dynamic and evolving policy and operational needs. Noting 

these limitations, the General Assembly at its sixty-first session approved the development of a 

new e-staffing talent management support tool to replace the Galaxy e-staffing tool and related 

resources.550 The Secretary-General then stated that the Organization was in the process of 

configuring and implementing the new e-staffing management support tool, which would support 

the efficient integration of various work processes (including workforce planning and the 

solicitation, review and selection, assessment and career support of United Nations 

candidates).551 

199.  In his subsequent report in August 2008 (A/63/285), the Secretary-General 

addressed a phased approach for the implementation of a roster-based system. In A/63/285, the 
                                                   

548 Ibid. 
549 A/63/282, para. 50. 
550 Ibid., para. 82. 
551 Ibid., para. 83. 
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Secretary-General proposed to commence preparatory work on the roster-based system in 

January 2009, and to phase in the use of rosters for certain types of functions (in addition to the 

then-existing rosters) starting in July 2009, as a transitional measure before full-scale application 

by the end of 2009.552 The Secretary-General stated that this would allow the new work 

processes involved in the application of the roster system to be both tested and refined.553 As 

such, the Secretary-General requested that the General Assembly approve: “(a) [t]he 

establishment of a roster-based approach for selection of staff for an initial period of one year; 

[and] (b) [t]he reduction in the period for the circulation of specific vacancy announcements 

from 60 days to 30 days.”554 

200.  In A/63/526, the ACABQ stressed that the preparation and maintenance of rosters 

could involve considerable human and financial resources, and cautioned that experience had 

shown that rosters were not a panacea for the difficulties affecting the then existing recruitment 

and staffing system.555 The ACABQ further stated that it was not convinced that the Secretary-

General’s proposal would contribute significantly to expediting the recruitment process, and that 

it shared the concerns expressed by Member States that reducing the period of advertising 

vacancies from 60 days to a shorter period would be a disadvantage to potential candidates from 

some States with limited access to the United Nations website due to technology gaps. 

                                                   

552 A/63/285, section III, para. 35. 
553 Ibid. 
554 Ibid., section IV, para. 37. 
555 A/63/526, para. 54. 
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Accordingly, at that time, the ACABQ recommended against reducing the period for advertising 

individual vacancies from 60 to 30 days.556 

201.  Through resolution 63/250 in 2008, the General Assembly emphasized the need 

for strategic workforce planning to proactively support the human resources needs of the United 

Nations, and urged the Secretary-General to pursue efforts in this area as a matter of priority, and 

further urged the Secretary-General to ensure that outreach activities cover positions both at 

Headquarters and in the field.557 In this resolution, the General Assembly decided that all specific 

vacancy announcements should continue to be advertised, and also recognized that the use of 

pre-screened rosters could considerably expedite the recruitment process.558 However, the 

Assembly also noted that the then-existing rosters under the then-current staff selection system 

had design flaws and were not widely utilized to fulfill vacancies.559 Additionally, the General 

Assembly emphasized the importance of the participation of staff representatives in the work of 

the central review bodies, and requested the Secretary-General and invited staff representatives 

to engage in a consultative process with a view towards resuming the participation of staff 

representatives in the work of the central review bodies.560 

202.  In September 2010, the Secretary-General issued report A/65/305, in which the 

Secretary-General once again stated that workforce planning was the first element in the talent 

management framework, which was aimed at providing the Organization with a forecast of 

                                                   

556 Ibid., para. 56. 
557 G A resolution 63/250, section III, paras. 4,5. 
558 Ibid., paras. 8,12. 
559 Ibid., para. 13. 
560 Ibid., para. 17. 
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vacancies based on the Organization’s mandates and required skills, so that it could take action 

and fill those staffing needs.561  

203.  This report stated that in 2009, the Organization carried out a Secretariat-wide, 

long-term workforce planning exercise to identify the supply of available staff in the 

Organization and compared it with the projected staffing demands.562 This report further 

emphasized that: this exercise was carried out in order to determine future gaps so that strategies 

to effectively fill those gaps could be identified and implemented;563 the exercise involved more 

than 60 departments, offices and field operations, and yielded an analysis of the internal 

availability of staff, but the only firm variable for staff movements were retirements;564 and from 

a forecasting perspective, the exercise’s demand analysis did not yield much additional 

information beyond the number of budgeted posts that were already available.565 Further, the 

report stated that there had previously been an understanding that a major demographic transition 

(a wave of projected retirements) was under way. As a result of the review of this data, the 

Secretary-General stated that this major demographic transition did not appear to be occurring 

                                                   

561 A/65/305, para. 30 states that “[w]orkforce planning was envisaged to be a systematic process 
that would allow the Organization to make informed, long-term human resources management decisions 
and in order to ensure that the right number of people with the right skills and experiences are in the right 
position at the right time. It was also envisaged to be an important tool to address the staffing challenges 
resulting from an anticipated high rate of retirements in the coming years.” 
562 A/65/305, para. 32. 
563 Ibid. 
564 Ibid., paras. 32,33. 
565 Ibid., para. 33. 
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(the average age of the staff of the Secretariat had remained unchanged from June 2006 to June 

2010 at 42 years).566 

204.  The Secretary-General once again addressed the shortening of the period of 

circulation for advertising position-specific job openings. In A/65/305, the Secretary-General 

noted that he had recommended shortening the period from 60 days to 30 days during the sixty-

first and sixty-third sessions of the General Assembly, but the Assembly took no specific 

decision on those recommendations.567 Keeping in mind the concern of Member States regarding 

the technology gap that was discussed above, as well as the existence of new information 

technology systems and improvements to the staff selection system, including outreach activities 

to attract Nationals from unrepresented and underrepresented Member States, the Secretary-

General requested the General Assembly to reconsider the proposal to reduce the time for 

vacancy circulation from 60 to 45 days.568 

205.  The Secretary-General continued and stated that in April 2010, the new policy 

governing staff selection was issued in administrative instruction ST/AI/2010/3, and the new 

United Nations careers portal and e-staffing tool (Inspira) were launched.569 The Secretary-

General further stated that the new policy ensured that the same standards of recruitment were 

applied to all staff of the Secretariat, regardless of where they were serving, and the 

administrative instruction on staff selection set out, for the first time, the policy, business norms 

and practices that would enable the global Secretariat to improve staffing at headquarters 
                                                   

566 Ibid. 
567 Ibid., para. 39. 
568 Ibid., para. 40. 
569 Ibid., para. 41. 
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locations, field missions and field offices.570 The Secretary-General further stated that the policy 

also included measures to support interoperability among the organizations of the United Nations 

common system.571 

206.  During the sixty-first session of the General Assembly, the Secretary-General also 

addressed the process improvements that would allow for the use of pre-screened rosters to 

expedite the recruitment process, where pre-screened rosters were not widely utilized to fulfill 

vacancies due to a number of design flaws.572 The Secretary-General further identified new 

provisions regarding the rostering of candidates which provided for: “(a) [a] common approach 

to conducting assessments set out in instruction manuals (see ST/AI/2010/3, para. 2.6); (b) [a]n 

understanding of the role of assessment panels, whose membership will include experts in the 

subject matter of the occupational group; (c) [s]haring of rostered candidates across the global 

Secretariat, including field missions administered by the Department of Field Support for the 

first time; (d) [p]rovision of information to the hiring manager on how a candidate was placed on 

the roster (i.e., the assessment leading to the recommendation).”573  

                                                   

570 Ibid., para. 41. 
571 Ibid. 
572 A/65/305, para. 54 stated that, “[i]n its resolution 61/244, the General Assembly recognized that 
pre-screened rosters could considerably expedite the recruitment process in the United Nations. The 
General Assembly also recognized that there were design flaws associated with the pre-screened roster 
system resulting in it not being widely utilized to fill vacancies. The Office of Human Resources 
Management conducted a review of the roster component and other components of Galaxy in order to 
address design flaws. Two key reasons were identified for the non-utilization of the pre-screened rosters:  
(a) Insufficient information on the assessment methods used for the position;  (b) Uncertainty about the 
identities of the assessors/panel members and whether they were qualified experts in the subject matter.” 
573 Ibid., para. 55. 
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207.  Subsequent to this report, the ACABQ issued report A/65/537, in which the 

ACABQ stated that it believed the Secretary-General should have provided a more detailed 

analysis of why, in his opinion, the workforce planning exercise discussed above provided 

unexpected results.574 However, the ACABQ also supported the Secretary-General’s 

recommendation to reduce the period for circulation of specific job openings from 60 days to 45 

days.575 

208.  In resolution 65/247, the last General Assembly resolution on this matter during 

the period under review, the General Assembly expressed its regret that the Secretary-General 

was of the view that all-encompassing workforce planning for the Secretariat was of limited 

value and that he had not presented an Organization-wide strategic workforce plan.576 The 

General Assembly further recognized that workforce planning should be considered an ongoing 

process, that the staffing requirements of the Organization were contingent upon mandates and 

that there was scope for the Secretary-General in forecasting future staffing requirements for 

major occupational groups, including the number of staff needed and the skill sets required, and 

requested that the Secretary-General report on progress achieved towards forecasting during the 

sixty-seventh session of the General Assembly.577 

209.  Additionally, the General Assembly recognized the paramount importance of 

speeding up the recruitment and staffing process, took note of the recommendations of the 

Secretary-General and ACABQ, but stated that the circulation period for job specific 
                                                   

574 A/65/537, para. 9. 
575 A/65/537, para. 11. 
576 G A resolution 65/247, section II, para. 12. 
577 Ibid., paras. 13,14. 
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announcements would remain at 60 days, and requested that the Secretary-General conduct a 

comprehensive review of the entire recruitment process in order to improve the overall response 

time with a view to realizing the 120 day benchmark for filling a post.578 The General Assembly 

further requested the Secretary-General to report thereon to the Assembly at its sixty-seventh 

session.579 

210.  Also, the General Assembly emphasized the importance of the participation of 

staff representatives in the work of the central review bodies, once again requested the Secretary-

General and invited staff representatives to engage in a consultative process with a view to 

resuming the participation of staff representatives in the work of the central review bodies, and 

welcomed the intention of the Secretary-General to expedite the selection process through virtual 

meetings of the central review bodies.580 The General Assembly also requested that the 

Secretary-General, in cooperation with Member States, increase job opportunity awareness. The 

General Assembly further requested581 that the Secretary-General ensure that all applicants are 

informed of the results of their applications.582 

211.  Concerning the new e-staffing tool, Inspira, the General Assembly noted the 

progress made in its implementation and welcomed all efforts made by the Secretary-General to 

                                                   

578 Ibid., paras. 17,18. 
579 Ibid., para. 18. 
580 Ibid., paras. 21,22. 
581 This request of the General Assembly related to a number of cases before the United Nations 
Dispute Tribunal in 2009 and 2010, one of which the Secretary-General appealed to the United Nations 
Appeals Tribunal, but the previous decision (in which the matter of notification was at issue) was upheld. 
See Abbassi v. Secretary-General of the United Nations, Judgment No. UNDT/2010/086; Wu v. Secretary-
General of the United Nations, Judgment No. UNDT/2009/084; See Also Judgment No. 2010-UNAT-042; 
Krioutchkov v. Secretary-General of the United Nations, Judgment No. UNDT/2010/065. 
582 G A Resolution 65/247, section II, paras. 23, 24. 
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review and remedy unintended consequences and to minimize inconveniences, especially before 

its application in the area of peacekeeping missions.583 Further, the General Assembly requested 

that the Secretary-General include within the Inspira website, “tutorials, tips relating to personal 

history profiles and competency-based interviews and other materials helpful for external 

candidates in applying and being considered for vacancies, no later than the end of the sixty-fifth 

session of the General Assembly, and to report his achievements in that regard to the Assembly at 

its sixty-seventh session[.]”584 There was no further action taken concerning the staff selection 

system during the period under review. 

 

B.  Staff Rules and Regulations 

212.  In 2005, the ICSC issued its report for the year (A/60/30), which discussed the 

framework of contractual arrangements. In this report, the ICSC stated that it had decided that 

three categories of appointments would adequately respond to the needs of the organizations: 

indefinite or continuing appointments, fixed-term appointments, and temporary appointments.585 

The ICSC then requested that its secretariat prepare a model contract for each of the three 

categories, outlining the key characteristics for each category.586 At its fifty-ninth session, the 

ICSC reviewed the draft model contracts for each of the categories that had been prepared by its 

                                                   

583 Ibid., para. 29. 
584 Ibid., para. 33. 
585 A/60/30, section B, para. 112. 
586 Ibid. 
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secretariat and requested that the models be further refined in collaboration with the 

organizations and staff.587 Such input was provided to the ICSC at its sixtieth session.588 

213.  Consequently, the ICSC decided to adopt the framework of guidelines for 

contractual arrangements as amended and put forward in annex IV to report A/60/30.589 At its 

sixtieth session, the ICSC also decided to submit its final report to the General Assembly.590 In 

General Assembly resolution 61/239, the Assembly noted with appreciation the work of the 

ICSC on the framework for contractual arrangements contained in annex IV to its 2005 report.591 

214.  In 2006, during the sixtieth session of the General Assembly, the Secretary-

General issued report A/60/692 on Investing in the United Nations: for a stronger Organization 

worldwide. In this report, the Secretary-General included a section on Investing in People. In this 

section, the Secretary-General stated that the Organization would need to integrate field and 

Headquarters staff into one global Secretariat with competitive conditions of service with 

proactive, rapid and targeted recruitment to satisfy the demands of a largely field-based 

Organization.592 The Secretary-General also identified the need to improve geographical and 

gender balance, and stated that artificial barriers created by different contractual arrangements 

must be eliminated.593  

                                                   

587            Ibid., para. 113. 
588 Ibid. 
589 Ibid., para. 129. 
590 Ibid.  
591 G A resolution 61/239, section B, para. 2. 
592 A/60/692, section I, para. 29. 
593 Ibid. 
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215.  In this report, the Secretary-General made a number of proposals, the most 

relevant of which was Proposal four: to modify contractual arrangements and harmonize 

conditions of service594 in order to meet the needs of an increasingly field-based Organization, 

through the introduction of one United Nations staff contract under one set of staff rules, and by 

replacing permanent contracts with open-ended “continuing appointments”.595  

216.  Later in 2006, the Secretary-General issued another report on Investing in People 

(A/61/255). This report was intended to provide details on the new human resources framework 

that the Secretary-General outlined in the above report, and focused in part on streamlining 

contractual arrangements.596 In discussing contractual arrangements, the Secretary-General 

explained that:  

“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.”597 
 

217.  The Secretary-General further addressed the introduction of one United 

Nations staff contract under one set of staff rules. The Secretary-General stated that in 

order to build an integrated, global workforce, the introduction of a single United Nations 

                                                   

594 Harmonization of Conditions of Service is covered in another section of this report. 
595 A/60/692. 
596 A/61/255, paras. 2,3. 
597 Ibid., section VI, para. 223.  
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staff contract under a single set of staff rules was needed.598 Under this new proposed 

contractual arrangement, the Secretary-General elaborated that the terms of employment 

for all United Nations Secretariat staff would be governed by one series of staff rules.599 

Further, the introduction of a single United Nations staff contract would streamline the 

multiplicity of contractual arrangements which were then possible under the three 

different series of staff rules.600 

218.  Additionally, the Secretary-General stated that the use of one United Nations 

contract would enhance transparency and the equity of treatment of staff, and that his proposals 

would enhance the Organization’s ability to recruit and retain high-quality civilian staff, and 

thereby address the deficiencies identified in the contractual arrangements at that time in 

place.601 Moreover, the Secretary-General stated that high vacancy and turnover rates in the field 

placed the Organization at managerial and financial risk, and the effectiveness of the 

Organization would be enhanced by strengthening the Organization’s ability to attract and retain 

talent by ensuring the equitable treatment of staff.602  

219.  Further, the Secretary-General stated that one United Nations staff contract 

governed by a single series of staff rules would be more transparent, easier to understand, less 

cumbersome, and less time-consuming to administer.603 Finally, the introduction of a single 

United Nations staff contract would require a new set of staff rules to replace the then existing 

                                                   

598 Ibid., para. 240. 
599 Ibid.  
600 Ibid. 
601 Ibid., para. 251. 
602 Ibid. 
603 Ibid., para. 252. 
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three sets of staff rules (the 100, 200, and 300 series).604 The Secretary-General then identified 

the three types of appointment which would be used for all Secretariat functions, the duration of 

which would be determined in accordance with the needs of the organization: 

“(a) 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.”605 
 

220.  With the above in mind, the Secretary-General requested that the General 

Assembly approve the introduction of a single United Nations staff contract under a single set of 

staff rules, with three types of appointment status, with conditions of service which would be 

equivalent to those offered under the then-existing 100 series and would vary according to the 

length of service, and to approve the replacement of permanent contracts with continuing 

appointments, for which staff could be given consideration if they had completed five years of 

continuous service.606 

221.  In October 2006, the Advisory Committee on Administrative and Budgetary 

Questions (ACABQ) issued report A/61/537, which addressed the above report of the Secretary-

General. In this report, the ACABQ stated that the Secretary-General’s request for the General 

Assembly to approve one United Nations staff contract under one set of staff rules was actually 

two separate proposals that should be considered on their own merits, as one did not depend on 
                                                   

604 Ibid., para. 253. 
605 Ibid., para. 241. 
606 Ibid., para. 264.  
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the other.607 Additionally, the ACABQ expressed its opinion that the General Assembly should 

delay consideration of the Secretary-General’s proposal until after it considered the report of the 

ICSC that was due in the near future.608 

222.  After considering the reports of the ACABQ and Secretary-General, in December 

2006, the General Assembly adopted resolution 61/244.609 In this resolution, the General 

Assembly noted that the then-existing system of contractual arrangements did not fully comply 

with the proposed ICSC framework, and requested the ICSC to consider the proposals of the 

Secretary-General and to report thereon at the second part of the General Assembly’s resumed 

sixty-first session.610 Further, the General Assembly stressed the need for rationalizing the 

current United Nations system of contractual agreements which lacked transparency and was 

complex to administer.611 Finally, the General Assembly requested that the Secretary-General 

address the above comments of the ACABQ.612 

223.  In 2007, the ICSC issued its aforementioned report, A/61/30/Add.1. In this report, 

the ICSC welcomed the efforts of the Secretary-General, but stated when comparing the 

Secretary-General’s proposals to the ICSC contractual framework, the ICSC found that the 

proposals were not in alignment with the framework.613 Most notably, the ICSC stated that the 

proposals of the Secretary-General would in fact require five different types of appointment and 

                                                   

607 A/61/537, section E, para. 49. 
608 Ibid., para. 52. 
609 G A resolution 61/244. 
610 G A resolution 61/244, section VI, paras. 1,2.  
611 Ibid., para. 3. 
612 Ibid., paras. 3,4. 
613 A/61/30/Add.1, para. 4. 
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five different contracts, as opposed to the three-types of appointment in the ICSC’s 

framework.614 Thus, while the ICSC was in favor of one set of staff rules, it was of the opinion 

that the Secretary-General’s objectives could be all achieved within the simple structure of three 

types of contract as described in the ICSC framework examined above.615 In conclusion, the 

ICSC concluded that the Secretary-General’s proposals needed revision to conform to the ICSC’s 

contractual framework.616 

224.  Subsequent to the report by the ICSC, the Secretary-General issued report 

A/61/857, which included a response to the observations of the ICSC. The Secretary-General 

stated that his proposal to limit fixed-term or continuing appointments to particular projects or 

missions was intended to be in line with the ICSC framework, and that it was only made to 

address the need for fiscal prudence when employing staff for projects and missions with clearly 

finite mandates.617 Also, the Secretary-General elaborated his position and stated that the 

proposal to introduce a single staff contract providing for three types of appointment in 

accordance with the ICSC framework was an essential component of the then new human 

                                                   

614 A/61/30/Add.1, para. 5 stated that the Secretary-General's proposals would in fact require, “the 
following types of appointment: (a) Continuing appointments;  (b) Project or mission-specific continuing 
appointments; (c) Fixed-term appointments; (d) Project or mission-specific fixed-term appointments; and 
(e) Temporary appointments. According to the report, 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 (see A/61/255, para. 244). Obviously, the 
conditions of service for those contracts would be different from the regular continuing and fixed-term 
contracts if the Organization is to achieve its objective for using the mission-specific contracts.”  
615 A/61/30/Add.1, para. 8. 
616 Ibid., section 6, para. 20. 
617 A/61/857, para. 22. 
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resources framework.618 Further, the streamlined contractual arrangements would provide the 

Organization the flexibility needed to “respond to the changing operational needs of the 

Organization, promote equality of treatment for all United Nations Secretariat staff and simplify 

the administration of contracts.”619 

225.  The Secretary-General welcomed the ICSC endorsement of the proposal to 

streamline contractual arrangements by utilizing one set of staff rules, and he further agreed with 

the ICSC that the objectives of streamlining contractual arrangements could be achieved within 

the simple structure of three types of appointment as outlined in the ICSC framework discussed 

previously within this section.620 Thus, the Secretary-General requested that the General 

Assembly approve, in principle, “the streamlining of United Nations contractual arrangements 

under one set of staff rules, with three types of appointment, namely, temporary, fixed-term and 

continuing[.]”621 

226.  In 2007, during the sixty-second session of the General Assembly, the Secretary-

General issued report A/62/274 which focused on, in part, streamlining contractual arrangements 

by reducing types of appointment.622 In this report, the Secretary-General once again discussed 

reducing the types of appointment from what was then in effect (which contained a multiplicity 

of possible appointments including probationary, fixed-term, indefinite and permanent 

appointments under the 100 series; short-term, intermediate and long-term appointments under 

                                                   

618 Ibid., para. 25.  
619 Ibid. 
620 Ibid., para. 26. 
621 Ibid., para. 29. 
622 A/62/274, section III. 
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the 200 series; and short-term and limited-duration appointments under the 300 series) to three 

types of appointment (temporary, fixed-term, and continuous).623 The Secretary-General further 

noted that the streamlining of contractual arrangements was necessary to meet operational needs, 

remove barriers to mobility, promote equality and transparency, and to make the arrangements 

easier to administer and more transparent.624 The Secretary-General further stressed that the 

proposal to utilize three types of appointment (a temporary appointment which would cover a 

period of up to one year for staff appointed to meet seasonal or peak workloads or specific short-

term requirements; a fixed-term appointment, which could be renewed or extended for a 

maximum of five years; and a continuing appointment, which would be open-ended)625 was 

designed in conformity with the ICSC’s framework for contractual arrangements (which also 

provided for appointments of the described durations), and stated that Staff members entering the 

