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FSC XXVII Report

Day 1: Monday, 8th October
(Morning Session)
I. Welcoming and Introductions
A. Official Council Meeting Opening by the President
The President welcomed all members in attendance. He also thanked UNICTF and the Support Office
for helping with the organization of the FSC XXVII.
B. Address by OIC UNICTF
OIC UNICTF welcomed everybody to the facilities of Valencia and explained its acronym UNICTF
as United Nations Information and Communication Technology Facility. He then presented a brief
history of UNICTF, built by the Spanish Government and inaugurated by ex-Secretary General Ban
Ki Moon and Prince Felipe of Spain in 2011 as a secondary facility in support to the UN Logistic Base
in Brindisi (UNLB). He explained that UNICTF is critical for communication to the field where
missions’ critical applications are hosted, including UMOJA, FSS, COSMOS. The OIC continued
proudly saying that UNICTF operates a lot with green energy using solar panels that can produce up
to 90% of energy on some days for the consumption of the Data Centre. He added that, moreover,
UNICTF is Tier III, ISO 27001 and ISO 20000 certified. After a brief overview of UNICTF, the OIC
concluded in closing, by welcoming once again everybody and wishing a pleasant stay in the city of
Valencia.
C. Council Members Introduction
The President, Vice-Presidents, FSU Administrative Assistant and FSU Missions’ Chairs briefly
introduced themselves (see list of attendees).
D. Opening Statement by the President
The President again welcomed everyone in attendance and thanked the Valencia team for their support
to the meeting. He stated that, since the last Council Meeting in October 2017, the UN has undertaken
many changes and continues to do so with the UN Secretary General’s drive for reform. This has led
to many challenges to staff representatives’ bodies. Many achievements, however, have been made,
notably, removing the limitation to the eligibility for boarding assistance when children are living with
the other parent from the ST/AI on the Education Grant, passing a recommendation from the ICSC to
the GA on an end of service grant for staff members whose fixed-term contracts would not be renewed
on expiry and another recommendation on the option for staff members not installing their families in
hardship D and E designated family duty stations to receive 75% non-family service allowance. The
details on these and other areas where progress has been made will be elaborated on in the course of
the Council Meeting, such as the recommendation to the GA to allow qualified FS and G staff to apply
for P positions.
The President then hailed the high number of missions’ FSU Committee elections which concluded
in the recent past and that each and every Council Member attending was duly elected and in mandate.
He highlighted the professionalism of the Union as key to demonstrate to management that staff bodies
are run in an expert manner. On behalf of the Executives, he thanked all the Chairs for taking up the
task of representing staff, in full comprehension of the challenges that it puts on all. He pointed that
working in a collaborative manner is the only way to achieve, given the pressure faced by the UN
from external influences. In the days to follow, the Council would brainstorm on ways for improving
how the FSU operates and for making progress in working as a team.
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The President concluded that this would be the last Council Meeting for him and the rest of the current
Executives and wishing it to be a successful one for all.
E. One Minute of Silence
The President then asked the Council to stand for a minute of silence in tribute to colleagues who gave
their lives in support of peacekeeping over the past year.

II. Adoption of the Agenda and last Council Meeting’s Report
A. Adoption of the Agenda
The President requested the floor to go through the agenda of the FSC XXVII Council Meeting while
being available for answering related questions. After the review of the agenda, the Council approved
it unanimously.
The adoption of the agenda was therefore proposed by UNAMID and seconded by MINUSCA.
B. Adoption of the Report of the XXVI Council Meeting (2017)
The Council moved to the minutes of the last Council Meeting. The President said he is available to
answer questions on the issues contained in the report.
UNMISS, referring to PSJOs under the theme of Job and Career in the report, pointed out the lack of
transparency that comes with the recruitment process, particularly with PSJOs vacancy
announcements and Rosters.
Vice-President (Annette) highlighted the decrease in job openings and the short duration of most of
them. She stated that the issue shall be brought up once again during the Executives’ visit to NY in
the following week.
UNGSC agreed with UNMISS on the lack of transparency when it comes to PSJOs and rosters.
The President requested concrete examples with this type of issues. He therefore asked for specific
cases to back up legitimate allegations.
UNMOGIP expressed the same concern over PSJOs.
On these notes, the President reminded the floor that in the following days there would be an extended
discussion on this topic.
RSCE suggested going ahead with the report approval at this moment. The President agreed and asked
for further comments on the previous report from the XXVI Meeting.
UNMISS expressed he would have liked to receive a formal feedback on the issue of PSJOs. The
President answered he did not receive any official answer, as so far, the issue of PSJOs has been raised
as a general concern but not entailing specific cases. He proposed he would try once more but
highlighted the importance of presenting specific cases.
Vice-President (Helal) intervened asking the floor to limit the instance to the minutes and its approval,
while deferring the discussion on other topics and minutes substance in its own time.
The adoption of the FSC XXVI Report of 2017 was proposed by UNMISS and seconded by UNIFIL.