Organization would be offered either a temporary or fixed-term appointment.626 Staff members 

who had five years or more of continuous service in the Organization would be eligible for 

consideration for a continuing appointment.627 As such, the Secretary-General requested that the 

General Assembly approve the new contractual arrangements.628 

                                                   

623 Ibid., para. 19. 
624 Ibid., para. 20.  
625 Ibid., para. 21.  
626 Ibid., para. 22.  
627 Ibid., para. 24 elaborated that, “[w]ith the introduction of continuing appointments, permanent 
appointments would no longer be offered. The change would not affect staff who currently held 
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 appointments. The introduction 
of continuing appointments, which would allow for termination on the same grounds as permanent 
appointments, as well as in the interest of the good administration of the Organization, would provide a 
mechanism for the Organization to grant career appointments to long-serving staff who have 
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227.  In addition to the above, the Secretary-General also stated that some of the other 

aspects of the ICSC’s observations required examination in consultation with the United Nation 

staff, and that such consultations would take place in the context of the Staff-Management 

Coordination Committee (SMCC).629 As stated in ACABQ report A/62/7/Add.1, the SMCC was 

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, and it is the highest level of formal 

consultation between the staff and the management of the United Nations.”630 In its report 

A/62/7/Add.14, the ACABQ informed the General Assembly that the SMCC convened its 

twenty-eighth session in the middle of 2007.631 At this session, the SMCC affirmed its support 

for the proposals to streamline contractual management arrangements as set out in the above 

report of the Secretary-General.632 Through resolution 62/248, the General Assembly took note 

of the reports of the Secretary-General and his detailed proposals for streamlining the United 

                                                                                                                                                                    

demonstrated the highest standards of efficiency, competence and integrity, while at the same time 
ensuring that the Organization can adjust its workforce in accordance with changing  needs, functions and 
mandates or the reorientation of its programmes. The introduction of continuing appointments would also 
considerably reduce the current administrative burden of processing thousands of renewals of fixed-term 
appointments when they reach their expiration dates.”  
628 Ibid., section VI, para. 62(a). 
629 A/62/7/Add.14, para. 5. 
630 Ibid. 
631 A/62/7/Add.14, para. 7 stated that, “[t]he session was attended by management representatives 
from all major duty stations and staff representatives from the Economic Commission for Africa, the 
Economic and Social Commission for Asia and the Pacific, the Economic Commission for Latin America 
and the Caribbean, 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.” 
632 A/62/7/Add.14, para. 8. 
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Nations contractual arrangements, and decided to continue consideration of the issue as a matter 

of priority in its sixty-third session.633  

228.  In 2008, the Secretary-General issued two more reports on this matter (A/63/189 

and A/63/282). Within these reports, the Secretary-General proposed amendments to the Staff 

Regulations that would be needed if the General Assembly approved the Secretary-General’s 

proposals for streamlining contractual arrangements in the Organization, and stated that should 

the General Assembly approve the proposals for streamlining contractual arrangements, the 

Assembly was also requested to approve the amendments to the Staff Regulations.634 Further, the 

Secretary-General stated that if the General Assembly approved all of the above, the Secretary-

General would provide the full text of the new single series staff rules.635 

229.  In resolution 63/250 of 2008, the General Assembly approved the new contractual 

arrangements which would comprise three types of appointments, under one set of staff rules, 

which would become effective 1 July 2009, as set out in its resolution 62/248 and subject to the 

provisions of the present resolution. Additionally, the General Assembly requested that the 

Secretary-General not appoint any staff to continuing contracts before 1 January 2010 pending 

consideration by the General Assembly of the additional information concerning the 

implementation of continuing contracts.636 The Assembly also asked the Secretary-General to 

                                                   

633 G A resolution 62/248, paras. 1,2. 
634 A/63/189, paras. 1, 2, 9.  
635  A/63/282, para. 166. 
636 A/63/250, section II, para. 3. 
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report back to it during its sixty-fourth session on a number of issues concerning the appointment 

of staff members to continuing appointments.637 

230.  Further, the General Assembly decided that temporary appointments were to be 

used to appoint staff for seasonal or peak workloads and specific short-term requirements for less 

than one year, with the possibility of renewal up to one additional year when warranted.638 The 

General Assembly also decided that staff on temporary contracts would be eligible to receive the 

following benefits and allowances: “post adjustment; rental subsidy; hazard pay; hardship 

allowance; the daily subsistence allowance portion of the assignment grant; leave (depending on 

the length of contract); home leave (per classification of duty station); and limited shipment 

allowance[.]”639 

231.  Concerning staff contracts generally, the General Assembly decided that there 

would be no expectations, legal or otherwise, of renewal or conversion to a fixed-term contract, 

                                                   

637 A/63/250, Sec. II, para. 4, the General Assembly requested the Secretary-General to report back 
to it on the following issues: “(a) Rigorous and transparent procedures for granting continuing 
appointments to staff, including the criteria for eligibility, the relationship with disciplinary measures and 
the central management of conversions; (b) The role of the performance appraisal system and options for 
strengthening it to ensure that staff members considered for continuing appointments have demonstrated 
the highest standards of efficiency, competence and integrity, taking into account any deliberations of the 
International Civil Service Commission on this issue; (c) The financial and management implications of 
converting appointments from fixed-term to continuing appointments, and the possible establishment of a 
ceiling on the number of conversions; (d) Analysis of the implications of the proposed continuing 
appointments for the system of geographical ranges; (e) Rigorous and transparent procedures to review 
the performance of staff and the continuing need for functions when determining the granting and 
termination of an appointment of a staff member, as well as clear and firm lines of accountability, to fully 
ensure that the granting and termination of continuing contracts is undertaken in a fair and transparent 
manner, with full regard to due process and the rights of staff; (f) Options for ensuring that successful 
candidates from national competitive examinations and language staff are not disadvantaged by proposed 
changes; (g) Analysis of the implications for Junior Professional Officers; (h) The potential ramifications 
of the proposed amendment to staff regulation 9.1[.]”  
638 A/63/250, Sec. II, para. 7. 
639 Ibid., para. 8. 
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irrespective of the length of service, and requested that the Secretary-General reflect this 

provision in the rules and regulations as well as offers and letters of appointment.640 Further, the 

General Assembly also requested that the Secretary-General submit draft regulations by which 

the streamlined system would be implemented,641 evaluate the impact of the implementation of 

the new system of staff contracts,642 and discontinue the practice of assigning staff from 

Headquarters to missions on a travel status basis for a period of more than three months.643 

232.  As per the request of the General Assembly, the Secretary-General issued 

A/63/694, which contained the proposed amendments to the Staff Regulations that would 

implement the streamlined system of contracts.644 Annex I of this document provided 

explanations of the proposed amendments, and Annex II contained the full text of the amended 

Staff Regulations.645 The Secretary-General then requested the General Assembly to approve the 

amended Staff Regulations as contained in this report.646 

233.  In resolution 63/271 of 2009, the General Assembly noted the above report by the 

Secretary-General and endorsed the conclusions and approved the amendments to the Staff 

Regulations as contained in the Secretary-General’s report, subject to the provisions the General 

Assembly put forward in this resolution.647 The General Assembly also stressed the importance 

                                                   

640 Ibid., para. 21. 
641 Ibid., para. 12. 
642 Ibid., para. 13. 
643 Ibid., para. 14. 
644 A/63/694, section I, para. 1. 
645 Ibid., paras. 3,4. 
646 Ibid., para. 5 
647 G A resolution 63/271, paras. 1,3,5,6,10, stated that the General Assembly, “5. Stresses that staff 
regulation 4.5 (b) does not prejudice the possibility of renewal of a temporary appointment, taking fully 
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of a meaningful and constructive dialogue between staff and management to overcome 

differences,648 and requested that the Secretary-General report on the full implications of 

converting all eligible staff to permanent appointments, as well as report on the provisional new 

staff rules during the Assembly’s sixty-fourth session.649 Further, the General Assembly 

requested that the Secretary-General submit a report regarding the status of the review of staff 

members eligible for consideration as of 30 June 2009 for permanent appointment, and also 

requested the Secretary-General to ensure that the staff rules and related administrative issuances 

derived from the aforementioned Staff Regulations comply with the provisions of the relevant 

resolutions.650 

234.  The Secretary-General subsequently submitted report A/64/230. This report, 

consistent with staff regulation 12.4, provided further details on the provisional staff rules 

contained in document ST/SGB/2009/7, and stated that the provisional rules would enter into full 

force and effect as of 1 January 2010, taking into account any modifications and/or deletions as 

may have been directed by the General Assembly during the main part of its sixty-fourth 

session.651 Further, the proposed amendments to the Staff Regulations promulgated in 

                                                                                                                                                                    

into account the provisions of paragraph 7 of section II of its resolution 63/250; 6. Also stresses that staff 
regulation 4.4 shall not preclude consideration of external candidates in filling vacant positions under 
conditions defined by the Secretary-General in accordance with Article 101, paragraph 3, of the Charter 
of the United Nations  and the relevant provisions of  the  resolutions of the General Assembly; 10. 
Recalls paragraph 4 of section II of its resolution 63/250, and stresses that the implementation of the part 
of the new staff regulation 4.5 concerning conversion to continuing appointments shall require further 
decisions by the General Assembly on the criteria for eligibility[.]” 
648 G A resolution 63/271, para. 11. 
649 Ibid., paras. 12,15. 
650 Ibid., paras. 13,14. 
651 A/64/230, section I, para. 2. 
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ST/SGB/2009/6 took effect on 1 July 2009.652 Through his report A/64/230, the Secretary-

General also submitted the full text of the provisional staff rules to the Assembly for its 

consideration during its sixty-fourth Session.653 

235.  The Secretary-General also stated that the General Assembly may want to take 

note of the new staff rules set forth in document ST/SGB/2009/7,654 as well as request that the 

Secretary-General amend staff rules 4.14 and 4.15(j) on the basis of its consideration of the 

report of the Secretary-General on continuing appointments at its sixty-fourth session.655 

Additionally, the Secretary-General stated that the General Assembly may want to request the 

Secretary-General to report on the new staff rules during the Assembly’s sixty-fifth session, in 

accordance with Staff Rule 12.4.656 

236.  In his report A/64/267, the Secretary-General proposed that a continuing 

appointment may be granted to a staff member who had a minimum of five years of continuous 

service with the Organization, that she or he met the highest standards of efficiency and 

“competence corresponding to a performance rating of 3 or above in the four most  recent 

performance appraisal reports, and that he or she has not been subject to any  disciplinary 

measure during the five years prior to the time of review.”657 The Secretary-General also 

                                                   

652 Ibid., para. 3. 
653 Ibid. section II, para. 4. 
654 Ibid., section VII, para. 44(a). 
655 Ibid., para. 44(b). 
656 Ibid., para. 44(b).  
657 A/64/267, section A, para. 6.  
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discussed further criteria for eligibility for consideration or granting of a continuing 

appointment.658 

237.  In the conclusion of this report, the Secretary-General stated that the General 

Assembly also had before it a separate report (A/64/230) on the new provisional staff rules 

(which the Secretary-General issued on 1 July 2009, in accordance with staff regulation 12.2) 

and that should the General Assembly approved the Secretary-General’s proposals for the 

implementation of the continuing appointment as contained in this report, the relevant rules (staff 

rules 4.14 and 4.16) would be amended to reflect any decision taken by the General Assembly 

during the main part of its sixty-fourth session on this issue, and the staff rules would be 

provisionally promulgated on 1 January 2010 to allow implementation of continuing 

appointments by that date.659 Further, the Secretary-General would report to the General 

Assembly on the aforementioned amendments to the staff rules at the main part of its sixty-fifth 

session, and the amended new staff rules would enter into full force and effect 1 January 2011, in 

                                                   

658 A/64/267, section B, paras. 7,8 stated that the Secretary-General “propose[d] that a Secretariat 
staff member with five years of continuous service in an entity that applies the Staff Regulations and the 
Staff Rules, irrespective of the type of appointment, i.e. staff members previously appointed under the 
100, 200 or 300 series or appointed since 1 July 2009 under the new Staff Rules, would be eligible for 
consideration for a continuing appointment. Any break in service would interrupt the continuity for 
counting the five years of continuing service, and the clock would have to be reset. Service on a 
temporary appointment would not count towards eligibility for the continuing appointment. 8. Staff 
holding appointments limited to service in a particular office would not be excluded from consideration 
for continuing appointments. Normally, staff working in projects or entities with finite mandates would be 
excluded from consideration for continuing appointments due to the finite nature of their services; 
however, they could be considered for a continuing appointment provided there was a continuing need for 
the services of the staff member elsewhere in the Organization. Once a continuing appointment is granted, 
there would be no limitation to service in a particular office or department. The Advisory Committee on 
Administrative and Budgetary Questions supported this proposal in its report on human resources 
management (A/62/7/Add.14, para. 15).”   
659 A/64/267, section V, para. 53. 
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accordance with staff regulation 12.4.660 Finally, the Secretary-General requested that the 

General Assembly approve the implementation of continuing appointments as of 1 January 2010 

under the conditions specified in this report.661 

238.  However, the General Assembly in decision 64/546, decided that the staff rules 

should remain provisional pending further consideration at the Assembly’s sixty-fifth session.662 

As such, the Secretary-General submitted an amended version of the provisional staff rules 

(ST/SGB/2010/6) for the General Assembly’s consideration during its sixty-fifth session.663 

According to Secretary-General report A/65/202, and consistent with staff regulation 12.4, unless 

otherwise indicated by the General Assembly during the main part of its sixty-fifth session, the 

provisional staff rules promulgated in document ST/SGB/2010/6 were to enter into full force on 

1 January 2011.664 

239.  In report A/65/202, the Secretary-General stated that the General Assembly may 

wish to take note of the new (amended) provisional staff rules set forth in ST/SGB/2010/6 and 

request that the Secretary-General amend Staff Rule 4.14 on the bases of its consideration of the 

report of the Secretary-General on continuing appointments at its sixty-fifth session.665 

240.  Through report A/65/305/Add.1, the Secretary-General submitted a revised 

proposal for the implementation of the continuing appointment in the United Nations 

                                                   

660 Ibid., para. 54. 
661 Ibid., para. 55. 
662 A/65/202, section II, para. 4. 
663 Ibid., para. 5. 
664 Ibid., section I, para. 2. 
665 Ibid., section IV, paras. 22(a,b). 
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Secretariat.666 Specifically, the Secretary-General proposed the following criteria to regulate 

consideration of eligibility for the granting of a continuing appointment: (1) a minimum of five 

years of continuing service under the Staff Regulations of the United Nations and the staff 

rules;667 (2) a performance rating of 3 or higher in the four most recent performance appraisal 

reports, and that the staff member had not been subject to any disciplinary measures during the 

five years prior to the time of the review;668 and (3) the continuation for the foreseeable future of 

the mandate of the office in which the staff member was serving.669   

241.  The Secretary-General further stated that staff who held appointments limited to 

service in a particular office would not be excluded from consideration for continuing 

appointments, however their continuing appointment would be limited to that particular office. 

Additionally, staff working in programs for which the continuation of the appointment was not 

foreseeable or funds were expected to run out shortly would not be eligible for a continuing 

appointment.670 Finally, the Secretary-General requested the General Assembly to consider 

                                                   

666 A/65/305/Add.1, section III(A), para. 19. 
667 A/65/305/Add.1, section III(C), para. 30(a) elaborated on the following more specific criteria: “(i) 
A staff member of the United Nations Secretariat who has accrued five years of continuous service on a 
fixed-term appointment, including periods of service in an entity that applies the Staff Regulations of the 
United Nations and the Staff Rules, will be deemed eligible for consideration for a continuing 
appointment; (ii) Staff members who were previously appointed under the 100, 200 or 300 series and 
have been appointed since 1 July 2009 on a fixed-term appointment under the new provisional staff rules, 
will be deemed to be eligible for consideration for a continuing appointment if they have served for five 
years continuously; (iii) Breaks in service would interrupt the accrual of the five years of continuing 
service and the clock would have to be reset; (iv) Service on a temporary appointment does not count 
towards eligibility for the continuing appointment[.]”  
668 A/65/305/Add.1, section III(C), para. 30(b). 
669 Ibid., para. 30(c). 
670 Ibid., para. 31. 
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approving the implementation of continuing appointments as of 1 January 2011 under the 

conditions specified in the immediate report (A/65/305/Add.1).671 

242.  During the sixty-fifth session of the General Assembly, in December 2010, the 

General Assembly adopted resolution 65/247. In this resolution, the General Assembly 

reaffirmed that contractual arrangements comprise three types of appointments (temporary, fixed 

term, and continuing), and approved the granting of continuing contracts as of 1 January 2011 to 

eligible staff members on the basis of the continuing needs of the Organization.672 Additionally, 

the General Assembly decided that successful candidates from national competitive recruitment 

examinations and staff from language services after two years of probationary service would be 

granted continuing contracts, notwithstanding the provisions contained in paragraphs 51 to 61 of 

the immediate resolution (which is discussed in part below).673 

243.  In this immediate resolution, the General Assembly decided that the continuing 

needs of the Organization would be determined on the basis of established and temporary posts 

of a duration of more than five years, as well as general temporary assistance in special political 

missions, with the exception of those covered by the provisions of paragraphs 53 (b) and (c) of 

the resolution as discussed below.674  

244.  In paragraph 53 of the immediate resolution, the General Assembly further 

decided that staff members must satisfy the following criteria in order to be eligible for 

consideration for the granting of continuing contracts: 
                                                   

671 Ibid., section V, para. 72(c). 
672 G A resolution 65/247, section VI, paras. 48,49. 
673 Ibid., para. 50. 
674 Ibid., para. 51. 
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“(a) They must have completed a minimum of five years of continuing service 
under the Staff Regulations and Rules of the United Nations: 
(i) Staff members of the United Nations Secretariat who have accrued at least five 
years of continuous service on fixed-term appointments, including periods of 
service in an entity that applies the Staff Regulations and Rules of the United 
Nations; 
(ii) Staff members who were previously appointed under the 100, 200 or 300 
series of the staff rules and who have been appointed since 1 July 2009 on a fixed-
term appointment under the provisional staff rules after a competitive process 
under staff rule 4.15 if they have served for five years continuously; 
(b) They must not be national staff recruited for field missions; 
(c) They must not be international or locally recruited staff recruited for service in 
the International Criminal Tribunal for Rwanda or the International Tribunal for 
the Former Yugoslavia; 
(d) They must have received a performance rating of at least “Meets expectations” 
or equivalent in the four most recent performance appraisal reports, and must not 
have been subject to any disciplinary measure during the five years prior to their 
consideration for the granting of a continuing contract; 
(e) They must have at least seven years of service remaining before reaching the 
mandatory age of separation[.]”675 
 

245.  Additionally, the General Assembly decided that internationally recruited 

staff in the Professional and higher categories as well as staff in the Field Service 

category who satisfy the eligibility criteria above shall be allocated points (as set out in 

the annex of the immediate resolution) for the following additional criteria: 

“(a) Performance ratings of above “Meets expectations” or equivalent in the four 
most recent performance appraisal reports;  
(b) Service in duty stations with hardship classification of A, B, C, D or E of at 
least one year in each duty station; 
(c) Service in non-family duty stations of at least one year in each duty station; 

                                                   

675 Ibid., para. 53. 
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(d) Geographical mobility, defined as movement between two duty stations in 
different countries, with continuous periods of service of at least one year in each 
duty station; 
(e) Functional mobility, defined as continuous periods of service of at least one 
year each in more than one job family; 
(f) Proficiency in one official language of the United Nations other than one’s 
mother tongue; 
(g) Each additional year of service beyond five years[.]”676 

 
246.  In this resolution, the General Assembly requested the Secretary-General to report 

back to it on the implementation of the continuing appointments regime, within the context of his 

report on human resources reform, starting with the sixty-seventh session of the General 

Assembly.677 The General Assembly also requested that the Secretary-General report back to the 

Assembly at its seventy-third session on the implementation of the provisions of the present 

resolution, with the aim of reviewing the system of granting continuing contracts, and decided 

that staff members who were granted such contracts shall be subject to decisions of the General 

Assembly on mobility and the learning policy of the Secretary-General.678 

247.  Finally, in regard to the provisional staff rules and amendments to the Staff 

Regulations, the General Assembly took note of the report of the Secretary-General on the 

provisional staff rules, and decided to defer consideration of the Secretary-General’s proposal to 

amend the staff regulations until its sixty-sixth Session.679 No further action was taken regarding 

the staff rules or staff regulations during the period under review. 

                                                   

676 Ibid., para. 54. 
677 Ibid., para. 60. 
678 Ibid., 61,62. 
679 Ibid., section X, paras. 74,75. 
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C. The Principle of Geographical Distribution 

1. In general 

248.  Both prior to, and during the period under review, the General Assembly 

requested that the Secretary-General ensure the highest standards of efficiency, competence and 

integrity serve as the paramount consideration in the employment of staff, with due regard for the 

principle of equitable geographical distribution, in accordance with Article 101, paragraph 3, of 

the Charter of the United Nations.680 Prior to the period under review, in resolution 60/238, the 

General Assembly noted that, owing to projected retirements, many Member States may become 

unrepresented and underrepresented during the period 2005–2009, and requested that the 

Secretary-General urgently take steps to address this matter.681 The General Assembly also 

reiterated its request that the Secretary-General include an analysis of the level of 

underrepresentation in his report on the composition of the Secretariat, and further requested that 

the Secretary-General to provide to the General Assembly at its sixty-first session an assessment 

of recruitment to P-2 and P-3 posts, including the effect of the national competitive examinations 

and, if relevant, recommendations on how to improve this method of recruitment.682  

249.  In 2006, the General Assembly adopted resolution 60/260, in which it requested 

that the Secretary-General submit a report containing proposals to effectively increase the 

                                                   

680 G A resolution 60/238, para. 1.  
681 Ibid., para. 5. 
682 Ibid., paras. 6,7. 



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

140 

Copyright © United Nations 

 

representation of developing countries in the Secretariat, specifically at the senior levels, and 

with due regard to the principle of equitable geographical distribution of posts.683 

250.  Subsequent to the above requests, the Secretary-General issued report A/61/228. 

In this report, the Secretary-General stated that equitable geographical distribution continued to 

be a priority issue and was addressed in a variety of ways. Among them was the human resources 

action plans where heads of departments and offices undertook to increase the number of 

recruitments of candidates from unrepresented and underrepresented Member States on posts 

subject to geographical distribution.684 Additionally, the department and office heads undertook 

such plans in order to monitor the share of developing countries, countries with economies in 

transition and developed countries in the Secretariat’s geographical composition at the 

Professional and higher categories. The Secretary-General then stated that it was the 

Management Performance Board that monitored the performance of each department and office 

in the implementation of the human resources action plans.685 The Secretary-General also 

provided more detailed information regarding the human resources action plans686 in this 

report.687 

                                                   

683 G A resolution 60/260, section II, para. 2(e). 
684 A/61/228, para. 94. 
685 Ibid. 
686 A/61/257, para. 82 stated that, “human resources action planning was introduced in 1999 
throughout the Secretariat. The departmental human resources action plans are biennial compacts between 
the heads of the participating departments/offices and the Assistant Secretary-General for Human 
Resources  Management. The action plans, which include organizational human resources management 
goals based on the relevant mandates of the General Assembly, help to guide programme managers in 
their human resources management activities during the two-year planning cycle.” 
687 A/61/228, paras. 21, 22 stated that “[t]he departmental human resources planning system is based 
on biennial action plans, which are compacts between the heads of the participating department/offices 
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251.  Another way in which the Secretary-General was addressing the issue of equitable 

geographical distribution was through the staff selection system, which required heads of 

departments and offices to certify that they had taken into account the Organization’s human 

resources objectives and targets as reflected in the departmental human resources action plans, 

particularly concerning geography.688 

252.  Further, the Secretary-General stated689 that he had proposed a “fast track” pilot 

project, which was a new measure to assist in reducing the level of underrepresentation of 

Member States and the number of unrepresented Member States.690 The Secretary-General 

further stated that the General Assembly, through resolution 59/266, had authorized the 

Secretary-General to establish for a trial period of two years, “a special roster of candidates from 

unrepresented and underrepresented Member States for a number of posts at the P-4 and P-5 

levels only, until such Member States are within the desirable ranges.”691 After preparatory 

consultations with unrepresented and underrepresented Member States, the Office of Human 

                                                                                                                                                                    

and the Assistant Secretary-General for Human Resources Management. The plans, an important element 
of the organizational accountability framework, are also reflected in the programme management  plans 
between heads of departments and the Secretary-General. 22. The human resources action plans include 
organizational human resources management goals based on the relevant mandates of the General 
Assembly. The action 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.” 
688 A/61/228, para. 95. 
689 Ibid., para. 98. 
690 Ibid. 
691 Ibid. 
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Resources Management (OHRM) launched a fast-track pilot project in May 2006 in partnership 

with departments and concerned Member States.692  

253.  The Secretary-General further stated in A/61/228 that another important means of 

addressing the issue of equitable geographical representation was the national competitive 

examination (NCE), which was offered annually to nationals from Member States that were 

unrepresented, underrepresented or in danger of falling below their desirable range.693  

254.  Concerning the statement by the General Assembly addressing the impending 

retirements of many staff members, the Secretary-General stated that he was addressing the 

matter in a variety of ways, including more focused workforce planning, the inclusion of 

Member States in danger of becoming unrepresented or underrepresented in the NCE, and 

reminders to managers to advertise posts six months prior to anticipated retirements.694  

255.  In the Secretary-General’s annual report on the composition of the Secretariat 

issued in 2006 (A/61/257), he provided information on important demographic characteristics of 

the Secretariat and the system of desirable ranges for the geographical distribution of staff.695 

The Secretary-General stated in this report that a review of progress towards achieving the 

planning goals during the first year of the then-existing action plan cycle696 had been completed 

                                                   

692 Ibid., para. 99.  
693 Ibid., para. 100, stated that, “staff recruited through the examination were given geographical 
status.” 
694 Ibid., para. 101. 
695 A/61/257, para. 1.  
696 A/61/257, section III(A), para. 85 stated that “[a]dditional information on the human resources 
action plans is provided in the sections on human resources planning and  monitoring of the Secretary-
General’s reports entitled “Human resources management reform.” See also A/61/228, A/61/255, 
A/61/319.  
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by OHRM, in cooperation with participating departments and offices.697 The Secretary-General 

further stated that the departmental mid-cycle scorecards had been submitted to the Management 

Performance Board, and that the Board noted that although certain departments had made good 

progress in attaining their goals, the overall performance needed improvement, especially in the 

areas of geographic representation and gender balance.698  

256.  Also in this report (A/61/257), the Secretary-General analyzed the level of 

underrepresentation for staff under the system of desirable ranges on posts subject to 

geographical distribution699 from 2002 through 2006.700 For the purposes of this analysis, the 

level of underrepresentation was defined as “the difference between the number of a Member 

State’s nationals who are active staff in the Secretariat under the system of desirable ranges and 

the lower limit of the Member State’s desirable range.”701 

257.  In report A/61/257, the Secretary-General put forth another means by which he 

was addressing the issue of equitable geographical distribution (in addition to the means detailed 

above in A/61/228). This means was the Galaxy e-staffing system.702 The Galaxy e-staffing 

system had been enhanced to include a special feature that highlighted candidates from 

                                                   

697 A/61/257, section III(A), para. 84. 
698 Ibid. 
699 Ibid., para. 87 stated that “[t]he increase in the number of unrepresented and underrepresented 
Member States from 27 in 2002 to 29 in 2006 and the creation of 300 additional posts under the system of 
desirable ranges has resulted in an increase in the overall number of recruitments that is required to bring 
all existing unrepresented and underrepresented Member States within range. That number rose from 194 
in 2002 to 217 in 2006.” 
700 A/61/257, section III(B), para. 86. 
701 Ibid. 
702 Ibid., para. 99. 
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unrepresented and underrepresented Member States and also offered a search function to help 

managers identify candidates by nationality.703 

258.  Subsequent to the issuance of the Secretary-General’s above report, the General 

Assembly adopted resolution 61/244. In this resolution, the General Assembly reaffirmed that the 

national competitive examinations were the source of recruitment for P-2 posts subject to 

geographical distribution in order to reduce non-representation and underrepresentation of 

Member States in the Secretariat. The General Assembly further requested the Secretary-General 

to accelerate the recruitment of candidates who had passed national competitive examinations.704 

259.  Additionally in this resolution, the General Assembly noted that the number of 

unrepresented and underrepresented Member States had increased since 2002,705 and further 

noted with concern that the total number of staff from underrepresented Member States and their 

proportion to the total number of staff in posts subject to geographical distribution decreased in 

the period between 2002 and 2006.706  

260.  Also, the General Assembly welcomed the aforementioned analysis by the 

Secretary-General of the level of underrepresentation,707 regretted the insufficient accountability 

of department and office heads in that regard,708 and requested that the Secretary-General post 

                                                   

703 Ibid. 
704 G A resolution 61/244, section III, para. 1.  
705 Ibid., section X, para. 2. 
706 Ibid., para. 4. 
707 Ibid., para. 5. 
708 Ibid., para. 6. 
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information regarding the human resources action plans on the United Nations website and to 

report thereon in the context of the Management Performance Board report.709 

261.   Further, General Assembly expressed concern over the decline in the number of 

nationals from developing countries at the senior and policymaking levels,710 expressed further 

concern over the imbalance in different departments of the Secretariat in that same regard,711 and 

requested that the Secretary-General ensure (through the Management Performance Board) the 

monitoring of the implementation of human resources action plans.712 

262.  In this resolution, the General Assembly also reiterated its request to the 

Secretary-General to intensify his efforts to increase recruitment from unrepresented and 

underrepresented Member States and to undertake outreach efforts designed to prevent countries 

from falling under those categories,713 and decided to continue the fast-track roster for an 

additional two-year period, and requested the Secretary-General to report at its sixty-third 

session on the effectiveness of the roster.714 

263.  Moreover, the General Assembly requested that the Secretary General take all the 

necessary measures to ensure equitable representation of Member States at the senior and policy 

making levels of the Secretariat (especially those that had inadequate representation in those 

levels at that time),715 and reiterated its previous request to the Secretary-General to present 

                                                   

709 Ibid., para. 8. 
710 Ibid., para. 9. 
711 Ibid., para. 9. 
712 Ibid., para. 11. 
713 Ibid., para. 12. 
714 Ibid., para. 13. 
715 Ibid., para. 14. 
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proposals to effectively increase the representation of developing countries in the Secretariat.716 

Finally, the General Assembly considered that the encouragement of recruitment from 

unrepresented and underrepresented Member States should not disallow other qualified 

candidates from competing.717 

264.  During the sixty-second session of the General Assembly, the Secretary-General 

issued report A/62/315, which provided a number of demographic characteristics, as well as 

addressing geographical distribution at the senior and policymaking levels.718 Concerning 

geographical representation at the senior and policymaking levels, the Secretary-General stated 

that he was committed to achieving gender and geographical balance in his team of senior 

officials.719 To that end, during the first six months of his tenure, he had ensured that a number of 

key positions have been filled by women, while keeping in mind the need for equitable 

geographical representation of Member States, including those with inadequate representation at 

such senior levels, and had solicited nominations from Member States for several senior 

positions and would continue to do so.720 

265.  Further, the Secretary-General stated that his focus on senior appointments at the 

D-2 and above levels, Assistant Secretary-General, and Under-Secretary-General positions was 

being communicated to Member States and other entities, as well as advertised in the 

international media, which contributed to a broader pool of candidates for consideration in both 

                                                   

716 Ibid., para. 17. 
717 Ibid., para. 19. 
718 A/62/315, para. 1. 
719 Ibid., para. 84. 
720 Ibid. 
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geographical and gender terms.721 Additionally, the Secretary-General noted that he had 

increased female representation in the senior appointments group which, at the Secretary-

General’s request, advised him on senior appointments at the Under-Secretary-General and 

Assistant Secretary-General levels, and had also established a field appointments panel to 

examine and make recommendations on field appointments at the senior levels.722  

266.  In 2007, the Joint Inspection Unit (JIU) issued report JIU/REP/2007/9, and noted 

that “the fact that the examination is offered only to nationals from countries that are not 

represented, or are not adequately represented in the Secretariat, serves the purpose of improving 

the geographical composition of the Secretariat. Thus [the national competitive recruitment 

examination (NCRE)] contributes to achieving the objective of equitable geographical 

representation set by the General Assembly. However, since the NCRE is only one of the 

recruitment channels used by the United Nations, it alone cannot secure the required 

geographical distribution of staff.”723 

267.  The Secretary-General transmitted, along with the report of the JIU entitled 

“Review of the national competitive recruitment examination as a recruitment tool”, a note 

containing his comments on the report (A/62/707/Add.1). The Secretary-General stated that the 

report of the JIU provided qualitative and quantitative data to support the Secretary-General’s 

statements and confirmed that recruitment from the roster of the NCRE had had a significant 

                                                   

721 Ibid., para. 85. 
722 Ibid. 
723  JIU/REP/2007/9. 



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

148 

Copyright © United Nations 

 

impact on the improvement of geographical representation within the Organization.724 Further, 

the Secretary-General noted that “[w]hile the report highlights several shortcomings in the 

processes associated with the programme, it should be noted that efforts are currently under way 

to correct and address these concerns.”725 

268.  In 2008, the Secretary-General issued report A/63/282, which addressed the 

measures put in place in order to ensure recruitment on as wide a geographical basis as 

possible.726 The Secretary-General stated that, as of 1 January 2007, the revised staff selection 

system required that: “ (a) [f]or posts in the Professional and higher categories subject to 

geographical distribution, if the head of department or office proposes to select an external 

candidate from an overrepresented Member State, the proposed selection decision must be 

justified to and approved by the Office of Human Resources Management prior to selection;  (b) 

[f]or vacancies at the P-3 level, prior to the selection of an external candidate, that decision must 

be justified on the record to and approved by the Office of Human Resources Management.”727 

269.  The Secretary-General elaborated that in considering the proposed selection 

decisions in the context of the above provisions, the OHRM took into account the geographical 

representation status of the countries of nationality of recommended external candidates, the 

status of the implementation of geographic and gender targets specified in departmental human 

resources action plans, the availability of qualified internal candidates, and the operational 

                                                   

724  A/62/707/Add.1, para. 2.  
725  Ibid., para. 3. 
726 A/63/282, section 3(a), para. 53.  
727 Ibid., para. 54. 
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requirements of departments and offices.728 In addition, the Secretary-General emphasized that 

departmental human resources action plans provided a means of monitoring whether the 

department or office had met its human resources goals, including achieving progress towards 

attaining geographic and gender targets.729 Additionally, the Secretary-General also stated that 

the representation status of Member States had improved over the two years prior to his report.730 

270.  The Secretary-General also addressed the lessons learned in the aforementioned 

fast-track project.731 The Secretary-General stated that these lessons were incorporated into the 

continuation of outreach efforts to reach the goal of equitable geographical representation, and 

that several new measures were put in place to improve geographical representation.732 These 

new measures included the creation of an Outreach Unit in OHRM.733 Further, the Secretary-

General stated that outreach missions were planned for later in 2008 to certain unrepresented and 

underrepresented Member States, and could be considered for additional Member States that 

were below the desirable range.734 

271.  Additionally, the Secretary-General stated that another measure taken to solicit 

candidates from unrepresented and underrepresented Member States was to link the websites of 

the United Nations Information Centres in those States to the Galaxy e-staffing tool.735 

                                                   

728 Ibid., para. 55. 
729 Ibid., para. 56. 
730 Ibid., para. 57. 
731 Ibid., para. 59. 
732 Ibid. 
733 Ibid. 
734 Ibid. 
735 Ibid. 
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In 2008, through resolution 63/250, the General Assembly repeated many of its statements from 

resolution 61/244 discussed above. The General Assembly also welcomed the continuing efforts 

of the Secretary-General to improve the situation of unrepresented and underrepresented 

Member States and of those which might become underrepresented under the system of desirable 

ranges,736 and reiterated its request to the Secretary-General to present proposals to effectively 

increase the representation of developing countries in the Secretariat and to report back thereon 

at the Assembly’s sixty-fifth session.737 The General Assembly further welcomed the efforts of 

the Secretary-General to set specific targets throughout the Organization in order to increase 

recruitment from unrepresented and underrepresented Member States.738 

272.  The General Assembly also recalled its request to the Secretary-General to reduce, 

to the extent possible, the number of unrepresented and underrepresented Member States in the 

Secretariat by 30 percent by 2010, compared to the level in 2006, and requested that he report to 

the General Assembly thereon, in the context of his report on human resources management.739 

273.  Finally, the General Assembly recognized that considerable change had taken 

place in the composition and the number of staff of the global United Nations Secretariat in the 

preceding two decades, recalled the above reports of the Secretary-General, and requested him to 

submit to the General-Assembly at its sixty-fifth session, proposals for a comprehensive review 

of the system of desirable ranges, with a view towards establishing a more effective tool to 

                                                   

736 G A resolution 63/250, section IX, para. 5. 
737 Ibid., para. 8. 
738 Ibid., para. 9. 
739 Ibid., para. 15. 
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ensure equitable geographical distribution in relation to the total number of staff of the global 

United Nations Secretariat.740  

274.  In 2009, the Secretary-General issued report A/64/352, which discussed the 

human resources action plans. According to the Secretary-General, OHRM had implemented an 

enhanced version of the action plan website to further improve transparency and empower 

departments and offices. The enhancements included comprehensive statistical data on action 

plan indicators (derived from various stand-alone data systems), and the ability to extract the 

underlying data in respect of all indicators, thus contributing to departmental awareness of their 

strengths and weaknesses.741  

275.  Also in this report, the Secretary-General stated that the role of OHRM included 

the preparation of a performance scorecard for each department, as well as an overall 

organizational summary, which were provided to the Management Performance Board for review 

at the middle and the end of each cycle. The Management Performance Board reviewed 

performance results at the end of the fifth cycle (2007-2008) in April 2009, and its findings were 

communicated to each head of the departments and offices, which were in turn requested to 

submit planned measures to overcome any performance shortcomings.742 Additionally, the 

Secretary-General stated that while the number of underrepresented countries had gone up, the 

underlying data showed that this was due to a peak in retirements from the newly 

underrepresented countries over the preceding two years, as well as an increase in the number of 

                                                   

740 Ibid., para. 17. 
741 A/64/352, section IV, para. 87.  
742 Ibid., para. 88. 
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budgeted posts subject to geographical distribution.743 Later that same year, the ACABQ issued 

report A/64/518, in which it considered the composition of the Secretariat. In this report, the 

ACABQ urged the Secretary-General to intensify his efforts to achieve the geographical 

distribution and gender balance targets set by the General Assembly.744  

276.  In September 2010, during the sixty-fifth session of the General Assembly, the 

Secretary-General submitted another report on the issue of geographical distribution during the 

period under review (A/65/305 and A/65/305/Add.2). Report A/65/305/Add.2 included a review 

of the system of desirable ranges pursuant to resolution 63/250. It also reviewed “the origin and 

the purpose of the system of desirable ranges and the changes that have taken place since 1945 

and updates the scenarios presented in the report of the Secretary-General entitled 

“Comprehensive assessment of the system of geographical distribution and assessment of the 

issues relating to possible changes in the number of posts subject to the system of geographical 

distribution” (A/59/724). These updated scenarios provide information on how Member State 

representation could potentially change as a result of various changes to the system of desirable 

ranges.”745 

277.  The Secretary-General stated that his report showed the impact on the system of 

geographical distribution if changes were to be made to the weights of the existing factors 

(membership, population, and contribution) used in order to determine the desirable ranges of 

representation for Member States, as well as changes to the base figure of number of posts 

                                                   

743 Ibid., para. 91. 
744 A/64/518, section V, para. 60. 
745 A/65/305/Add.2, section I, para. 2. 
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included in the system of desirable ranges. The Secretary-General further stated that the various 

scenarios described in his report showed how changing the weights of the factors would result in 

changes in the representation status of Member States, and that the same was true when the base 

figure was expanded to include staff currently not having geographic status.746 

278.  Report A/65/305 of the Secretary-General included a summary of the follow-up 

action taken by the Secretary-General to implement the requests of the General Assembly from 

its resolution 63/250, including requests by the ACABQ that had been endorsed by the General 

Assembly.747 

279.  Concerning the request of the General Assembly 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 departments, offices and levels, including the 

Director level and higher levels, of the Secretariat,”748 and the Assembly’s request that “the 

Secretary-General [...] take all necessary measures to ensure, at the senior and policymaking 

levels of the Secretariat, equitable representation of Member States, especially those with 

inadequate representation at those levels, and to continue to include relevant information thereon 

in all future reports on the composition of the Secretariat,”749 the Secretary-General stated that 

the human resources management scorecard (formerly human resources action plans) would 

monitor performance towards geographical and gender targets.750 Further, the Secretary-General 

                                                   

746 Ibid., section V, para. 42. 
747 A/65/305 Annex, section IX. 
748 Ibid. 
749 Ibid. 
750 Ibid. 
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stated that he had requested that three candidates, including one female candidate, be submitted 

through the Senior Review Group for selection of candidates at the D-2 level, and outreach 

efforts had been increased (including visits to universities with a large composition of 

international students from unrepresented and underrepresented countries).751 

280.  Regarding the General Assembly’s request that the Secretary-General post action 

plans on the United Nations Intranet, the Secretary-General stated that this task had been 

completed.752 

281.  Additionally, concerning the General Assembly’s request “to the Secretary-

General to reduce, to the extent possible, the number of unrepresented and underrepresented 

Member States in the Secretariat by 30 per cent by 2010, compared to the level in 2006, and [...] 

to report to the General Assembly thereon, as appropriate, in the context of his report on human 

resources management,”753 the Secretary-General stated that from 2006 to 2010, the number of 

unrepresented countries had decreased from 18 to 12, but the number of underrepresented 

countries had increased from 11 to 31, and that further details were provided in the report of the 

Secretary-General on the composition of the Secretariat (A65/350).754 

282.  Concerning the request of the General Assembly that the Secretary-General 

“submit to the General Assembly, at its sixty-fifth session, proposals for a comprehensive review 

of the system of desirable ranges, with a view to establishing a more effective tool to ensure 

equitable geographical distribution in relation to the total number of staff of the global United 
                                                   

751 Ibid. 
752 Ibid. 
753 Ibid. 
754 Ibid. 
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Nations Secretariat,”755 the Secretary-General stated that the above report on desirable ranges 

(A/65/305/Add.2) addressed that request.756 

283.  In regards to the General Assembly’s request that the Secretary-General diversify 

the pool of candidates for senior level positions in the Organization, the Secretary-General stated 

that he had made concerted efforts in the regard.757 

284.  After the release of this report by the Secretary-General, the ACABQ issued 

report A/65/537, which included an assessment of the system of geographic distribution.758 In 

this report, the ACABQ stated that it believed that the above report of the Secretary-General did 

not adequately respond to the request of the General Assembly, as no new elements were 

introduced that could enhance the effectiveness of the system.759 Further, the ACABQ pointed 

out that there were a number of technical issues in the report.760 

285.  Additionally, the ACABQ stated that while it considered this issue a matter of 

policy for the General Assembly, the report of the Secretary-General provided no 

recommendations and little basis upon which to make a decision on any change to the system of 

desirable ranges.761 The ACABQ further stated that it would be up to the General Assembly to 

decide whether to provide further guidance to the Secretary-General in this matter.762 

                                                   

755 Ibid. 
756 Ibid. 
757 Ibid. 
758 A/65/537, section IV, para. 59. 
759 Ibid., para. 61. 
760 Ibid., para. 61. 
761 Ibid., para. 62. 
762 Ibid. 
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286.  In December 2010, near the end of the period under review, the General Assembly 

adopted resolution 65/247. In this resolution, the General Assembly repeated its request for the 

Secretary-General to submit proposals for a comprehensive review of the system of desirable 

ranges, with a view towards establishing a more effective tool to ensure equitable geographical 

distribution in relation to the total number of staff of the global United Nations Secretariat,763 and 

reiterated its request that the Secretary-General present proposals to effectively increase the 

representation of developing countries in the Secretariat and to report thereon to the General 

Assembly at its sixty-seventh session.764 Finally, the General Assembly reaffirmed that the 

system of geographical distribution was applicable solely to regular budget posts in the 

Professional and higher categories of staff.765 No further action concerning the issue of 

geographical distribution was taken during the period under review. 