COFFEE BREAK

2/103

FSC XXVII Report

III. Financial Aspects
A. Adoption of the Financial Report
The floor went through the Financial Report and the President disposed himself for answering any
related questions. The Financial Report is attached to the present report as Annex I.
RSCE thanked the Treasurer for the report and the work done thus far.
The Treasurer welcomed RSCE’s appreciation and turned to the FSU Administrative Assistant to
thank her for the support and work done for the Council.
The President also took the occasion and thanked both the Treasurer and the Administrative Assistant.
UNMISS pointed out that, in the past, financial reports were not as clear. He thanked the President
and the rest of the Executives for their work.
UNAMID raised the issue of total revenues as to whether they are negative and what therefore would
the future on this issue be. He suggested finding ways to increase the revenues.
The Treasurer explained that the revenues are not in the negative yet but that, as suggested by
UNAMID, it is important to encourage more staff to become paying members.
UNMOGIP asked for a clarification on the cash balance of 500,000 US$. He pointed out that the
interest on the amount is very low.
The Administrative Assistant highlighted that the interest is worth less than one percent.
RSCE asked if the FSU has ever considered to make money out of the savings balance.
The Treasurer pointed out that the Council was asked to keep the interests low, as these amounts are
the membership’s money, not that of the Executives. He opined that any decision to change that cannot
be made unilaterally by the Treasurer. RSCE clarified that he is not requesting a change in the policy.
The Treasurer next explained some past expenditures and the exception granted in relation to a travel
to Geneva by the Executives, as approved by the Council, for the Inter-Federation meeting. The
exception of granting an ad hoc DSA was due to the fact that at the same time another big event was
happening in the city, which caused hotel prices to soar much higher than to be accommodated by the
regular DSA.
The Financial Report was put forward for adoption.
The adoption of the Financial Report was proposed by RSCE and seconded by UNMIK.
B. Election of the Treasurer and Vice-Treasurer
MINUSCA proposed the current Treasurer, Mr. Robert Powell to continue in his role for the following
year. RSCE and UNMIK seconded the proposal.
Vice-President (Annette) proposed UNMOGIP Chair, Mr. Abdel-Naser Abdallah, as a Treasurer.
UNAMA seconded the proposal.
The Council deliberated on the nominations and took a vote.
The Council unanimously declared Mr. Robert Powell and Mr. Abdel-Nasr Abdallah as Treasurer and
Vice-Treasurer, respectively.
C. Forward Expenditure Planning for the Year 2018-2019
The Council initiated the discussion on a number of issues regarding the upcoming financial year.
The Council expressed the need to raise the number of FSU dues paying members in the coming year.
The floor was opened for proposals on ways to improve the FSU funding in order to maintain its work.
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The President presented upcoming meetings at the Executives’ level. He informed the Council that
his election as the President of UNISERV effective 1st of November 2018 explains why more
Federation-related travel is reflected in the table of travel but that should also be seen as an additional
opportunity to have a more effective representation role in such important new attendances. Until this
decision, he explained, he has held the seat of the General-Secretary of the Federation, representing
FSU and therefore his Federation travels were at a lower frequency.
The President highlighted that the Council Meeting is the most expensive item organized each year.
He then presented to the Council the list of meetings to be attended in the coming financial year:
Meeting Name and Dates