 

2. Improvement of the status of women in the United Nations system 

287.  In 2006, during the sixty-first session of the General Assembly, the International 

Civil Service Commission (ICSC) issued its annual report.766 Under its mandate from the 

General Assembly to periodically review the representation of women in the Common System 

organizations, the ICSC requested its secretariat to report on the latest progress of the 

representation of women, including information on the representation of women by region, as 

                                                   

763 G A resolution 65/247, section VII, para. 63. 
764 Ibid. 
765 G A resolution 65/247, section VII, para. 67.  
766 A/61/30. 
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well as on the gender plans of organizations and their development, implementation and 

effectiveness.767  

288.  In this report, the ICSC decided to take note of the information provided by its 

secretariat regarding the representation of women in the Professional and higher categories in 

Common System organizations, and expressed its disappointment at the insufficient progress 

made, particularly at the senior level.768 As a result, the ICSC urged the Common System 

organizations to designate a senior level focal point for gender issues in order to provide 

leadership in formulating appropriate plans and strategies for achieving gender balance, 

including responsive workforce and succession planning to cater for retirements, if the 

organizations had not already done so.769 The ICSC further encouraged the organizations to hold 

managers accountable for achieving established gender goals through their annual performance 

appraisal, stated that it would continue to monitor future progress in achieving gender balance 

every two years, and requested its secretariat to provide a report on the issue at its sixty-seventh 

session in July 2008.770  

289. The General Assembly took note of the findings presented by the ICSC in its 

above report on 22 December, 2006.771 At the same time, the General Assembly noted with 

disappointment the insufficient progress made concerning the representation of women in the 

                                                   

767 Ibid., section C, para. 96. 
768 Ibid., section C, para. 112(a). 
769 Ibid., 112(b). 
770 A/61/30, section C, para. 112(d),(f). 
771 G A resolution 61/239, section II(D), para. 1. 
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United Nations Common System, particularly the significant underrepresentation at senior 

levels.772 The General Assembly further urged the ICSC to continue to make recommendations 

on practical steps that should be taken to improve the representation of women within the 

organizations of the United Nations Common System.773 

290. Also during the sixty-first session of the General Assembly, the Secretary-

General issued a report concerning the improvement of the status of women in the United 

Nations system.774 This report was conducted pursuant to General Assembly resolution 59/164. 

The Secretary-General stated that in both the United Nations system and the Secretariat, the 

representation of women in the Professional and higher categories remained almost static 

(showing negligible improvement in most cases, and a decrease in some) during 2004 (for the 

United Nations system) and from 2004 to 2006 (for the Secretariat).775 The Secretary-General 

then stated that more concerted efforts were clearly required in order to achieve gender parity at 

all levels and categories, and particularly at the senior and policymaking levels.776   

                                                   

772 Ibid., para. 2. 
773 Ibid., para. 4. 
774 A/61/318. 
775 A/61/318 states “[f]or example, the D-1 level stood at 25.3 per cent, a decrease of 6.95 per cent 
and the most striking since 2004. In the United Nations system, one positive development was an increase 
in the number of women resident coordinators, from 21 per cent in 2004 to 32.5 per cent in July 2006.” In 
paragraph 81 in section VII of this report, the Secretary-General further concluded that, “[w]ith respect to 
the Secretariat in particular, between 30 June 2004 and 30 June 2006, the representation of women in 
decision making posts, at the Under-Secretary-General to D-1 levels, decreased by 3.71 per cent, with the 
largest decrease of 6.95 per cent registered at the D-1 level. In the Professional category a negligible 
increase of 0.37 per cent was registered. Moreover, the trend in cumulative growth for the Professional 
category of staff is particularly discouraging, averaging a marginal 0.35 per cent between 1998 and 
2006.” 
776 Ibid. 
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291.  Previously, the General Assembly had requested an analysis of the causes of the 

slow advancement of women in its resolution 57/180. This report was phase II777 of that request, 

namely an analysis of the United Nations system.778 This report identified several key factors: 

“gender strategy; gender planning statistics; recruitment and selection processes; development 

and career planning; mobility; working climate and culture; accountability; and informal 

barriers.”779 The analysis of the Secretary-General included a number of conclusions. 

292.  Among the conclusions, the Secretary-General found that the influence of the 

working climate and culture on career progression and productivity was clear.780 The analysis 

revealed that “the objective of introducing work/life policies to attract and retain quality staff, 

especially women, has not yet had a positive impact on the current managerial culture, which 

continues to view those policies both as a barrier to efficiency and productivity and as 

incompatible with career advancement and the performance of managerial level posts. That 

attitude requires change.”781  

293.  Further, the Secretary-General reported that mobility across jobs, departments and 

duty stations can help women’s careers.782 The Secretary-General then stated that effective career 

and succession planning was imperative.783 The Secretary-General also reported that the mobility 

                                                   

777 A/61/318 states that phase I of the analysis (an analysis of the Secretariat) was submitted to the 
General Assembly in A/59/357. 
778 Ibid. 
779 Ibid. 
780 Ibid. 
781          Ibid., section VII, para. 82. 
782 Ibid., para. 83. 
783 Ibid. 



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

160 

Copyright © United Nations 

 

of women staff members would be facilitated by the availability of the opportunity for spouse 

employment and women’s access to informal networks and sponsors.784 Additionally, a more 

flexible view of mobility through enhanced inter-agency and interdepartmental mobility, as well 

as a credit system that would allow a more phased approach to mobility throughout the career 

phases was suggested by the analysis.785 

294.  The report also identified accountability as especially critical.786 As such, the 

Secretary-General concluded that while the Office of Human Resources Management and the 

Office of the Special Adviser on Gender Issues held important advisory and monitoring 

functions, departmental accountability for gender balances (particularly at the level of program 

managers and on a continuous basis) was fundamental.787 

295.  The Secretary-General additionally concluded that transparency and systematic 

year-long implementation and monitoring of the special measures for gender equality within the 

departments was vital, and that an active system of monitors and facilitators from within 

departments and offices that formally participated in the pre-selection processes provided a 

useful support mechanism for managers.788 Further, the Secretary-General stated that such a 

                                                   

784 Ibid. 
785 Ibid.  
786 Ibid., para. 84. 
787 Ibid. 
788 Ibid., para. 85. 
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system would entail “establishment of focal points who would monitor and promote gender 

balance.”789  

296.  The Secretary-General continued, and stated that the United Nations system had 

established many elements required for an effective gender balance system.790 However, those 

elements needed to by enhanced and strengthened by special measures adapted to the staff 

selection systems and further enhanced and strengthened by clearly defined organizational 

responsibilities for gender balance at all levels.791 However, actions within the United Nations 

system alone would be insufficient. The Secretary-General further stated that Member States 

would have to establish and promote mechanisms within their own respective systems to 

encourage qualified women to apply for positions within the United Nations System.792 

297.  In 2008, the ICSC continued its biennial review of the progress towards achieving 

gender balance as stated in its report A/61/30 of 2006.793 In this report,794 the ICSC noted the 

General Assembly’s urging of the ICSC to continue making recommendations on practical steps 

to improve the representation of women in the organizations of the United Nations common 

                                                   

789 Ibid. 
790 Ibid, para. 89. 
791 Ibid. 
792 A/61/318, Sec. VII, para. 90 states that, “Member States would have to establish and promote 
mechanisms within their own respective systems to encourage qualified women from both governmental 
and nongovernmental sources to apply for positions in the organizations and agencies of the United 
Nations system.” 
793 A/63/30. 
794 Ibid. 
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system.795 As a part of this review, the ICSC requested its secretariat to provide a report on the 

issue.796 

298.  The report of the ICSC secretariat included staffing data on then-current 

composition, recruitment, promotion, separation and retirement by gender and level, as well as 

data on the distribution of staff members by gender and region.797 The report further analyzed 

available gender-sensitive policies and “measures for recruitment, promotion, retention 

(work/life policies), gender awareness, including policies on harassment, and monitoring and 

accountability that support a work environment conducive to achieving gender balance in the 

organizations.”798  

299.  The decisions were set forth by the ICSC in its biennial review in 2008,799 

wherein the ICSC noted with disappointment that many organizations had not yet implemented 

its previous recommendations included in its 2006 report800 (discussed above), and the ICSC 

reiterated those recommendations.801 Further, the ICSC expressed serious concern that the goal 

of a 50/50 gender balance (especially at the D-1 level and above) remained unmet with 

negligible improvements.802 

                                                   

795 Ibid., para. 96. 
796 Ibid., para. 95. 
797 Ibid., para. 97. 
798 Ibid.  
799 A/63/30. 
800 A/61/30. 
801 A/63/30, para. 109(b). 
802 Ibid., para. 109(a). 
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300.  In addition to the recommendations set forth in its previous report A/61/30, the 

ICSC urged organizations to consider granting selection/promotion review bodies the authority 

to overrule selection decisions when a qualified man was selected over an equally qualified 

woman, until the 50/50 gender goal was met at all levels as a special measure.803 Further, the 

ICSC decided to take leadership in instituting systematically designed mandatory exit interviews 

in all organizations, and, therefore, requested its secretariat in collaboration with the 

representatives of organizations and staff bodies, to develop a questionnaire for exit interviews to 

be used across the common system.804 Finally, the ICSC requested its secretariat to explore the 

feasibility of establishing an inter-agency roster of qualified women to be available to 

organizations of the United Nations common system.805 

301.  During its sixty-third session, the General Assembly noted the above decisions of 

the ICSC, and further noted its disappointment with the insufficient progress made regarding the 

representation of women in the organizations of the United Nations common system, particularly 

in regard to the underrepresentation of women at senior levels.806 Once again, the Assembly 

invited the ICSC to continue to monitor future progress in achieving gender balance, “including 

the aspect of regional representation if it deems it appropriate, and to make recommendations on 

                                                   

803 Ibid., para. 109(c). 
804 Ibid., para. 109(d). 
805 Ibid., para. 109(e). 
806 G A resolution 63/251, section 5, paras. 1,2. 
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practical steps that should be taken to improve the representation of women in the organizations 

of the United Nations common system[.]”807 

302.  In 2009, the ICSC considered reports that provided updates on the feasibility of 

establishing an inter-agency roster of qualified women, and on the progress towards developing a 

well-structured exit interview questionnaire.808 In this report, the ICSC decided to not pursue the 

establishment of the aforementioned inter-agency roster, because experience elsewhere had 

shown that such measures were not cost-effective and did not serve any practical purposes.809 

Further, the ICSC requested that its secretariat, “work closely with the [United Nations System 

Chief Executives Board for Coordination] secretariat and staff representatives to finalize and 

pilot a standard exit interview questionnaire for use  across the United Nations common system, 

and to identify the mechanism for central data reporting.”810 

303.  The ICSC also encouraged the organizations of the United Nations common 

system to take full advantage of the window of opportunity created by the then-upcoming high 

turnover rates due to retirements over the next five years, and further encouraged the 

organizations to promote and implement innovative approaches to attract, develop, and retain the 

best talent (either men or women).811 

                                                   

807 Ibid., para. 1. 
808 A/64/30. 
809 A/64/30 and Corr. 2, para. 88. 
810 A/64/30. 
811 A/64/30 and Corr. 2, para. 88(b,d) stated that such approaches would include, “outreach 
initiatives, targeted recruitment, timely induction training programmes, policies for work/life balance, 
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304.  The General Assembly, through resolution 64/231, welcomed the decision by the 

ICSC to encourage the organizations to promote and implement innovative approaches to attract, 

develop, and retain the best talent, but also once again noted its disappointment with the 

insufficient progress made with regard to the representation of women in the organizations of the 

United Nations common system (particularly at the senior-levels).812 The General Assembly also 

requested that the ICSC review measures taken by organizations participating in the common 

system concerning the implementation of paragraph three of Article 101 of the United Nations 

Charter and to report its findings, as appropriate.813 Finally, the Assembly invited the ICSC to 

continue to monitor future progress in achieving gender balance, and encouraged the ICSC to 

consider further issues related to the retention of female staff.814 

305.  The ICSC, in its next biennial review (2010),815 once again decided to express its 

concern that the goal of 50/50 gender balance remained unmet and without any notable progress 

(especially at the D-1 level and above), and noted with disappointment that the organizations had 

not implemented all of the ICSC’s previous recommendations.816 The ICSC further recalled the 

recommendations it had set forth in its previous reports and urged organizations to enforce the 

then-existing gender balance policies and measures, as well as to conduct regular monitoring on 

                                                                                                                                                                    

flexible working arrangements, career coaching, mentoring and counselling programmes, career 
development programmes[.]” 
812 G A resolution 64/231, section 3, paras. 1,4. 
813 Ibid., para. 5. 
814 Ibid., paras. 3,6. 
815 A/65/30. 
816 Ibid., paras. 155 (a,b). 
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the level of implementation817. Additionally, the ICSC urged the organizations to incorporate 

such diversity policies as geographical balance into gender strategies and policies.818 Finally, the 

ICSC decided to monitor the future progress in achieving gender balance in the organizations of 

the United Nations common system every four years (as opposed to every two years, which was 

the then-schedule), and it requested that its secretariat provide a report on the issue in 2014.819  

There were no further actions taken on this matter during the period under review. 

D. Conditions of service 

1. Strengthening the International Civil Service Commission 

306.  During the period of 2006 - 2010, the International Civil Service Commission 

(ICSC) continued to regulate and coordinate the conditions of service, salaries, and staff 

allowances of the United Nations common system. At its sixty-first session, the General 

Assembly encouraged the ICSC820 to continue to consider its working methods in consultation 

with the representatives of the staff and the organizations of the common system where 

appropriate.821  

                                                   

817 Ibid., paras. 155 (c,d). 
818 Ibid., para. 155 (e). 
819 Ibid., para. 155 (h). 
820  In G A Resolution 61/239, the General Assembly expressed its encouragement after, 
“[considering] the reports of the International Civil Service Commission for the years 2004, 2005 and 
2006, the note by the Secretariat transmitting the report of the Panel on the Strengthening of the 
International Civil Service and the note by the Secretary-General on the findings and recommendations of 
the Panel.” See also A/59/30, A/60/30 and Corr.1, A/61/30, A/59/153, A/59/399. 
821 G A resolution 61/239, section III, para. 8. 
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307.  In 2007, the ICSC issued a report822 that examined strengthening its role and 

functioning. Prior to this report and before the sixty-fifth session of the ICSC, members of the 

ICSC and its secretariat held a retreat in order to consider ways to strengthen the ICSC and to 

maximize the ICSC’s ability to support the General Assembly in guiding the common system. At 

this time, four specific important goals were identified.  

308.  The first goal was to refocus the role of the ICSC as a regulatory and coordinating 

body (within its existing statute), recognizing that the common system required both coherence 

and flexibility.823 The second goal that was identified was to strengthen and/or develop the 

ICSC’s roles in: “(i) [s]trategic planning of the work of the Commission; (ii) [p]olicy 

development and guidance; (iii) [c]oordination among stakeholders; (iv) 

[m]onitoring/compliance; [and] (v) [r]egulation[.]”824 The third important goal identified was to 

streamline and simplify the ICSC’s then-current activities to achieve the stated objectives with its 

current resources.825 The fourth and final important objective identified by the ICSC in its report 

was to develop an action plan aimed at building a more efficient, effective, strategic ICSC by: 

“(i) [b]uilding a more solid personnel database for analysis and decision making through use of 

the Enterprise Resource Planning systems and improving the exchange of information and data 

between the Commission and the organizations of the common system; [and] (ii) [m]aintaining 

an inventory of best practices both within and outside the common system.”826      

                                                   

822 A/62/30. 
823 Ibid., para. 68(a). 
824 Ibid., para. 68(b). 
825 Ibid., para. 68(c). 
826 Ibid., para. 68(d). 
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309.  During the subsequent sixty-second session of the General Assembly, the 

Assembly welcomed the steps taken by the ICSC to strengthen its role and improve its 

functioning as stated in the aforementioned ICSC report and encouraged the ICSC to continue in 

this process.827 

310.  In 2008, during its sixty-third session, the General Assembly emphasized that the 

capacity of the ICSC as a source of technical expertise and policy advice should be further 

strengthened, stressed that the work of the ICSC would be given the attention and importance it 

deserved by the governing bodies of the common system organizations, and requested that the 

ICSC closely monitor the developments in those organizations in order to ensure the effective 

regulation and coordination of the common system’s conditions of service.828 There was no more 

activity on this matter during the period of 2006 - 2010. 

 

2. Harmonization of Conditions of Service 

311.  From 2006 to 2007, the Secretary-General issued two reports concerning the 

harmonization of the conditions of service during the sixty-first session of the General Assembly. 

The first of these was A/61/255, a report on investing in people, and the second was A/61/861, 

the follow-up report on the harmonization of conditions of service. In these reports, the 

Secretary-General presented a package of human resources reforms which involved simplifying 

                                                   

827  G A resolution 62/227, section II, para. 2. 
828  G A resolution 63/251, section E, paras. 1-3. 
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the contractual arrangements and harmonizing the conditions of service of Secretariat staff in 

non-family duty stations with those of the United Nations agencies, funds and programs. 

312.  In his first report, one of the Secretary-General’s proposals provided for the 

harmonization of conditions of service to meet the needs of an increasingly field-based 

organization. The Secretary-General proposed to harmonize the conditions of service of 

Secretariat staff in the field with those of the United Nations funds and programs 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.829 The Secretary-General further stated that 

such an 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 rule elaborating 

conditions of service for non-family duty stations.830 

313.  Further, in this report, the Secretary-General requested that the General Assembly 

approve in principle the aforementioned harmonization and decide to revert to the issue of the 

resources necessary to enact such a harmonization at the time of the Assembly’s consideration of 

the report of the International Civil Service Commission (ICSC) on the compensation package in 

                                                   

829 A/61/255. 
830 Ibid., para. 289. 
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non-family duty stations to be submitted to the General Assembly during its resumed sixty-first 

session.831 

314.  The General Assembly reviewed the above proposals by the Secretary-General, 

noted that the ICSC had, at that time, established a working group to review the conditions of 

service of international staff serving at non-family duty stations, and then requested that the 

Secretary-General submit a comprehensive report on the issue at the second part of the 

Assembly’s resumed sixty-first session (which was to include possible financial implications).832 

315.  During the resumed sixty-first session of the General Assembly, the ICSC 

submitted its report for the year 2006.833 In this report, the ICSC submitted a number of 

recommendations for the harmonization of the designation of duty stations as family/non-family 

duty stations, stating that it was essential to harmonize the designations of duty stations for the 

fair and equitable treatment of all staff in the common system.834 Regarding the harmonization of 

staff contracts and associated elements, the ICSC decided to recommend that all common system 

organizations harmonize the designation of duty stations “in accordance with the security phase 

                                                   

831 Ibid., paras. 299(d,e). 
832  G A resolution 61/244, section VII, para. 5. 
833 A/61/30/Add.1. 
834 Ibid., section 5, para. 36 stated that it was essential to harmonize the designations for duty stations 
because, “[w]ith the exception of United Nations peace operations, all organizations of the common 
system have established non-family duty stations on the basis of security phases 3, 4 and 5, as designated 
by the Department of Safety and Security. On the other hand, the United Nations had decided, 
independent of the security phase, to designate all the special missions as non-family duty stations. The 
Commission noted that the family/non-family status of the duty station determined whether or not the 
organization would permit relocation of the family. There was also a significant difference in 
compensation and other conditions of service based on the family/nonfamily status.” 
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decided by the Department of Safety and Security and the approach as applied by the Inter-

agency Committee on Field Duty Stations of the Human Resources Network of the United 

Nations System Chief Executives Board for Coordination (CEB).”835 

316.  Further, the ICSC decided to recommend that the appointments of limited 

duration (300 series appointments) be phased out in non-family duty stations, and be replaced by 

the fixed-term contracts as defined in the ICSC contractual framework.836 Further, the ICSC 

recommended that all fixed-term contracts in non-family duty stations contain the compensation 

package recommended by the ICSC.837 The ICSC also recommended the phase out of mission-

specific 100-series contracts, as they lacked the flexibility needed to move staff among field duty 

stations, and could not respond to the need for a global workforce.838 Further, the ICSC decided 

that staff members “on 100-series mission-specific contracts serving at non-family duty stations, 

designated special missions, should receive the same compensation and benefits as those 

normally given to internationally recruited Professional staff assigned to family duty stations 

when the duty station designation is changed from non-family to family.”839 

317.  Regarding the harmonization of rest breaks, the ICSC decided to recommend that 

rest breaks be harmonized in the areas of the payment of travel and daily subsistence 

                                                   

835 A/61/30/Add.1, section 5, para. 36. 
836 Ibid., para. 37. 
837 Ibid. 
838 Ibid., para. 42. 
839 Ibid. 
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allowance.840 The ICSC recommended that all organizations of the common system that were 

paying daily subsistence allowance for rest breaks should discontinue such payments, and the 

Department of Peacekeeping Operations should arrange for, or reimburse, travel as with the 

special operations approach.841 The ICSC further decided that the daily subsistence allowance 

should only be paid on an exceptional basis in connection with rest breaks, such as when the 

organization was unable to provide travel or make arrangements for the staff member to travel to 

the approved rest and recuperation location.842  

318.  In April 2007, the Secretary-General submitted his follow up report on the 

issue.843 In this report, the Secretary-General noted the ICSC’s recommendation of the 

discontinuation of 300-series appointments in non-family duty stations.844 Further, subsequent to 

the ICSC’s report, the Secretariat revised its proposals relating to the harmonization of conditions 

of service in non-family duty stations to include the following: 