Level of Representation

SMC 2019

Union

ICSC - March and July 2019

Federation

HLCM x 2

Federation

CEB x 2

Federation

HR Network

Federation

ICSC Working Groups current and as required

Federation

FJNC October 2018 and February 2019

Union

Inter-Agency Security Management Network

Federation

UNJSPF

Federation

Mission visits as required

Union

Inter-Federation Meeting

Federation

Inter-Union Meeting

Union

The Treasurer first wanted to again thank the Administrative Assistant for the quality of the paper
work in front of the Council. He then highlighted to the Council that representing staff comes at a
cost. He congratulated the President for his unanimous election as UNISERV President and trusted he
will continue in this additional role to effectively represent staff.
The Treasurer revisited the issue of funding, stating that the total number of paying members in the
field is 1194 representing between 20 to 25 % of the total number of the represented staff. He urged
for the need for fund raising efforts like those successfully carried out in the past, knowing the
upcoming costs necessary to undertake effective staff representation. With the upcoming downsizing
in many missions, there is a potential risk to the funding health of the FSU if expenditure overruns
income or income does not at least balance it. He noted that the amount of a staff member’s
contribution is acceptable, however, the need is for increasing the number of contributing members
and other fund-raising activities. He stressed the importance of having the staff’s voice heard in those
critical forums through their Executives.
The Treasurer shifted the focus then to elements of expenditure within the FSU, namely, missions’
travel by the Executives and in-mission travel by the Chairs. He reiterated, however, what the
President mentioned earlier, that the biggest expenditure for the FSU is the Council Meeting. He
suggested that, even with the ad hoc Council authorization available for the expected requirement of
unplanned travel, the more ahead planning the better.
The Treasurer opined that in-mission travel by the Chairs should remain borne by missions not to
stress the finances of the FSU even more. He also warned that allocating funds to staff representatives
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in missions would not be possible in the absence of an adequate oversight and would lead as well to
audit issues.
The President, commenting in general on the whole schedule of travel put forward, pointed out that
accurately costing such travels is contingent upon their locations, not all of which are determined that
soon in time. He deliberated on each and every meeting listed to explain what they are about.
The President highlighted that a lot of these meetings are going to take place within the EU, therefore
the costs will be contained. The unforeseen travel for SMC WG’ meetings that may appear in the
future would be presented for the ad hoc authorization of the Council as has been the practice thus far.
He highlighted the importance of engagement and gave the example of the ICSC and how presence is
crucial given what the ICSC does and how its decisions affect the staff. He left it to the Council to
consider these dimensions, deliberate and decide on the authorization of the travel required.
The Treasurer inquired about the travel that is purely related to the representation at the Federation
level. He specifically asked how the expenses of such travel are funded, whether there are any
contributions made at the Federation level and whether the Federation has a Treasurer in charge.
The President gave first an overview of the existing three Federations covering all Unions system
wide, namely, FICSA, CCISUA and UNISERV, the third of which FSU is a member. Unlike the other
two Federations, he said, UNISERV is not contribution based and at the same time guarantees a
representation seat for FSU in all forums. The other two Federations, however, are contribution based.
A membership fee of 60,000 USD$ per Union would be required to be a member while not
guaranteeing an Executive position or a seat for representation. This is one major reason why FSU is
affiliated with UNISERV. Other UNISERV members are UNDP, UNWOMEN, UNFPA and UNOPS
representing their staff in NY and all their international and national staff in the field, in addition to
UNESCO in Paris. As a non-contribution Federation, each Union’s travel is self-funded and there is
no Treasurer position in UNISERV as the Federation does not collect nor hold funds.
Responding to the points raised by the Treasurer, Vice-President (Annette) expressed her concern
with missions bearing costs of in-mission travel by the Chairs. She pointed out that this could possibly
allow mission’s management to block the travel of staff representatives if the activity undertaken is
not agreed to by management. She called for the financial autonomy of the Chairs for in-mission travel
and that the Council takes over the approval of such travels.
UNAMID pointed out the financial limitations that missions’ management is faced with, especially
that some missions are going through downsizing and other problems of financial nature. He suggested
that an arrangement be made with DFS to coordinate with mission’s management for a certain level
of travel funding for Chairs. He highlighted the importance of such travel, the lack of which may have
a negative implication on dues paying staff members.
RSCE suggested to decrease the FSU travel expenditure, taking into consideration the advanced
technology available to duty stations. He suggested the use of VTC by Chairs to engage with their
constituencies. He acknowledged the difference with face-to-face meetings, but he supported the
Treasurer’s view that in-mission travel be only funded by the FSU on an exceptional case by case
basis. He also showed his concerns about the costs of the Executives’ missions’ visits and what that
would imply for the FSU funds. Not ignoring the importance of such visits at times, he suggested that
technologies could be, at other times, an alternative for engagement to establish a better and longer
dialogue. He concluded with suggesting to also consider the mechanism for the funding of the travel
of the new President of UNISERV beyond his end of term as the President of FSU.
UNIFIL followed on about the availability of technologies in her mission such as one to one VTCs
which can be used in lieu of in-mission travel. Executives’ travel to missions, however, she said, is
needed even if once a year to assure staff of the support they have and possibly increase contributions.
UNAMID followed on that every mission has its own complexity and disagreed that the use of VTC
is feasible across the board. In a place like UNAMID, hardship and dispersion of the mission area
5/103