“(a) Introduce the special operations approach for all non-family duty stations 
that are in security phase III or higher; 

(b) Replace the occasional recuperation break with rest and recuperation 
travel; 

                                                   

840 Ibid., para. 45. 
841 Ibid. 
842 Ibid. 
843 A/61/861. 
844  A/61/30/Add.1 (See Official Records of the General Assembly, Sixty-first Session, Supplement 
No. 30.) 
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(c) Discontinue the use of 300-series appointments in non-family duty 
stations.”845 

319.  In 2009, the General Assembly, after considering the proposals of the Secretary-

General and the recommendations of the ICSC, approved the new contractual arrangements 

(discussed in another chapter of this repertory) which would comprise three types of 

appointments: temporary, fixed-term, and continuing, under one set of staff rules (effective 1 July 

2009, as set out in General Assembly resolution 62/248 and subject to the provision of resolution 

63/250).846 Additionally, the General Assembly decided that it would designate existing 

established missions as family missions and existing special missions as non-family missions,847 

that all staff appointed or assigned to non-family missions would be installed in accordance with 

conditions of the United Nations common system (without the special-operations approach),848 

that it would keep the issue of United Nations common system conditions of service in the field 

under review,849 and requested that  the ICSC do the same.850 Finally, the General Assembly also 

approved the introduction of a rest a recuperation scheme to include travel time appropriate to 

the location, but no payment of travel to the staff member, for internationally recruited staff 

members in the United Nations field operations to replace the occasional recuperation break 

(effective 1 January 2009).851 

                                                   

845  A/61/861, para. 10. 
846 G A resolution 63/250, section II, para. 2. 
847 Ibid., para. 26. 
848 Ibid., para. 27. 
849 Ibid., para. 29. 
850 Ibid., para. 28. 
851 Ibid., para. 30. 
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320.  In 2010, the Secretary-General issued a report with an addendum on contractual 

arrangements and harmonization of conditions of service.852 In his report, the Secretary-General 

stated that, pursuant to General Assembly resolution 63/250, a comprehensive plan was put into 

place in order to implement the aforementioned provisions of 63/250.853 The Secretary-General 

further appraised the General Assembly of the progress made in implementing the resolution, and 

gave a detailed account of the changes that had occurred.854 

321.  Additionally, the Secretary-General identified one of his priorities as making it 

possible for the United Nations Secretariat and the separately administered funds and programs 

to deliver results in the most effective manner.855 Further, he stated that in the interest of 

integrating the field and headquarters into a global workforce and enhancing inter-agency 

                                                   

852 A/65/305/Add.1. 
853 Ibid., para. 2. 
854 A/65/305/Add.1, para. 2 stated that, “[a]fter a review of all staff on 300-series appointments of 
limited duration, 3,620 international staff in peacekeeping operations and special political missions were 
reappointed from 300-series to fixed term appointments under the new staff rules provisionally in effect 
as of 1 July 2009. In addition, all staff serving under the 200 series of the Staff Rules were reappointed 
under the new staff rules. The latter staff already had similar conditions of service to those under the new 
staff rules. The common system of allowances and benefits, without the special operations approach, was 
implemented in all non-family missions effective 1 July 2009. Internationally recruited staff appointed or 
assigned to a non-family duty station are now installed at the non-family duty station and receive payment 
of an assignment grant, a relocation grant for unaccompanied shipment, post adjustment, a mobility 
allowance, a hardship allowance, hazard pay and a rental subsidy, as applicable, for their place of 
assignment. As a transitional measure, those staff from Headquarters or other offices on detail assignment 
or reimbursable loan to a field mission and in place as of 30 June 2009 were permitted to remain in travel 
status for the duration of their assignment period. Any extension or any new mission assignment effective 
on or after 1 July 2009 was made as an assignment involving a change of duty station, with payment of 
post adjustment at the non-family duty station. This transitional measure expired on 30 June 2010. And 
effective 1 January 2009, the occasional recuperation break was replaced with a rest and recuperation 
scheme that included travel time in addition to five working days of leave not charged to annual leave.” 
855 A/65/305/Add.1, section II(A), para. 6. 
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mobility, it was imperative that the then existing gaps be closed and that conditions of service 

across the system be harmonized.856  

322.  The Secretary-General stated that while there had been significant progress in this 

area, there was more to be done.857 The Secretary-General further stated that the Professional 

staff turnover rate of 23.9 per cent was still high and hampered the ability of missions to perform 

effectively, and that the goal of harmonizing the conditions of service of Secretariat staff with 

those of the United Nations agencies, funds, and programs which “would allow for a truly global 

and coherent organization, has not yet been fully achieved.”858 

323.  The Secretary-General also addressed the General Assembly’s approval of the 

replacement of the occasional recuperation break with a rest and recuperation scheme that 

included travel time, but did not include paid travel.859 He stated that all other United Nations 

agencies, funds, and programs provided for paid travel to a designated location for rest and 

recuperation, that it was an operational imperative that staff working under very stressful 

conditions be able to take rest and recuperation breaks, and that the absence of paid rest and 

recuperation travel would limit, at times, the effective use of this incentive established to ensure 

recovery and sustainable working conditions.860 

                                                   

856 Ibid. 
857 Ibid., para. 7. 
858 Ibid. 
859 Ibid., para. 10.  
860 Ibid. 
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324.  In his report in 2010, the Secretary-General addressed several issues concerning 

the harmonization of conditions of service, and as such proposed the introduction of a modified 

version of the extended monthly security evacuation allowance provided for in the Field Security 

Handbook to the ICSC.861 This amount would have been a flat rate of $2,500 per month for 

international staff at non-family duty stations.862 The ICSC considered this matter863 and 

proposed an approach in its 2010 report.864 The ICSC proposed that the approach should be:  

“(a) To designate family and non-family duty stations in line with the security 
assessment; 

(b) That there should be a harmonized approach to compensation, allowances and 
benefits for staff assigned to non-family duty stations that would replace the special 
operations approach used by the funds and programmes and specialized agencies, 
recognizing that serving in such areas with their family elsewhere represents an 
additional level of financial and psychological hardship. Staff paid at the dependency 
rate should receive an additional amount under the existing hardship scheme 
equivalent to the applicable dependency rate of the hardship allowance in category E 
duty stations. Staff paid at the single rate should receive an additional amount 
equivalent to half of the applicable single rate of the hardship allowance in category 
E duty stations. Staff should continue to receive the hardship allowance itself at the 
level applicable to the duty station in which they serve; 

(c) That paid rest and recuperation should apply to all common system 
organizations.”865 
 

                                                   

861 Ibid., para. 11. 
862 Ibid. 
863  A/65/30. 
864  Ibid. 
865 A/65/305/Add.1, section II(B), para. 11. 
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325.  The Secretary-General, in line with the views of the ICSC, supported its 

recommendations that the designation of mission duty stations as “family” or “non-family” 

be harmonized on the basis of a security assessment and the practice of the United Nations 

agencies, funds, and programs,866 that the then existing hardship allowance should be 

changed in order for staff serving in non-family duty stations to receive an the additional 

amount described above,867 that the framework for rest and recuperation travel be introduced 

and consist of payment of travel expenses from the duty station to a designated location (as 

well as a lump-sum amount of $750 as a contribution towards accommodations costs and 

terminal expenses, and United Nations transportation, when available, free of charge),868 and 

that the organizations within the common system should be encouraged to absorb the 

additional costs imposed by the rest and recuperation framework within existing 

resources.869 Further, the Secretary-General stated that, should the General Assembly 

approve the recommendations of the ICSC, the personal transitional allowance paid to staff 

who otherwise would have experienced a loss in compensation when moving to the new 

conditions of service approved by the Assembly in resolution 63/250 would be eliminated.870 

326.  Finally, the Secretary-General identified the actions he requested that the General 

Assembly consider. He requested the Assembly to consider endorsing the recommendations of 

the ICSC regarding the harmonization of conditions of service in non-family duty stations (as 

                                                   

866 Ibid., para. 12(a). 
867 Ibid., 12(b). 
868 Ibid., para. 12(c). 
869 Ibid., para. 12(d). 
870 Ibid., para. 13. 
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reflected in the ICSC’s 2010 report871),872 and consider requesting the ICSC to keep the issue of 

conditions of service in the field for the United Nations common system under review.873 No 

further action was taken on this matter during the period under review. 

3. Allowances and Benefits 

(a) Mobility and Hardship Allowance 

327.  This section addresses the mobility and hardship scheme that was in place in 

2006. The scheme was a matrix comprised of three elements: mobility, hardship and non-

removal.874 However, soon after the establishment of the scheme, the General Assembly 

expressed its concern and requested that the ICSC review the scheme.875 

328.  In 2003, the General Assembly876 requested further reviews by the ICSC of the 

mobility and hardship scheme, and in response to this request the ICSC requested its secretariat 

to present alternative approaches to the scheme. At its fifty-ninth session, the ICSC, having 

examined the proposals, concluded that the complexity of the review warranted the 

establishment of a working group to examine the wide range of issues involved. 877 

329.  The overall results of the Working Group’s reviews were presented to the ICSC at 

its sixty-first session in the summer of 2005 and included proposed changes to both the 

                                                   

871 A/65/30. 
872 A/65/305/Add.1, section V, para. 72(a). 
873 Ibid., para. 72(b). 
874 A/60/30, Sec. III, para. 65. 
875 A/60/30, Sec. III, para. 65. 
876  G A resolution 57/285. 
877 A/60/30, Sec. III, para. 66(d). 
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mobility878 and hardship elements.879 The ICSC also provided a comparison between the then 

existing and proposed scheme in Annex II of its report.880 

330.  In addition, the Working Group also recommended to change the definitions for 

mobility and hardship as follows:881 “[t]he concept of mobility includes movement within and 

across organizations, occupations and geographic locations. For the purpose of the mobility 

scheme, mobility is the geographic reassignment of a staff member for a period of one year or 

more from one duty station to another; […] [f]or the purpose of the hardship scheme, hardship 

categorization assesses the overall quality of life at a duty station. In determining the degree of 

hardship, consideration is given to local conditions of safety and security, health care, education, 

housing, climate, isolation, or the availability of the basic amenities of life that result in a less 

than acceptable standard of living for staff and their families.”882 The ICSC then decided to 

                                                   

878 A/60/30, section III, para. 69 stated that, “[the] [m]ajor changes proposed for the mobility 
element were that: (a) Flat amount payments would replace the percentages linked to the base/floor; (b) 
Differentials for single and dependency rates would be calculated by reference to flat amounts; (c) The 
number of assignments would be clustered for payment purposes; (d) Up to seven moves would be 
recognized instead of the current five; (e) No extension of payments for mobility would be allowed after 
five years in the same location; (f) Payments would be reviewed every three years by reference to: (i) The 
average movement of net base salary plus post adjustment in the eight headquarters of the United Nations 
system; (ii) Movement of the out-of-area index used for post adjustment based on inflation factors in 21 
countries; (iii) The movement of the base/floor salary scale.”  
879 A/60/30, section III, paras. 68,69,71 stated that, “[the] [m]ajor changes proposed for the hardship 
element were that: (a) Flat amount payments would replace the percentages linked to the base/floor; (b) 
Differentials for single and dependency rates would be calculated by reference to flat amounts; (c) 
Payments would be reviewed every three years by reference to: (i) The average movement of net base 
salary plus post adjustment in the eight headquarters of the United Nations system; (ii) The movement of 
the out-of-area index used for post adjustment based on inflation factors in 21 countries; (iii) The 
movement of the base/floor salary scale; (d) Higher payments would be made for assignments to more 
difficult duty stations.”  
880 A/60/30, section III, paras. 70,72. 
881 Ibid., para. 75. 
882 Ibid., paras. 76,77. 
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approve the proposed arrangements for mobility and hardship as set forth in Annex II of A/60/30, 

to implement the new system effective 1 July 2006, and to approve the definitions of hardship 

and mobility as outlined above.883 

331.  During the period under review, the General Assembly, through resolution 61/239, 

approved the definitions of hardship and mobility, as well as the proposed arrangements for 

mobility and hardship, and decided to implement the system effect 1 January 2007.884 The 

General Assembly also requested that the ICSC review the amounts payable under the mobility 

and hardship scheme every three years, with the first review to enter into effect on 1 January 

2009.885 After review of the above matter by a Working Group of the ICSC, it decided to 

recommend a 5 percent increase be granted for the hardship and mobility allowances.886 This 

Working Group also examined some of the implementation issues faced by some of the 

organizations when introducing the then-new scheme in 2007 and the ICSC made a number of 

decisions on that issue as well.887 The General Assembly approved the revised level of the 

                                                   

883 Ibid., para. 108. 
884 GA resolution 61/239, section I, paras. 2,4. 
885 A/63/30, section C, para. 80. 
886 Ibid., para. 94. 
887 A/63/30, section C, para. 94, stated that the ICSC decided: “(b) To request its secretariat to 
suggest options for alternative adjustment factors or weightings for establishing the level of future 
amounts, for timely consideration before the methodological review planned for 2010; (c) To recommend 
that, with effect from 1 January 2009 the amounts of the mobility, hardship and non-removal elements  
continue to be adjusted according to changes in the personal status of the staff member or in the hardship 
classification of the duty station, as they were under the previous scheme, in the following circumstances 
only: (i) When the staff member changes duty station; (ii) When the hardship classification of a staff 
member’s current duty station changes; (iii) When a staff member has a change in dependency status from 
single to dependency, or from dependency to single; (iv) When a staff member is promoted from P-3 or 
equivalent to P-4 or equivalent, and from P-5 or equivalent to D-1 or equivalent; (v) During periods of 
special leave or separation. (d) To include among factors for consideration during the 2010 review of the 
scheme: (i) An overall evaluation of the scheme and its operation to determine whether it continues to 
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hardship and mobility allowances, and welcomed the ICSC intent to review whether the mobility 

and hardship allowance continue to fulfill the purpose for which they were established.888 The 

General Assembly also requested the ICSC to report back to it on this matter during the General 

Assembly’s sixty-fifth session, however, resolution 63/251 was the last activity on this matter 

during the period under review.889  

(b) Education Grant 

332.  The ICSC, in its 2010 report (A/65/30), addressed the issue of the education grant. 

In part, the ICSC reviewed the eligibility criteria for receiving the grant,890 which included a 

review, by the secretariat of the ICSC, of: “(a) the minimum age for the receipt of the grant; (b) 

the maximum age for the receipt of the grant; and (c) the provision of the grant up to the end of 

the school year in which the child completes four years of postsecondary studies, irrespective of 

when a first-level university degree was attained.”891 

333.  The ICSC noted that the education grant eligibility criteria were harmonized 

through the organizations concerning the maximum age for receiving the grant (which was 25 

years), but lacked harmonization concerning the minimum age. In regards to the minimum age, 

in many organizations the grant was payable if the child was 5 years or older at the beginning of 

                                                                                                                                                                    

achieve its purpose and intent; (ii) An examination of the effectiveness and impact of the revised scheme 
on mobility; (iii) The rationale for payment of a mobility allowance in category H and A duty stations; 
(iv) A review of the relativities  between the amounts of the grade-level groupings in order to ensure that 
the mobility of more senior staff, in particular, is adequately incentivized; (v) An examination of the need 
for a revision of the five-year ceiling on the payment of the mobility allowance; (vi) A re-examination of 
the three adjustment factors, and any weighting of them or their replacements.” 
888 G A resolution 63/251, section 4, paras. 2,3. 
889 Ibid., para. 5. 
890 A/65/30, section C, paras. 48, 48(a). 
891 Ibid., para. 50. 
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the school year, or of the child turned 5 within three months of the school year.892 However, 

several organizations paid the grant as long as the child turned 5 at any point in the school year, 

with proof that the child was enrolled in a full-time program. The members of the ICSC were of 

the view that the minimum age eligibility should be harmonized.893 Consequently, the ICSC 

decided to recommend that the General Assembly invite the organizations of the common system 

to harmonize the education grant eligibility criteria as follows:  

“(i)  Minimum age. The child is in full-time attendance at an educational 
institution at the primary level or above while the staff member is in the service of 
the organization. Education shall be deemed “primary” for the purposes of this 
criterion when the child is 5 years of age or older at the beginning of the school 
year or when the child reaches the age of 5 within three months of the beginning 
of the school year;   
(ii)  Maximum age. The grant will not normally be payable beyond the school 
year in which the child reaches the age of 25. If the child’s education is 
interrupted for at least one school year by national service, illness or other 
compelling reasons, the period of eligibility shall be extended by the period of 
interruption. In special education grant cases, it may be exceptionally extended 
until the child reaches the age of 28; Post-secondary education. The grant shall be 
payable up to the end of the school year in which the child completes four years 
of post-secondary studies, even if a degree is attained after three years;”894 

 
334.  In resolution 65/248, the General Assembly encouraged the organizations of the 

common system to adopt the education grant eligibility criteria detailed above, in order to 

harmonize the eligibility criteria for the education grant.895 

 

                                                   

892 A/65/30. 
893 A/65/30. 
894 A/65/30, para. 62(a). 
895 G A resolution 65/248, section 1, para. 2.  
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c) Separation Payments 

335.  During its sixty-third session, the General Assembly modified Staff Regulation 

9.3 to read as follows: “(d) [t]he Secretary-General may, where the circumstances warrant and he 

or she considers it justified, pay to a staff member terminated, provided that the termination is 

not contested, a termination indemnity payment not more than 50 per cent higher than that which 

would otherwise be payable under the Staff Regulations.”896 

336.  Following this modification, and during the sixty-fourth session of the General 

Assembly, the ICSC concluded its review of separation payments (including termination 

indemnity and the repatriation grant) in A/64/30.897 Four primary issues had been identified for 

the ICSC’s consideration, with a view towards streamlining the separation payment scheme in 

the common system.898 First, variations existed in termination indemnity schedules across 

organizations and contract types.899 Second was the possible introduction of an end-of-service 

grant that stemmed, in particular, from the inequality in treatment of staff on fixed-term contracts 

at the time of separation due to the expiration of their contracts.900 Third was that there existed 

cross-organizations variations concerning eligibility for the repatriation grant.901 Fourth was that 

                                                   

896 GA resolution 63/271, Annex.  
897 A/64/30, section C, para. 36. 
898 Ibid. 
899 Ibid., para. 36(a). 
900 Ibid., para. 36(b). 
901 Ibid., para. 36(c). 
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there were “concerns about the inconsistency of the name “repatriation grant” with the scope of 

the grant.”902 

337.  After the ICSC’s review, it decided to recommend that the General Assembly 

invite the governing bodies of the common system organizations to harmonize their termination 

indemnity schedules with that of the United Nations, as approved in General Assembly 

resolution 63/271, annex II.903 Further, the ICSC decided to recommend that the General 

Assembly “introduce end-of-service severance pay for fixed-term staff separating from the 

organization upon the expiration of contract after 10 years of continuous service in those 

organizations which [had] introduced and implemented the new contractual framework, as 

defined by ICSC in its 2005 annual report, subject to the conditions and schedule provided in 

annex III[.]”904 Finally, the ICSC decided to monitor the introduction of end-of-service severance 

pay as an integral part of the then new contractual system.905 

338.  In General Assembly resolution 64/231, the Assembly took note of the 

recommendation above concerning end-of-service severance pay for fixed-term staff, and 

decided to revert to this question at its sixty-fifth session.906 Further, the General Assembly noted 

the recommendation of the ICSC above concerning the harmonization of the termination 

                                                   

902 Ibid.,  para. 36(d). 
903 Ibid., para. 59(a). 
904 Ibid., para. 59(b). 
905 Ibid.,  paras. 59(c), 60. 
906 G A resolution 64/231, section 1, paras. 1,2.  
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indemnity schedules, and requested that the ICSC review the application of termination 

indemnity and report thereon to the Assembly at its sixty-fifth session.907 

339.  During the sixty-fifth session of the General Assembly, the ICSC issued report 

A/65/30, which reviewed the application of termination indemnity as requested by the General 

Assembly in the above resolution.908 The ICSC reported that it had reviewed roughly 1,200 cases 

of termination indemnity paid by common system organizations in 2007, 2008, and 2009.909 In 

the period, the ICSC reported that the termination indemnity was used on a limited basis and 

covered roughly 1 percent of the total General Service and Professional staff and roughly 14 

percent of all separations.910 Further, that while “some fluctuations in termination indemnity 

numbers did exist among the organizations and contract types, the analysis of the available data 

did not demonstrate that there was inappropriate application of the scheme, and that the overall 

termination indemnity-based separation trends appeared to be driven by the operational needs of 

the organizations.”911 

340.  During its sixty-fifth session, the General Assembly, in resolution 65/248, 

endorsed the conclusions of the ICSC stated above, and invited the governing bodies of the 

organizations of the United Nations Common System to harmonize their termination indemnity 

schedules with that of the United Nations (as approved in General Assembly resolution 

                                                   

907 Ibid., para. 3. 
908 A/65/30, section E, para. 93. 
909 Ibid., para. 101(a). 
910 Ibid., para. 101(b). 
911 Ibid., para. 101(c). 
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63/271).912 Further, the General Assembly decided to revert to the aforementioned end-of-service 

severance pay issue at its seventy-first session, and requested that the ICSC promulgate 

guidelines for the Organization to follow when it terminates a staff member based on the 

agreement of both sides.913 

 

C. Administration of Justice at the United Nations 

(a) The Office of the Ombudsman 

341.  In 2006, the Redesign Panel on the United Nations system of administration of 

justice (Redesign Panel) issued report A/61/205. In this report, the Redesign Panel recommended 

a single, integrated, decentralized Office of the Ombudsman for the United Nations Secretariat 

and the funds and programs (Office of the Ombudsman), that should be strengthened by 

combining the functions of formal mediation with proactive monitoring of maladministration.914 

Additionally, the Redesign Panel recommended that the Panels on Discrimination and Other 

Grievances be abolished, and their informal functions should be transferred to the Office of the 

Ombudsman, and the rest of their functions to the formal system of justice.915 Regarding 

mediation, this report recommended that a Mediation Division be established within the Office 

of the Ombudsman.916  

                                                   

912 G A resolution 65/248, section 2, para. 1. 
913 Ibid., paras. 2,3. 
914 A/61/205, paras. 164, 166. 
915 Ibid., para 168. 
916 Ibid., paras. 167. 
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342.  Subsequently, the Secretary-General issued note A/61/758, on the report of the 

Redesign Panel. In this note, the Secretary-General recognized the importance of effective and 

timely informal dispute resolution and supported the Redesign Panel’s recommendation to 

establish a single integrated Office of the Ombudsman.917 The Secretary-General also endorsed 

the recommendation of the Staff-Management Coordination Committee (SMCC) that regional 

Ombudsmen should be appointed to duty stations in Addis Ababa, Bangkok, Beirut, Dakar, 

Geneva, Nairobi, New York, Santiago and Vienna and to the peacekeeping missions in the 

Democratic Republic of the Congo, Liberia and the Sudan.918 The proposal to place an 

Ombudsman in Dakar was intended to enhance access for staff based in francophone countries in 

West Africa.919 The Secretary-General also endorsed the recommendations of the Redesign Panel 

concerning the Panels on Discrimination and Other Grievances.920 

343.  Regarding mediation, in his report,921 the Secretary-General supported the 

Redesign Panel’s recommendation to establish a Mediation Division to strengthen the Office of 

the Ombudsman.922 The Secretary-General also supported the SMCC agreement (reached after 

intensive consultations with the staff and management)923 that any settlement reached at the end 

                                                   

917 A/61/758, para. 12. 
918 Ibid., para. 14. 
919 Ibid. 
920 Ibid., para. 15. 
921 Ibid. 
922 Ibid. 
923 A/61/758, section IX, para. 47 stated that “[t]he Secretary-General has prepared the present 
comments on the recommendations of the Redesign Panel after having held intensive consultations with 
the staff and management, including at a dedicated session of the Staff-Management Coordination 
Committee. He considers that the recommendations of the Panel, with the modifications set out above, 
will provide the Organization with an effective internal justice system in which  staff, management and 
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of mediation should be signed and if necessary, followed, by an administrative decision and that 

a verbal or written statement made during the mediation process should remain confidential and 

would be inadmissible in subsequent litigation.924 

344.  Subsequent to the above report and note in 2006, the General Assembled adopted 

resolution 61/261. In this resolution, the General Assembly recognized that the informal 

resolution of conflicts was a crucial element of the system of administrative of justice and 

emphasized that all possible use should be made of the informal system in order to prevent 

unnecessary litigation.925 Further, the General Assembly decided to create a single, integrated, 

decentralized Office of the Ombudsman, and requested the Secretary-General to identify three 

posts for the Office of the Ombudsman in Geneva, Vienna, and Nairobi.926 

345.  In regards to mediation, the General Assembly affirmed mediation as an important 

component of an efficient and effective informal system of administration of justice, and decided 

to formally establish a Mediation Division located at Headquarters within the Office of the 

Ombudsman.927 The General Assembly also stressed that once parties had reached an agreement 

through mediation, they would be “precluded from litigating claims covered by the agreement 

and that parties should be able to bring an action in the formal system to enforce the 

implementation of that agreement[.]”928 

                                                                                                                                                                    

Member States can have confidence. He requests the General Assembly to give due consideration to these 
proposals and to approve the resources necessary for full implementation.” 
924 Ibid., para. 12. 
925 G A resolution 61/261, para. 11. 
926 Ibid., paras. 12,13. 
927 Ibid., paras. 15,16. 
928 Ibid., para. 17 
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346.  In December 2007, the General Assembly adopted resolution 62/228, in which the 

Assembly reiterated its decision to create a single, integrated, decentralized Office of the 

Ombudsman, and decided to establish the Office as of 1 January 2008.929 Further, the General 

Assembly urged the Ombudsman, the Office of the Joint Ombudsperson (United Nations 

Development Programme/United Nations Population Fund/United Nations Children’s 

Fund/United Nations Office for Project Services), and the Office of the Mediator of the Office of 

United Nations High Commissioner for Refugees to strengthen the then ongoing efforts to 

coordinate and harmonize standards, operating guidelines, reporting categories and databases.930 

347.  Further, the General Assembly decided to establish branch offices for the Office 

of the Ombudsman in Bangkok, Geneva, Nairobi, Santiago and Vienna, each with one Regional 

Ombudsman (P-5) and one Administrative Assistant (General Service (Other level/Local 

level)).931 The General Assembly also requested the Secretary-General to ensure that staff at all 

duty stations had access to the Ombudsman.932 The General Assembly also decided to establish 

the Mediation Division as from 1 January 2008. 

348.  In 2008, during the sixty-third session of the General Assembly, the Secretary-

General issued report A/63/283. In this report, the Secretary-General informed the General 

Assembly of the then intensified internal efforts of the relevant Ombudsman offices to coordinate 

and cooperate with a view towards enhancing the complementarity of their roles and services, 

                                                   

929 G A resolution 62/228, section II(A), para. 25. 
930 Ibid., para. 25. 
931 Ibid., para. 26. 
932 Ibid., para. 28. 
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pursuant the request of the Assembly in resolution 62/228 as discussed above.933 Additionally, 

pursuant to that same resolution, regional offices were, at that time, in the process of being 

established in Bangkok, Geneva, Nairobi, Santiago, and Vienna.934  

349.  Further, in order to comply with the request of the General Assembly from 

resolution 61/261 to provide revised terms of reference for the Ombudsman, taking into account 

the changes mandated by the Assembly in the context of the new system of administration of 

justice, the Office of the Ombudsman was, during the Assembly's sixty-third session, in the 

process of revising its terms of reference to incorporate the reform mandated by the Assembly. 

These reforms were to include the “establishment of a single, integrated and decentralized Office 

of the Ombudsman that serves the Secretariat, funds and programmes; the creation of a 

Mediation Division to provide formal mediation services; and the establishment of regional 

branches overseas.”935  

350.  In regards to the Mediation Division, the Secretary-General reaffirmed that the 

creation of a Mediation Division was a critical element of the efforts of the General Assembly to 

strengthen the informal system.936 The Secretary-General stated that the Mediation Division 

would provide formal mediation services for the Secretariat, funds, and programs, on cases 

referred to it by the Office of the Ombudsman, or by order of the United Nations Dispute 

Tribunal. Additionally, the Mediation Division would complement the informal mediation 

                                                   

933 A/63/283, para. 54. 
934 Ibid., para. 55. 
935 Ibid., para. 66. 
936 Ibid., section D, para. 69. 
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services that were then provided by the Office of the Ombudsman.937 Further, the Secretary-

General elaborated that, “[a]s approved by the General Assembly in the context of the 

programme budget for the biennium 2008-2009, the Mediation Division will consist of a 

Director of the Mediation Division (D-1), two Senior Mediators (P-5) and one Administrative 

Assistant.”938 

 351.  Additionally, the Secretary-General stated that the Division would establish and 

maintain a list of on-call international professional mediators to provide specialized mediation 

services as needed, and that the Division would be located in New York and function under the 

authority of the United Nations Ombudsman.939 The Secretary-General further stated that efforts 

were then under way to initiate the requisite administrative procedures in order to classify and 

advertise the planned positions, and that guidelines and operating procedures were also being 

developed with input from an outside expert, with all of these guidelines to be later promulgated 

in an administrative instruction.940 

352.  At the end of 2008, the General Assembly adopted resolution 63/253 and 

welcomed the steps taken by the Office of the Ombudsman towards implementing the new 

informal system pursuant to resolution 62/228.941 The Assembly further reaffirmed the 

importance of informal conflict resolution to the system of administration of justice,942 and 

decided that all people who have access to the Office of the Ombudsman under the current 

                                                   

937 Ibid. 
938 Ibid., para. 70. 
939 Ibid. 
940 Ibid., para. 72. 
941 G A resolution 63/253, section II, para. 17. 
942 Ibid., para. 18. 
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system should also have access to the new informal system.943  The General Assembly also 

welcomed the intention of the Secretary-General to issue a joint report in 2009 for the entities 

covered by the integrated Office of the Ombudsman, taking into consideration the different 

legislative bodies that would receive the report.944 

353.  Regarding the Mediation Division, in this resolution945 the General Assembly 

requested that the Secretary-General consider and make proposals during the Assembly’s sixty-

fifth session  for providing incentives for employees seeking dispute resolution to submit 

disputes to mediation under the auspices of the Office of the Ombudsman.946 The General 

Assembly further requested that the Secretary-General promulgate the aforementioned 

administrative instruction as soon as possible, and to take advantage of existing mechanisms for 

conflict resolution and mediation, “as deemed useful and appropriate, in order to facilitate a 

renewed dialogue between staff and management[.]”947 

354.  During the sixty-fourth session of the General Assembly, the Secretary-General 

issued the first joint report for the entities covered by the integrated Office of the Ombudsman, 

called the Office of the United Nations Ombudsman and Mediation Services (UNOMS).948 In 

this report, the Secretary-General noted that while mediation was voluntary, it would be essential 

to encourage managers to participate in good faith in mediation requested by staff members 

through appropriate communication or guidelines, while still recognizing that the parties would 

                                                   

943 Ibid., para. 19. 
944 Ibid., para. 23. 
945 Ibid., para 17. 
946 Ibid., para. 20. 
947 Ibid., paras. 21,22. 
948 A/64/314, para. 3. 
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still be free to either reach an agreement or not.949 The Secretary-General stated that this would 

help to enhance the Mediation Division’s impact and effectiveness.950  

355.  Through resolution 64/233, the General Assembly welcomed the above report by 

the Secretary-General and requested that the Secretary-General issue such a report to the 

Assembly during its sixty-fifth session, and to continue to do so on a regular basis.951 The 

Assembly also requested that the Secretary-General include the exact terms of reference of the 

UNOMS concerning access by non-staff personnel.952 

356.  The Secretary-General next reported on the activities of the UNOMS in 2010, 

through report A/65/303.953 In this second report on the activities of the UNOMS, the Secretary-

General highlighted a number of important milestones for the Office.954 This included the 

appointments of all regional ombudsmen and case offices, the full staffing and operation of 

Mediation Services, the development of mediation guidelines, and the successful resolution of 

several complex cases.955 In the first five months of 2010, the Secretary-General reported that 

there was a 33 percent increase in the use of the overall services of the UNOMS and a 69 percent 

increase in the rate of Secretariat visitors alone.956 Additionally, in the second half of 2009, 79 

percent of the cases received did not proceed to the United Nations Dispute Tribunal.957 

                                                   

949 Ibid., section C, para. 115. 
950 Ibid. 
951 G A resolution 64/233, para. 13. 
952 Ibid., para. 8(a). 
953 A/65/303. 
954 Ibid. 
955 Ibid. 
956 Ibid. 
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357.  Additionally, the Secretary-General reported that the UNOMS overall case 

volume continued to be high at that time, due in part to the growing recognition of the 

importance of informal resolution (including 1,287 cases comprising 1,869 issues being opened 

in 2009).958 The Secretary-General also reported on some challenges faced by the UNOMS.959 

The Secretary-General identified that the voluntary nature of mediation, while important, could 

pose challenges in gaining the agreement of both parties to participate in the process.960 Further, 

identifying and ensuring the presence (or at least immediate access) of the individual(s) who had 

the authority to settle all aspects of the matter was noted as another challenge.961 The Secretary-

General also identified that reaching a resolution or carrying through on a resolution could be 

hindered or derailed altogether due to lack of funds.962 Finally, the Secretary-General concluded 

that the “success of informal resolution also depends on a shift in organizational culture that 

recognizes  the importance of conflict prevention and conflict management, to better deal with 

issues before they become  public or adversarial. The United Nations will need to continue to 

evidence strong support in this area if it is to make progress.”963 

358.  In its final resolution during the period under review (65/251), the General 

Assembly took note of the above report of the Secretary-General, as well as the statistics 

included above.964 The General Assembly also reaffirmed the importance of informal resolution 

                                                   

958 Ibid. 
959 Ibid. 
960 Ibid. 
961 Ibid. 
962 Ibid. 
963 Ibid. 
964 G A resolution 65/251. 
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as a crucial element of the system of administration of justice, and once again emphasized that 

all possible use should be made of the informal system in order to avoid unnecessary 

litigation.965 Further, the General Assembly noted that the delayed response of departmental 

heads to the grievances of and issues raised by staff has an impact in respect of increasing the 

number of cases before the formal justice system.966 

359.  Additionally, the General Assembly requested the Secretary-General to ensure 

that management responds to requests from the UNOMS, taking into account the fact that staff 

members often see the formal system as offering them expeditious resolutions (because in the 

formal system managers are mandated to respect the timelines, while this is not the case for 

informal resolution).967 As such, the General Assembly requested the Secretary-General to report 

thereon in its report on the activities of the UNOMS for the sixty-sixth session of the General 

Assembly.968 

360.  In this same resolution, the General Assembly decided to fix the term of the 

United Nations Ombudsman at five years, with the possibility of renewal for one additional 

term.969 The Assembly further requested the Secretary-General to expeditiously conclude inter-

agency negotiations on the revised terms of reference for the United Nations Ombudsman and to 

report thereon to the Assembly at its sixty-sixth session, and to ensure that the terms of reference 

                                                   

965 Ibid., section II, para. 12.  
966 Ibid., para. 14.  
967  A/65/303, para. 129. 
968 G A resolution 65/251, section II, para. 15. 
969 Ibid., para. 16. 
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and guidelines for the Mediation Division were promulgated as soon as possible.970 The General 

Assembly again emphasized the importance of ensuring equal and continued access by all staff 

to the informal system of administration of justice (including to the rapid response teams), and 

requested the Secretary-General to provide an informal briefing to the General Assembly along 

with his report on the activities of the UNOMS during the sixty-sixth session of the Assembly.971 

There was no further action taken on this matter during the period under review. 

 

(b) The Office of Administration of Justice 

361.  In July 2006, the Redesign Panel issued a report during the sixty-first session of 

the General Assembly.972 One of the recommendations contained within this report was for the 

early establishment of an Office of Administrative of Justice in the United Nations, to be headed 

by an executive director with the rank of Assistant Secretary-General.973 The Secretary-General 

issued a Note on the Report of the Redesign Panel and supported the recommendation for the 

early establishment of the aforementioned office.974 

362.  During its sixty-first session, the General Assembly agreed to establish the Office 

of the Administration of Justice, to be headed by a senior management-level official, which 

would have overall responsibility for coordinating the United Nations system of administration 

                                                   

970 Ibid., paras. 16,17. 
971 Ibid., paras. 24,27,29. 
972 A/61/205. 
973 Ibid., section XIII, para. 153. 
974 A/61/758, para. 8. 
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of justice.975 In the following year, 2007, the General Assembly decided to establish the Office of 

Administration of Justice, which would comprise of the Office of the Executive Director and the 

Office of Staff Legal Assistance, as well as the Registries for the United Nations Dispute 

Tribunal and the United Nations Appeals Tribunal.976 Additionally, the Assembly decided that the 

Office of the Executive Director was to consist of “one Executive Director (D-2), one Special 

Assistant (P-4) and one Administrative Assistant (General Service (Other level)),”977 and further 

requested that the Secretary-General ensure that these positions were filled as a matter of priority 

(no later than 1 July 2008).978 

363.  In December 2008, the General Assembly expressed its regret concerning the 

delays in the filling of the above positions, and requested that the Secretary-General fill the posts 

as a matter of priority, particularly the post of the Executive Director of the Office of 

Administration of Justice.979 In 2010, the Secretary-General issued a Secretary-General’s bulletin 

which promulgated the organization and terms of reference of the Office of Administration of 

Justice.980 In this bulletin,981 the Secretary-General identified the Office of Administration of 

Justice as an “independent office responsible for the overall coordination of the formal system of 

administration of justice, and for contributing to its functioning in a fair, transparent and efficient 

                                                   

975 G A resolution 61/261, para. 28. 
976 Ibid., section B, para. 10. 
977 G A resolution 62/228, section B, para. 11. 
978 Ibid.  
979 GA resolution 63/253, para. 6. 
980 A/65/373, para. 74. 
981 ST/SGB/2010/3. 
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manner.”982 As such, the Secretary-General stated that the Office would provide substantive, 

technical and administrative support to the United Nations Dispute Tribunal and the United 

Nations Appeals Tribunal through their Registries, as well as assist staff members and their 

representatives in pursuing claims and appeals through the Office of Staff Legal Assistance, and 

provide assistance to the Internal Justice Council as appropriate.983 Further, the Secretary-

General stated that the Office was to be divided into organizational units and headed by an 

Executive Director.984  

364.  Subsequently, the General Assembly, in resolution 65/251, noted with 

appreciation the important role of the Office of Administration of Justice in maintaining the 

independence of the formal system of justice and the progress made by its Executive Director 

during its first year, and welcomed the launch of the Office of Administration of Justice’s 

website.985 The General Assembly further requested that the Secretary-General continue 

improving the utility, effectiveness, and user-friendly tools of the website to enable an increased 

number of staff members to utilize it, and to report to the General Assembly thereon during the 

sixty-sixth Session of the Assembly. There was no further action taken on this matter during the 

period under review.986 

(c) The Office of Staff Legal Assistance 

                                                   

982 Ibid., section II, para. 2.1. 
983 Ibid., para. 2.1. 
984 Ibid., para. 2.2, 2.3. 
985 GA Res 65/251, paras. 32,33. 
986 Ibid., para. 33. 
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365.  In 2006, the Redesign Panel proposed that a professional Office of Counsel 

should be established for the United Nations in its report A/61/205.987 This Office would be 

staffed by persons with legal qualifications, who would serve on a full-time basis and be properly 

resourced (and considering that the Office would cover not just the Secretariat, but also the funds 

and programs, it was proposed that the latter contribute to the resources of the Office).988 The 

Redesign Panel explained that the establishment of this Office would neither preclude voluntary 

service in the Panel of Counsel by retired staff members of organizations in the United Nations 

system who were qualified lawyers, as a back-up to full-time counsel, nor the possibility of 

recourse to outside counsel either on a pro bono basis or paid for by the staff member 

personally.989  

366.  Further, the Redesign Panel stated that the Office of Counsel should have 

coordinators in Geneva, Vienna, Nairobi, the regional economic commissions and peacekeeping 

missions with significant numbers of civilian staff, and that these coordinators should serve full-

time in this function, in addition to its base staff at Headquarters in New York.990 The Redesign 

Panel further recommended that the General Assembly establish a post of “the Director of Office 

of Counsel in New York at the D-1 level, plus one P-5 post of Senior Staff Counsel, two P-2 

posts of Associate Staff Counsel and three General Service posts. There should also be posts of 

one Coordinator at the P-3 level and one General Service staff member at each of the following 

duty stations: Geneva, Vienna, Nairobi, Addis Ababa/Johannesburg, Santiago/Panama City and 
                                                   

987 A/61/205, para. 107. 
988 Ibid. 
989 Ibid., para. 108. 
990 Ibid., para. 109. 
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Amman/Beirut.”991 Additionally, in order to avoid conflicts of interest and ensure independence, 

the Redesign Panel proposed that the Office of Counsel should be relocated from the Department 

of Management to the proposed Office for the Administration of Justice.992 

367.  Subsequently, the Secretary-General issued a note on the Redesign Panel’s report 

(A/61/758). In his note, the Secretary-General stated that he agreed with the recommendation to 

establish a professionalized office located in the Office of Administration of Justice.993 The 

Secretary-General also endorsed recommendations of the SMCC to establish offices in a number 

of locations not suggested by the Redesign Panel, in order to reflect the geographic distribution 

of the staff of the Secretariat and the funds and programs, as well as to enhance access for staff 

based in francophone countries in West Africa.994 

368.  The General Assembly, in resolution 61/261, supported the strengthening of a 

professional office of staff legal assistance, agreed that legal assistance for staff should continue 

to be provided at that time, and reiterated the “invitation to staff representatives to further 

explore the possibility of establishing a staff-funded scheme in the Organization that would 

provide legal advice and support to the staff[.]”995  

369.  In 2007, the General Assembly adopted resolution 62/228, which stressed that 

professional legal assistance was critical for the effective and appropriate utilization of the 

                                                   

991 Ibid., para. 109. 
992 Ibid., para. 111. 
993  A/61/758, para 9. 
994  A/61/758, para. 9 stated that the “Secretary-General supports the recommendation of the Staff-
Management Coordination Committee to establish offices to provide staff legal assistance in Addis 
Ababa, Bangkok, Beirut,  Dakar, Geneva, Nairobi, New York, Santiago and Vienna and in the 
peacekeeping missions in the Democratic Republic of the Congo, Liberia and the Sudan.” 
995 G A resolution 61/261, paras. 23,24. 
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available mechanisms within the system of administration of justice, and reiterated its support for 

strengthening a professional office of staff legal assistance as set forth in resolution 61/261 

above.996 Additionally, the General Assembly decided that the Office of Staff Legal Assistance 

was to consist of one Chief of Unit (P-5), one Legal Officer (P-3), one Legal Officer (P-2) and 

three Legal Assistants (General Service (Other level)) in New York, and one Legal Officer (P-3) 

each in Addis Ababa, Beirut, Geneva and Nairobi.997  

370.  The General Assembly also requested that the Secretary-General establish a code 

of conduct regulating the activity of internal and external individuals providing legal assistance 

to staff in order to ensure independence and impartiality, as well as develop incentives for staff 

and management (including through training opportunities) to enable and encourage staff to 

continue to participate in the work of the Office of Staff Legal Assistance.998 Further, the 

Assembly requested that the Secretary-General report on the progress made to establish a staff-

funded scheme in the Organization that would provide legal advice and support to staff.999 

Finally, the Assembly decided to revert to the issue of the mandate of the Office of Staff Legal 

Assistant at its sixty-third session, and recognized that the Office of Staff Legal Assistance and 

the Ombudsman had two distinct functions.1000 

                                                   

996 G A resolution 62/228, paras. 12,13,17. 
997 Ibid., para. 14. 
998 Ibid., paras. 16,18. 
999 Ibid., para. 17. 
1000 Ibid., paras. 19,21. 
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371.  In August of the following year, the Secretary-General issued report A/63/314, 

which addressed the aforementioned requests of the General Assembly.1001 The Secretary-

General stated that there were several challenges in establishing stuff-funded scheme under the 

proper conditions, one of which was that the idea of establishing such a scheme lacked support 

among the staff.1002  

372.  However, the Secretary-General stated that Staff Unions had at that time 

expressed their will to enhance the ongoing support for staff volunteering professional legal 

counseling, and to cooperate with the Secretary-General to develop incentives to enable and 

encourage staff to continue to participate in the work of the Office of Staff Legal Assistance, as 

per the General Assembly’s request in resolution 62/228.1003 In the subsequent General Assembly 

resolution (63/253), the General Assembly repeated the aforementioned request, recalled the 

above statement of the Secretary-General regarding the will of the Staff Union, and requested 

that the Secretary-General work with the staff associations to achieve such a goal.1004  

                                                   

1001 A/63/314, section III, para. 50. 
1002 A/63/314, section III, paras. 51,52 stated that, “There are several challenges in establishing such a 
fund under conditions that would be financially viable, managerially solid and fair to all staff, regardless 
of duty station. […] Perhaps the most significant reason why there has been no progress in establishing a 
staff-funded scheme is that the idea lacks support among the staff. At the recently concluded twenty-ninth 
session of the Staff-Management Coordination Committee, staff representatives expressed their concerns 
and doubts regarding the appropriateness and viability of such an approach. Staff stated that by joining the 
United Nations system, they were losing their rights to pursue labour-related disputes according to their 
national legislation. In many national jurisdictions, those rights also include access to legal representation. 
Therefore, staff reiterated their opinion that within the new system of internal justice, legal representation 
should be provided for and funded by the Organization.”  
1003 Ibid., para. 55. 
1004 G A resolution 63/253, paras. 11,16. 
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373.  In the same resolution, the General Assembly noted that some of the then current 

and former United Nations staff had been reluctant to represent their fellow staff members in the 

dispute resolution process because of the burden that it would place on them.1005 Further, the 

General Assembly decided that the role of professional legal staff in the Office of Staff Legal 

Assistance should be “to assist staff members and their volunteer representatives in processing 

claims through the formal system of administration of justice[.]”1006 Finally, the General 

Assembly decided to revert to the mandate and functioning of the Office at its sixty-fifth session, 

and reiterated its request for a report from the Secretary-General during that same session, as 

detailed in paragraph 24 of resolution 61/261.1007 

374.   Pursuant to those resolutions, the Secretary-General issued report A/65/373 during 

the sixty-fifth session of the General Assembly. In this report, the Secretary-General stated that 

the Office of Staff Legal Assistance had faced many challenges in its first year, including having 

to select staff for its Headquarters and four satellite offices in Addis Ababa, Beirut, Geneva, and 

Nairobi.1008 In spite of the challenges it faced, the Secretary-General detailed a number of 

important accomplishments, including:  

“(a) responding to the majority of the claims brought to the Office, including the 
provision of summary advice (206 instances), to clients in more than 80 countries; 
(b) closure or resolution of 54 per cent of the 938 cases filed with the Office of 
Staff Legal Assistance during the year; (c) a high success rate before the Dispute 
Tribunal; (d) undertaking outreach to staff in the field; and (e) the development of 
relationships with internal and external partners, including United Nations staff 

                                                   

1005 Ibid., para. 10. 
1006 Ibid., para. 12. 
1007 Ibid., paras. 13, 14. 
1008 A/65/373, section D(1), para. 50. 
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unions and associations, staff-at-large, the Office of the United Nations 
Ombudsman and Mediation Services, the legal offices of the Secretariat and  
United Nations agencies, funds and programmes, law offices providing pro bono 
legal counsel, schools and universities.”1009 

 
375.  Further, the Secretary-General elaborated on a number of issues related to the first 

year of functioning of the Office of Staff Legal Assistance. Particularly, the Secretary-General 

stated that because each of the satellite offices were staffed by a single legal officer working 

without support staff, in those offices without an Office of Administration of Justice presence 

(i.e. Addis Ababa and Beirut), the legal officer had to manage the establishment, administration 

and caseload of the office without on-site assistance.1010 Additionally, the Secretary-General 

stated that the Office suffered from a lack of more experienced legal officers given the relatively 

low level (P-3) assigned to the majority of legal officer posts, and that given the volume of cases 

then being handled by the Office of Staff Legal Assistance the staffing of the Office was 

insufficient to handle the volume of cases (even after a significant triage and prioritization 

process had taken place).1011 

376.  Finally, the Secretary-General stated that the Office of Staff Legal Assistance had 

attempted to gain additional funding through the establishment for the Trust Fund for Staff Legal 

Assistance, which was created to enhance the ability of the Office to provide legal advice and/or 

representation to United Nations staff members.1012 

                                                   

1009 Ibid. 
1010 Ibid., section D(2), para. 58. 
1011 Ibid., para. 62. 
1012 Ibid., para. 60. 
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377.  In 2010, the Advisory Committee on Administrative and Budgetary Questions 

(ACABQ) considered the above reports of the Secretary-General and subsequently issued report 

A/65/557.1013 In its report, the ACABQ noted that the decisions of the Assembly had consistently 

raised the issue of a staff-funded scheme for the provision of legal assistance and support to 

staff.1014 The ACABQ further recognized the Secretary-General, in his report, indicated that 

efforts to obtain additional funding from “staff unions, former clients, external parties or through 

contributions to the Trust Fund for Staff Legal Assistance, which was established in January 

2010, have resulted in very limited success (A/65/373 and Corr.1, para. 60).”1015  

378.  In light of this, the ACABQ recalled the Assembly’s request that the Secretary-

General report on proposals for a “staff-funded scheme in the Organization that would provide 

legal assistance and support to staff.”1016 The ACABQ then expressed its regret that the 

aforementioned report of the Secretary-General (A/65/373 and Corr.1) did not contain such 

proposals.1017 

379.  Near the end of the period under review, the General Assembly adopted resolution 

65/251, in which the General Assembly noted the important role played by the Office of Staff 

Legal Assistance, further noted that the Office was at that time representing staff members in 

cases before the United Nations Dispute Tribunal in New York, Geneva, and Nairobi, reiterated 

its request to the Secretary-General to work with staff associations to develop incentives to 

                                                   

1013 A/65/557, section I, para. 1. 
1014 Ibid. 
1015 Ibid., para. 31. 
1016 Ibid. 
1017 Ibid. 
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encourage staff to continue to participate in the work of the Office of Staff Legal Assistance, and 

decided that the role of the professional legal staff in the Office of Staff Legal Assistance should 

continue to be that of assisting staff members and their representatives in the processing of 

claims through the formal administration of justice system.1018 Additionally, the General 

Assembly welcomed the establishment of the Trust Fund for United Nations Staff Legal 

Assistance, and commended the staff and associations that made contributions to the fund, and 

encouraged others to do the same.1019 

380.  Also in this resolution, the General Assembly joined the ACABQ in recalling 

paragraph 14 of resolution 63/253 and expressing its regret that the Secretary-General had not 

included proposals for a staff-funded scheme in the Organization that would provide legal 

assistance and support to staff members, and requested that the Secretary-General submit such 

proposals no later than the sixty-sixth session of the General Assembly. The General Assembly 

requested that this report include proposals that were based on mandatory contributions from 

staff, as well as proposals based on mixed funding and taking into account the views of relevant 

stakeholders.1020 Finally, the General Assembly decided to revert to the question of the mandate 

and functioning of the Office of Staff Legal Assistance at its sixty-sixth session.1021 No further 

action was taken during the period under review.  

(d) The Management Evaluation Unit 

                                                   

1018 G A resolution 65/251, paras. 36-38. 
1019 Ibid., para. 39. 
1020 Ibid., para. 40. 
1021 Ibid., para. 56. 
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381.  In 2006, the Redesign Panel issued its report A/61/205.1022 In this report, the 

Redesign Panel recommended that the process of administrative review before action in the 

formal justice system should be abolished.1023 In the Secretary-General’s note on the report, he 

stated his support for the Redesign Panel’s proposal to abolish the administrative review 

process.1024  

382.  However, in this note, the Secretary-General endorsed the recommendation by the 

SMCC to replace the review with a properly resourced and strengthened management evaluation 

function as a first step in the formal justice system.1025 The Secretary-General stated that this 

would be an essential management tool for executive heads to hold managers accountable for 

their decisions, including in cases where an improper decision had been taken.1026 Additionally, 

the Secretary-General elaborated that it would give management an early opportunity to review a 

contested decision, in order to determine whether mistakes had been made or whether 

irregularities had occurred and gave management the ability to rectify those mistakes or 

irregularities before a case proceeds to litigation.1027  

383.  The Secretary-General continued that in order to ensure that the new function was 

more effective than the administrative review process that it would replace, the Secretary-

General endorsed several measures to strengthen the management evaluation function, that were 

                                                   

1022 A/61/205. 
1023 A/61/205, section XIII, para. 158. 
1024 A/61/758, para. 29. 
1025 Ibid. 
1026 Ibid. 
1027 Ibid. 
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agreed to by the SMCC.1028 These suggestions included stipulating a 45-day limit for the 

provision of a written reasoned response, creating a well-resourced dedicated unit responsible for 

this function, reporting directly to the Under-Secretary-General for Management, allowing the 

Under-Secretary-General for Management to change or modify incorrect or non-compliant 

decisions or to identify alternative solutions for the resolution of a dispute, and identifying 

instances in which suspensions of action could be granted, pending completion of the 

evaluation.1029 

384.  Additionally, the Secretary-General agreed with a number of the 

recommendations by the SMCC in order to ensure managerial accountability.1030 Among these 

                                                   

1028 A/61/758, para. 30 stated that the Secretary-General endorsed the following measures: “(a) [s]taff 
members shall apply directly to the Secretary-General or the executive head of a separately administered 
fund or programme for an evaluation of the contested administrative decision; (b) [a]ll staff members who 
file a request for evaluation will receive a reasoned response in 45 days. In order to avoid the perception 
of conflict of interest, management evaluations will be carried out by a separate unit in the Department of 
Management. Sufficient resources will be requested in order that the reviews can be conducted during that 
time period; (c) [i]n cases where the contested decision is particularly time sensitive — separation and 
non-renewal cases — staff members may request that the Secretary General or executive head suspend 
action on implementation of the decision until the management evaluation has been completed and the 
staff member informed of the decision; (d) [i]n cases of decisions to terminate appointments of staff 
members prior to the expiration of their contracts, such suspensions will be granted automatically upon 
request until the management evaluation has been completed; (e) [s]taff members may file a request for 
suspension of action with the Dispute Tribunal without making such a request of the executive head. They 
may also file a request for suspension of action with the Dispute Tribunal in cases where the executive 
head has denied the staff member’s request for suspension. Dispute Tribunal decisions on suspension of 
action are not subject to appeal; (f) [i]n cases where the outcome of the management evaluation indicates 
that the decision was not in line with the Staff Regulations and Rules, action will be taken by the 
Department of Management to ensure that the decision is changed or that an appropriate remedy is taken; 
(g) [i]f the response is not provided within 45 days or is not satisfactory to the staff member, the staff 
member may proceed to the Dispute Tribunal; (h) [t]he response will inform the staff member of his or 
her legal options, including the possibility to notify and to seek advice from staff representation bodies 
and the Office of Staff Legal Assistance.” 
1029 A/62/294, para. 78. 
1030 A/61/758, para. 31(a). 
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recommendations, was that managers’ compliance with their obligation to respond to requests for 

comments in a timely fashion would be reflected in their PAS, as well as in departmental human 

resources action plans.1031 Further, the SMCC recommended that where the outcome of the 

management evaluation indicated that a decision was taken improperly, in addition to action 

being taken to rectify the situation, a record of the outcome would be made in the departmental 

human resources action plans and the head of department’s compact with the Secretary-General 

or executive head.1032 Further, the SMCC recommended that similar proceedings would apply in 

the funds and programs, as appropriate (and the Secretary-General agreed).1033 The Secretary-

General also agreed with the SMCC’s recommendation that, where the Under-Secretary-General 

for Management determined a manager had improperly exercised his or her delegated authority, 

such authority may be withdrawn, and that a similar procedure would apply in the funds and 

programs as appropriate.1034 Finally, the Secretary-General also agreed with the recommendation 

that, where the Under-Secretary-General for Management determined that misconduct may have 

occurred, the matter would be referred for investigation, as appropriate (however, the case could 

still proceed to the Dispute Tribunal).1035 The General Assembly endorsed the above measures to 

ensure managerial accountability in its resolution 61/261.1036 

385.  During its sixty-second session, the General Assembly adopted resolution 62/228, 

which addressed the management evaluation function. In this resolution, the General Assembly 

                                                   

1031 Ibid. 
1032 Ibid. 
1033 Ibid. 
1034 Ibid., para. 31(b). 
1035 Ibid., para. 31(c). 
1036 G A resolution 61/261, para. 27. 
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emphasized the need to have a process in place for management evaluation that was efficient, 

effective, and impartial, and reaffirmed the importance of the general principle of exhausting 

administrative remedies before formal proceedings were instituted.1037 As such, the General 

Assembly decided to establish an independent Management Evaluation Unit in the Office of the 

Under-Secretary-General for Management.1038 This unit would include one Chief of Unit (P-5), 

two Legal Officers (P-4) and three Administrative Assistants (General Service (Other level)) and 

general temporary assistance equivalent to one P-4 Legal Officer position[.]”1039  

386.  Additionally, the General Assembly took note of the aforementioned 

recommendations of the ACABQ, emphasized the importance of prompt decisions and responses 

to formal requests for management evaluation, and stressed the importance of establishing 

adequate accountability measures for managers (in order to ensure their timely response to 

management evaluation requests).1040 Additionally, the General Assembly decided that a 

management evaluation should be completed as soon as possible and within a limit of thirty 

calendar days for Headquarters and forty-five calendar days for offices away from Headquarters 

from the date of the submission of a request for evaluation.1041  

387.  In resolution 63/253, the General Assembly decided that “interns, type II gratis 

personnel and volunteers (other than United Nations Volunteers) [would] have the possibility of 

requesting an appropriate management evaluation but [would] not have access to the United 

                                                   

1037 G A resolution 62/228, section E, paras. 50,51. 
1038 Ibid., para. 52. 
1039 Ibid. 
1040 Ibid., paras. 53,54,55. 
1041 G A resolution 62/228, section E, para. 54. 
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Nations Dispute Tribunal or to the United Nations Appeals Tribunal[.]”1042 In the following year, 

the General Assembly also requested that the Secretary-General provide a description of the 

procedure for management evaluation in his aforementioned report to be submitted at the 

Assembly’s sixty-fifth session.1043 The General Assembly requested that the description include 

the types of work-related administrative decisions for which management evaluation was 

required, as well as the procedure that would normally be followed in other cases where non-

staff personnel submitted a complaint concerning a violation of contract that did not qualify for 

management evaluation.1044 

388.  Regarding the General Assembly’s request to further clarify the role of the 

Department of Management of the Secretariat in the evaluation process, the Secretary-General 

stated that in the context of the Unit’s then current mandate, it operated as a separate unit within 

the Office of the Under-Secretary-General for Management (USG/DM).1045 The Unit reviewed 

requests for management evaluation and presented its findings and recommendations to the 

USG/DM in the form of a draft management evaluation letter addressed to the staff member 

requesting the management evaluation. If necessary, the USG/DM reviewed the letter and 

consulted with the Unit.1046 The Secretary-General further stated that the letter, signed by the 

                                                   

1042 Ibid., para. 7. 
1043 G A resolution 64/233, para. 8(c). 
1044 Ibid. 
1045 A/65/373, section II, paras. 146, 148. 
1046 Ibid., para. 148. 
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USG/DM, would represent that the findings and recommendations of the Unit were endorsed by 

the Secretary-General.1047  

389.  The Secretary-General elaborated that the Unit operated independently from 

decision-makers whose decisions were subject to management evaluation, as well as from the 

Administration’s legal advisers (including the Office of Legal Affairs and the Administrative 

Law Section).1048 The Secretary-General also stated that the USG/DM had the delegated 

authority to indicate the Secretary-General’s endorsement of the Unit’s recommendations and, in 

practice, the recommendations of the Unit were routinely endorsed and implemented.1049 Further, 

the Secretary-General informed the General Assembly that the overriding interest of the 

USG/DM was to ensure that cases were fairly and impartially reviewed so that the cases 

involving managerial error did not needlessly proceed to the Dispute Tribunal, and that then 

recent statistics showed that a significant majority of cases remained unchanged after review by 

the Tribunal.1050 

390.  As a final point on this matter, the Secretary-General stated that the Unit and the 

USG/DM provided mutual support in the area of managerial accountability, and that the 

USG/DM supported the Unit by ensuring that managers responded to requests for comments on 

management evaluations adequately and in a timely manner.1051 In addition, the Unit assisted the 

USG/DM to ensure proper managerial accountability through the maintenance of records on the 

                                                   

1047 Ibid. 
1048 Ibid. 
1049 Ibid., para. 149. 
1050 Ibid., para. 149. 
1051 Ibid., para. 150. 
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timeliness and adequacy of managers’ responses to requests for management evaluation, and by 

regularly raising issues on management practice that arose from an analysis of its caseload.1052 In 

this regard, the Secretary-General stated that, “compliance with requests for comments on 

management evaluations has recently been included in senior managers’ compacts between the 

Secretary-General and heads of departments and offices.”1053 

391.  Concerning the General Assembly’s request for a description of the procedure for 

management evaluation,1054 the Secretary-General outlined the process as follows:  

“[a] staff member wishing to formally contest an administrative decision alleging 
non-compliance with his or her contract of employment or terms of appointment 
is  required to submit to the Secretary-General in writing a request for a 
management  evaluation of the administrative decision within 60 days of the date 
on which he or  she received notification of the decision. The response of the 
Secretary-General, reflecting the outcome of the management evaluation, is 
communicated in writing to the staff member within 30 days of receipt of the 
request for management evaluation for staff members stationed at Headquarters, 
and within 45 days of receipt of the request for management evaluation for staff 
members stationed away from Headquarters.”1055 

 

392.  Additionally, the Secretary-General stated that requests for a management 

evaluation may be received from staff members, former staff members, interns, type II gratis 

                                                   

1052 Ibid.  
1053 Ibid. 
1054 In G A resolution 64/223, the Assembly requested that the Secretary-General include in his report 
“[a] description of the new procedure for management evaluation, including the types of work-related 
administrative decisions for which it is required, and of the procedure normally followed in other cases 
where non-staff personnel submit a complaint concerning a violation of contract that does not qualify for 
management evaluation[.]” 
1055 A/65/373, section 6, para. 188. 



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

214 

Copyright © United Nations 

 

personnel, and volunteers of the Secretariat,1056 as well as persons submitting a claim in the name 

of an incapacitated or deceased staff member of the Secretariat.1057 Further, the types of work-

related administrative decisions for which management evaluation had been requested fell within 

several categories. These categories were separation from service, appointments and promotion, 

benefits and entitlements, discriminatory treatment, maladministration and lack of due process, 

reassignment, and ‘other’.1058 The Secretary-General further stated that, at that time, the most 

numerous cases were in the separation from service category, followed by the appointments and 

promotions category and the benefits and entitlements category.1059 

393.  In his next report on the administration of justice (A/65/373), the Secretary-

General gave a synopsis of the activity of the Management Evaluation Unit. The Secretary-

General informed the General Assembly that the Unit had received 428 management evaluation 

requests since its inception (a 95 percent increase over the number of cases received for 

administrative review under the former system in a similar time frame), concluded that this trend 

suggested that staff members were increasingly aware of the existence of the new system of 

justice, had confidence that their issues would be addressed fairly and in a timely manner, and 

stated that “[a]s staff become more aware of the system, and how to access it, that upward trend 

                                                   

1056 Ibid., para. 189, stated that “requests for a management evaluation may be received from: (a) staff 
members, former staff members, interns, type II gratis personnel, and volunteers (not including United 
Nations Volunteers) of the Secretariat (including Headquarters, offices away from Headquarters, regional 
commissions, peacekeeping and special political missions); and (b) persons submitting a claim in the 
name of an incapacitated or deceased staff member of the Secretariat.” 
1057 Ibid., para. 189. 
1058 Ibid., para. 190. 
1059 Ibid. 
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is likely to continue.”1060 The Secretary-General also reiterated that thorough and timely 

responses from the Management Evaluation Unit were essential to the successful fulfillment of 

the Unit’s mandate.1061 No further action was taken on this matter during the period under review. 

 

(e) The United Nations Dispute Tribunal and United Nations Appeals Tribunal 

394.  During the period under review, the Redesign Panel issued its report (A/61/205). 

In this report, the Redesign Panel recommended the establishment of a two-tiered system of 

formal justice, comprising of a first-instance decentralized tribunal (the United Nations Dispute 

Tribunal (UNDT or Dispute Tribunal)), and a United Nations Appeals Tribunal (Appeals 

Tribunal), which would exercise appellate jurisdiction.1062  

395.  The Redesign Panel further recommended that the UNDT would be composed of 

professional judges with the power to make binding decisions, and with the jurisdiction 

described in the annex to the Redesign Panel’s report.1063 Further, the Redesign Panel 

recommended that the UNDT replace the then existing advisory bodies (including the Joint 

Appeals Boards and the Joint Disciplinary Committees), but not the rebuttal panels and 

Classification Appeals and Review Committees.1064 

                                                   

1060 A/65/373, section II(a), para. 7. 
1061 Ibid., para. 10. 
1062 A/61/205, section XIII, paras. 154,155. 
1063 Ibid., para. 154. 
1064 Ibid. 
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396.  Subsequent to the release of the Redesign Panel’s report, the Secretary-General 

provided a note on the report.1065 In his note, the Secretary-General agreed with the 

recommendations of the Redesign Panel and shared the view that the performance appraisal 

system (PAS),1066 rebuttal panels, and Classification Appeals and Review Committees would be 

maintained. Further, the SMCC indicated that specialized or technical advisory bodies such as 

the medical boards and the Advisory Board on Compensations Claims would also need to be 

maintained (and the Secretary-General agreed as well).1067 The Secretary-General also agreed 

that the UNDT and the Appeals Tribunal should make binding decisions.1068 

397.  Also in the report of the Redesign Panel, the Redesign Panel recommended that 

matters should normally be determined by a judge sitting alone.1069 However, the Redesign Panel 

considered it advisable to retain some elements of peer review, with assessors sitting with the 

judge in disciplinary cases, and if the judge so decided, in exceptional cases involving serious 

allegations.1070 The Secretary-General, in his note A/61/758, stated that in order to reflect the 

multicultural nature of the Organization, representation of more than one legal system would be 

required.1071 In order to achieve this, the Secretary-General stated that cases at the first level 

should be reviewed by a panel of three judges.1072 The Secretary-General therefore supported the 

recommendation of the SMCC that the UNDT be composed of nine full-time judges sitting in 

                                                   

1065 A/61/758. 
1066 Ibid., para. 18. 
1067 Ibid. 
1068 Ibid., para. 21. 
1069 A/61/205, section XIII, para. 93. 
1070 Ibid. 
1071 A/61/758, para. 19. 
1072 Ibid. 
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panels of three, and that “no two Dispute Tribunal judges should be of the same nationality and 

that gender and regional balance should be respected; the same considerations would also apply 

to the judges of the Appeals Tribunal.”1073 With this increased number of judges per panel, the 

Secretary-General proposed to establish UNDT panels in Geneva, Nairobi and New York, 

without the half-time judges in Santiago and Bangkok proposed by the Redesign Panel.1074 

398.  The Redesign Panel also recommended that an Internal Justice Council should be 

established to compile lists of candidates for appointment as judges in the Organization’s internal 

justice system, and to monitor that system.1075 In his note, the Secretary-General stated that, he 

supported the Redesign Panel's recommendation to establish an Internal Justice Council to 

compile lists of candidates for appointment as judges in the Organization's internal justice 

system. Further, the Secretary-General stated that all judges of the UNDT and Appeals Tribunal 

would be appointed by the Secretary-General and the General Assembly respectively from the 

list of candidates prepared by the Internal Justice Council.1076 The ACABQ also addressed this 

recommendation in its report A/61/815. 

399.  The ACABQ stated that its view was that the effectiveness of such a body would 

depend largely on the expertise of its members.1077 However, at that time, it was not clear how 

the Internal Justice Council would be constituted, the precise role it would play, and the process 

that would be applied for the selection of its members. Further, the ACABQ stated its concern 

                                                   

1073 Ibid. 
1074 Ibid., para. 20. 
1075 A/61/205, section XIII, para. 173. 
1076 A/61/758, para. 32. 
1077 A/61/815, para. 48. 
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that very little emphasis had been placed on the legal and judicial expertise, experience, and 

qualifications of its members, which would be of paramount importance.1078  

400.  The ACABQ further stated that if the General Assembly decided to establish the 

Internal Justice Council, then the Assembly should request the Secretary-General to elaborate, 

and submit for the consideration of the Assembly, the terms of reference for the Council and the 

criteria for selection of its members.1079 

401.  In 2007, through resolution 61/261, the General Assembly requested that the 

Secretary-General report containing proposals on the nomination and selection process for the 

judges, taking into account the recommendations of the ACABQ as set out above.1080 

402.  Further in 2007, the General Assembly issued resolution 62/228, which addressed, 

in part, the recommendation by the Redesign Panel concerning the establishment of an Internal 

Justice Council. In this resolution, the General Assembly decided to establish, by 1 March 2008, 

a five-member Internal Justice Council that consisted of a staff representative, a management 

representative, two distinguished external jurists (one nominated by staff and one by 

management) and chaired by a distinguished jurist chosen by consensus of the four other 

members.1081 The General Assembly also decided that the Internal Justice Council should be 

assisted by the Office of Administration of Justice (as appropriate)1082 and perform the following 

tasks:  

                                                   

1078 Ibid. 
1079 Ibid., para. 49. 
1080 G A resolution 61/261, para. 32(b). 
1081 G A resolution 62/228, section III(a), para. 36. 
1082 Ibid., para. 38. 
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“(a) [l]iaise with the Office of Human Resources Management on issues related to 
the search for suitable candidates for the positions of judges, including by 
conducting interviews as necessary; 
(b) [p]rovide its views and recommendations to the General Assembly on two or 
three candidates for each vacancy in the United Nations Dispute Tribunal and the 
United Nations Appeals Tribunal, with due regard to geographical distribution; 
(c) [d]raft a code of conduct for the judges, for consideration by the General 
Assembly; 
(d) [p]rovide its views on the implementation of the system of administration of 
justice to the General Assembly[.]”1083 

 

403.  In its report A/61/205, the Redesign Panel also stated that the UNDT should have 

jurisdiction in four areas: (1) complaints alleging non-compliance with terms of appointment, 

conditions of employment or the duties of an international organization to its staff, regardless of 

the type of contract under which they are employed and whether or not there has been a formal 

decision;1084 (2) disciplinary matters;1085 (3) applications by the Organization or funds and 

programs to enforce the relevant staff and financial rules relating to accountability against staff 

members;1086 and (4) actions by a staff association on behalf of its members to enforce the staff 

rules and regulations and related administrative instructions or on behalf of a particular class of 

its members affected by a particular administrative decision.1087 

                                                   

1083 GA Res 62/228, Sec. III(a), para. 37. 
1084 A/61/205, para. 77(a). 
1085 Ibid., para. 77(b). 
1086 Ibid., para. 77(c). 
1087 Ibid., para. 77(d). 
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404.  The Redesign Panel further recommended that the United Nations Administrative 

Tribunal be renamed the United Nations Appeals Tribunal, and its Statute amended to include a 

new appellate jurisdiction.1088  

405.  Concerning the Redesign Panel’s recommendation for allowing staff associations 

an independent right to bring a class or representative action on behalf of their members, the 

Secretary-General  supported the SMCC’s recommendation that a staff association under staff 

regulation 8.1(b) may bring an application against the United Nations or its separately 

administered funds and programs to: (a) enforce the rights of the staff association, as recognized 

under the Staff Regulations and Rules; (b) file an application in its own name on behalf of a 

group of named staff members who are entitled to file and who are affected by the same 

administrative decision arising out of the same facts; and (c) support an application by one or 

more individuals who are entitled to file an application against the same administrative decision 

by means of the submission of a friend-of-the-court brief or by intervention.1089    

406.  Concerning the second tier of the formal justice system, the Secretary-General 

endorsed the SMCC’s recommendation that the Appeals Tribunal exercise appellate jurisdiction 

where the UNDT: “(a) [h]as exceeded its jurisdiction or competence; (b) [h]as failed to exercise 

jurisdiction vested in it; (c) [h]as committed a fundamental error in procedure that has 

occasioned a failure of justice; (d) [h]as erred on a question of law; or (e) [h]as erred on a 

question of material fact.”1090 The Secretary-General then stated that the Statute of the United 

                                                   

1088 Ibid, section XIII, para. 155. 
1089 A/61/758, para. 26.  
1090 Ibid., para 28. 
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Nations Administrative Tribunal, which would form the basis for the Statute of the Appeals 

Tribunal, would need to be amended accordingly and beyond the recommendations of the 

Redesign Panel.1091  

407.  In 2007, the General Assembly considered the report of the Redesign Panel, the 

note by the Secretary-General, and other related reports in its adoption of resolution 61/261.1092 

In this resolution, the General Assembly agreed that the formal system of administration of 

justice should comprise two tiers: the UNDT and the Appeals Tribunal, which would render 

binding decisions and order appropriate remedies.1093 The General Assembly further decided that 

a decentralized UNDT should replace the then existing advisory bodies, including the Joint 

Appeals Board, Joint Disciplinary Committees, and other bodies as appropriate.1094 

408.  Later in 2007, the Secretary-General issued report A/62/294. In this report, the 

Secretary-General stated that following consultations between staff and management within the 

SMCC, it was agreed that, in addition to the recommended criteria for the appointment of judges 

by the Redesign Panel,1095 an express requirement for judicial experience in the field of 

                                                   

1091 Ibid. 
1092 See A/61/815, A/60/376, A/61/524, A/60/72 and Corr.1 and A/61/71, A/59/883, A/60/7/Add.1.  
For the final text, see Official Records of the General Assembly, Sixtieth Session, Supplement No. 7A, 
A/60/315 and A/61/206, and A/C.5/60/10. 
1093 GA Res 61/261, para. 19. 
1094 Ibid., para. 20. 
1095  A/62/294, para. 58 stated that “[t]he Redesign Panel recommended criteria for the appointment of 
the judges, namely that the individuals: (a) Be of high moral character; (b) Have the qualifications and 
recognized competence necessary for appointment to high judicial office; (c) Have at least 10 years’ 
relevant professional experience in the case of the judges of the Dispute Tribunal and at least 15 years in 
the case of Appeals Tribunal judges.” 
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administrative law (or its equivalent) would be included in the selection criteria for the judges of 

both the UNDT and the Appeals Tribunal.1096 

409.  In resolution 62/228, near the end of 2007, the General Assembly decided that 

individuals who had access to the then current system of administration of justice should have 

access to the new system,1097 and decided to endorse the qualifications of the judges as set out in 

the above report and further described in decision 62/519.1098 Further, the General Assembly 

decided that the judges of the UNDT and Appeals Tribunal would be appointed by the General 

Assembly on the recommendation of the Internal Justice Council,1099 that the UNDT would 

consist of (initially) three full-time judges in New York, Geneva, and Nairobi, and two half-time 

judges,1100 and that the Appeals Tribunal would be composed of seven members who would sit in 

panels of at least three.1101 

410.  Additionally, the General Assembly decided that “further consideration [needed] 

to be given to cases before the United Nations Dispute Tribunal being decided by a panel of 

judges, depending on the nature of the cases, the workload of judges and the grounds for appeal, 

and requested the Secretary-General to present further proposals in this regard, including 

resource implications, to the General Assembly at the second part of its resumed sixty-second 

session[.]”1102 It was also decided that judges would only serve one non-renewable seven-year 

                                                   

1096  Ibid. 
1097 G A resolution 62/228, section A, para. 7. 
1098 Ibid., section III, para. 41. 
1099 Ibid., para. 40. 
1100 Ibid., para. 42. 
1101 Ibid., para. 44. 
1102 Ibid., para. 43. 
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term on either the UNDT or Appeals Tribunal, with the exception of two of the initial judges of 

the Dispute Tribunal and three of the initial judges of the Appeals Tribunal (determined by 

drawing lots), who would serve three years and could consequently be able to apply to the same 

Tribunal for a non-renewable seven-year term.1103 

411.  Further, the General Assembly requested, among other things, that the Secretary-

General report on the following issues: “(a) [d]raft statute for the United Nations Dispute 

Tribunal; (b) [d]raft statute for the United Nations Appeals Tribunal that reflects the decisions 

contained in the present resolution and resolution 61/261; (c) [j]urisdiction of the United Nations 

Dispute Tribunal and the United Nations Appeals Tribunal; [and] (d) [g]rounds of appeal before 

the United Nations Appeals Tribunal[.]”1104 

412.  In Secretary-General report A/62/782, the draft statutes of the UNDT and the 

Appeals Tribunal were issued in annexes I and II of that report.1105 The Secretary-General 

elaborated that Article 2 of the draft statute of the UNDT set out the UNDT’s jurisdiction. 

Essentially, under its draft statute, the UNDT would have jurisdiction to hear cases from those 

individuals identified under Article 3 appealing any administrative decision alleged to be in non-

compliance with the terms of appointment, conditions of employment, or which imposed a 

disciplinary measure.1106  

413.  In this report, the Secretary-General further stated that Article 2 of the draft statute 

of the Appeals Tribunal set out the jurisdiction of the Tribunal, which was principally a court of 
                                                   

1103 Ibid., para. 45. 
1104 Ibid., para. 65. 
1105 A/62/782, section III, para. 58. 
1106 Ibid., para. 59. 



REPERTORY OF PRACTICE OF UNITED NATIONS ORGANS 
SUPPLEMENT NO. 10 (2000-2009)1  

 

224 

Copyright © United Nations 

 

review with appellate jurisdiction. Under Article 2(1) of the draft statute, the Appeals Tribunal 

would be competent to hear appeals against judgments rendered by the UNDT in cases where the 

appellant had asserted that the UNDT had: “(a) [e]xceeded its jurisdiction or competence;  (b) 

[f]ailed to exercise jurisdiction vested in it;  (c) [c]ommitted a fundamental error in procedure 

that has occasioned a failure of justice; [or] (d) [e]rred on either a question of law or a question 

of material fact.”1107 Additionally, the Secretary-General stated that Articles 2(4) and (5) of the 

draft statute reflected the Secretary-General’s proposal that decisions taken by the Pension Fund 

and other organizations which, at that time, were subject to challenge before the United Nations 

Administrative Tribunal would come under the jurisdiction of the new Appeals Tribunal, which 

would continue to act as an administrative tribunal for the Pension Fund and those 

organizations.1108 At the end of his report, the Secretary-General stated that the General Assembly 

may wish to adopt the statutes of the UNDT and Appeals Tribunal attached as annexes I and II to 

his report.1109 

414.  By resolution 63/253 of 24 December 2008, the General Assembly adopted the 

statutes of the United Nations Dispute Tribunal and the United Nations Appeals Tribunal, as set 

out in annexes I1110 and II1111 to resolution 63/253.1112 The General Assembly further decided that 

                                                   

1107 Ibid., section III(B), para. 61. 
1108 Ibid., para. 62. 
1109 Ibid., section VII, para. 101(a). 
1110          G A Resolution 63/253 Annex I, Article 2, para. 1 stated that “1. [t]he Dispute Tribunal shall be 
competent to hear and pass judgement on an application filed by an individual, as provided for in article 
3, paragraph 1, of the present statute, against the Secretary-General as the Chief Administrative Officer of  
the United Nations: (a) To appeal an administrative decision that is alleged to be in noncompliance with 
the terms of appointment or the contract of employment. The terms “contract” and “terms of 
appointment” include all pertinent regulations and rules  and all relevant administrative issuances in force 
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those tribunals would be operational as of 1 July 2009, and would have no powers other than 

those stated within their respective statutes.1113 By this resolution, the General Assembly did not 

include permission for staff associations to file applications before the Dispute Tribunal and 

decided to revert to the issue of the possibility of staff associations filing applications before the Dispute 

Tribunal at its sixty-fifth session.1114 Annex I to this resolution stated that the Dispute Tribunal shall 

be competent to permit or deny leave to an application to file a friend-of-the-court brief by a staff 

association.1115  Additionally, the General Assembly decided that interns, type II gratis personnel 

                                                                                                                                                                    

at the time of alleged  non-compliance; (b) To appeal an administrative decision imposing a disciplinary 
measure; (c) To enforce the implementation of an agreement reached through mediation pursuant to 
article 8, paragraph 2, of the present statute.” Further, G A resolution 63/253 Annex I, Article 3, para. 1 
stated that “1. [a]n application under article 2, paragraph 1, of the present statute may be filed by: (a) Any 
staff member of the United Nations, including the United Nations Secretariat or separately administered 
United Nations funds and programmes; (b) Any former staff member of the United Nations, including the 
United Nations Secretariat or separately administered United Nations funds and programmes; (c) Any 
person making claims in the name of an incapacitated or deceased  staff member of the United Nations, 
including the United Nations Secretariat or  separately administered United Nations funds and 
programmes.” 
1111      G A resolution 63/253 Annex II, Article 2, para. 1 stated that “1. [t]he Appeals Tribunal shall be 
competent to hear and pass judgement on an  appeal filed against a judgement rendered by the United 
Nations Dispute Tribunal in  which it is asserted that the Dispute Tribunal has: (a) Exceeded its 
jurisdiction or competence; (b) Failed to exercise jurisdiction vested in it; 
(c) Erred on a question of law; (d) Committed an error in procedure, such as to affect the decision of the 
case; or (e) Erred on a question of fact, resulting in a manifestly unreasonable  
decision.” Further, G A resolution 63/253 Annex II, Article 2, para. 1(4) stated that “[i]n cases of appeal 
under paragraph 1 (e) of the present article, the Appeals Tribunal shall be competent: (a) To affirm, 
reverse or modify findings of fact of the Dispute Tribunal on the basis of substantial evidence in the 
written record; or (b) To remand the case to the Dispute Tribunal for additional findings of fact, subject to 
paragraph 5 of the present article, if it determines that further findings of fact are necessary.” 
1112 G A resolution 63/253, para. 26. For more detailed information on the differences between the 
draft statutes and the adopted statutes of the UNDT and United Nations Appeals Tribunal, please compare 
Annexes I and II from A/62/782 with their respective Annexes from G A resolution 63/253.  
1113 Ibid., section III, paras. 26-28. 
1114 G A resolution 63/253, para 15 stated that the General Assembly “decides to revert to the issue of 
the possibility of staff associations filing applications before the Dispute Tribunal at its sixty-fifth 
session.” 
1115 Ibid. 
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and volunteers (other than United Nations Volunteers) would have the possibility of requesting 

an appropriate management evaluation, but would not have access to either of the Tribunals.1116 

Finally, the General Assembly requested the Secretary-General to submit the rules of procedure 

for the Tribunals for approval as soon as possible, and no later than the sixty-fourth session of the 

General Assembly. Until then, the General Assembly decided that the Tribunals could apply the 

rules of procedure provisionally.1117 

415.  The Secretary-General submitted the rules of procedure in August 2009, during 

the sixty-fourth session of the General Assembly.1118 The rules were established by their 

respective Tribunals in June of that year, and annexed to report A/64/229 for approval by the 

General Assembly.1119 

416.  In General Assembly resolution 64/119, the General Assembly approved the rules 

of procedure of the United Nations Dispute Tribunal and the United Nations Appeals Tribunal, as 

set out in annexes I and II to resolution 64/119.1120 Annex I, article 24 entitled “Rules of 

procedure of the United Nations Dispute Tribunal” stated that: 

“Friend-of-the-court briefs 
1. A staff association may submit a signed application to file a friend-of-the-court 
brief on a form to be prescribed by the Registrar, which may be transmitted 
electronically. The Registrar shall forward a copy of the application to the parties, 
who shall have three days to file any objections, which shall be submitted on a 
prescribed form. 

                                                   

1116 Ibid., section I, para. 7. 
1117 Ibid., para. 29. 
1118 A/64/229, para. 2. 
1119 Ibid. 
1120 G A resolution 64/119 
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2. The President or the judge hearing the case may grant the application if it 
considers that the filing of the brief would assist the Dispute Tribunal in its 
deliberations. The decision will be communicated to the applicant and the parties 
by the Registrar.”1121 
 

Annex I, article 17, entitled “Rules of procedure of the United Nations Appeals Tribunal”, stated 
that: 

“Friend-of-the-court briefs 
1. A person or organization for whom recourse to the Appeals Tribunal is 
available and staff associations may submit a signed application to file a friend-
of-the-court brief, which may be transmitted electronically. The Registrar shall 
forward a copy of the application to the parties, who shall have three days to file 
any objections on a prescribed form. 
2. The President or the panel hearing the case may grant the application if it 
considers that the filing of the brief would assist the Appeals Tribunal in its 
deliberations. The decision will be communicated to the applicant and the parties 
by the Registrar.”1122 

 
417.  Shortly after the approval of the rules of procedure for the Tribunals, the General 

Assembly requested the Secretary-General to report on establishing a simplified procedure for 

non-staff personnel to contest matters before the UNDT, which would make binding decisions 

not subject to appeal and use streamlined procedures,1123 as well as the granting of access to the 

Tribunals to non-staff personnel, under their current rules of procedure.1124 

418. By resolution 65/251, the General Assembly decided to defer until its sixty-sixth session 

a review of the statutes of the Tribunals, in the light of experience gained, including on the 

                                                   

1121 G A resolution 64/119, Annex I, article 24.  
1122  G A resolution 64/119, Annex I, article 17. 
1123  GA resolution 64/233, para. 9(c). 
1124  Ibid., para. 9(d). 
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efficiency of the overall functioning of the Tribunals, in particular regarding the number of 

judges and the panels of the United Nations Dispute Tribunal.1125 

419.  During the sixty-fifth session of the General Assembly, the Secretary-General 

submitted report A/65/373, which (in part) provided an update on the composition and 

functioning of the Tribunals. The Secretary-General reported that the General Assembly had 

elected three full-time judges and two half-time judges to the UNDT on 2 March 2009, and that 

the Assembly had subsequently elected three ad litem judges for a period of one year to assist in 

handling the backlog of cases transferred from the Joint Appeals Boards and the Joint 

Disciplinary Committees.1126 Additionally, the General Assembly elected seven judges to the 

Appeals Tribunal on the same date.1127 The Secretary-General further reported that the Appeals 

Tribunal held its first session from 15 March to 1 April 2010 in Geneva, and its second session 

from 21 June to 2 July 2010 in New York. The Secretary-General further stated that during its 

first session, the Appeals Tribunal rendered thirty-three judgments and another thirty-one 

judgments during its second session.1128 

420.  Later in 2010, the General Assembly adopted resolution 65/251, and noted with 

appreciation that the two appointed half-time judges had facilitated the constitution of three-

judge panels for the UNDT that would conduct hearings on important matters.1129 Further, the 

General Assembly requested the UNDT to ensure that the best possible use was made of the ad 

                                                   

1125  GA resolution 65/251, para. 46.  
1126 A/65/373, section B(1), para. 11. 
1127 Ibid., section C(1), para. 36. 
1128 A/65/373, para. 41. 
1129 G A resolution 65/251, para. 43. 
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litem judges in order to reduce the existing backlog of cases before the UNDT.1130 Finally, the 

General Assembly decided to defer a review of the statutes of the Tribunals, in light of the 

experience gained, until its sixty-sixth session. There were no further actions on this matter 

during the period under review.1131 

                                                   

1130 Ibid., para. 44. 
1131 Ibid., para. 46. 