FSC XXVII Report

makes it difficult to use VTCs in lieu of visits. He added that the latter is important for dues paying
members, as it provides them with an opportunity at least once a year to meet their representatives
and feel they are better connected to what they pay for.
MINUSCA suggested to the Executives to communicate to DMSs to consider in-mission travel for
Committees as official business, as it actually is. In MINUSCA, he combines such visits with the
business travel related to his official function. He agreed that UNAMID needs such visits especially
with its downsizing and stated that he strongly believes that DMSs would support FSU travel in most
cases. He suggested then when it is not the case that the Council considers funding by case.
UNAMID highlighted that the problem would not be the DMSs, rather the budget line for the cost.
UNGSC requested the Treasurer to send figures he mentioned earlier on the membership status. He
said these are important to help efforts of fund raising. He added that the Council and Executives may
also solicit external donations. He agreed with the Treasurer and RSCE regarding in-mission travel.
He suggested raising with the organization’s management to include the budget for staff
representatives’ activities under the line of travel, relieving mission representatives and management
from the complexity of the matter. On the travel plan of the Executives, he suggested to the President
it would be reasonable to come close to cost estimates as that would make it much easier for the
Council. He supported the value of Executives’ visits to missions to interact with staff and
management, requesting it to be budgeted ahead.
UNAMA reiterated the issue of the budget line when it comes to missions recording any FSU travel.
UNMISS echoed the statement of UNAMID and stated that staff who voted for their Committees
cannot understand why Chairs can travel to Council Meetings but not to meet them. He commented
that DMSs’ support would be conditional depending on whether they are challenged by the
Committees. He agreed it boils down to a matter of a budget line and he suggested that if little support
be provided to overcome missions’ challenges on a case by case basis once a year, it may be a solution.
UNIOGBIS commented on the effect of finding on neutrality and Committees being under the
influence of management. She agreed with UNMISS on the peculiarity of each mission and the
conditional relation with management. She supported the central funding for Committees’ neutrality.
UNISFA stated that since February 2018 the Committee successfully did some work to increase the
number of the contributing membership. He then asked for the names of those paying to encourage
others to pay. He also praised the idea of the Executives visiting UNISFA at least once a year and its
merits in line with other supporters.
UNMOGIP agreed with UNGSC that a documented plan for the mainstream travel including mission
travel is fundamental within which justifications are documented. He observed that cost estimates of
travel should be easy to make, would benefit the Council to better plan priorities, given the limitation
in funds, and leaves out only the ad hoc travel as required. He suggested requesting contribution from
management by the Executives would be reasonable if needed.
RSCE agreed that a budget proposal be made and put before the Council for approval. However, he
disagreed with UNISFA’s request to have the names of paying members, as this could create an
unpleasant situation for some staff members. Instead, he advised, the work done should be the driver
for attracting more members to pay. With regard to facilities to be provided to staff representatives,
he recalled ST/AI/293 which specifies in rough terms what should be provided. He suggested that the
Executives approach NY to ask mission’s management to provide more flexibly support to the
Committees, including maybe funding. He agreed that missions’ management cooperation may be
unconditional, but that does not mean that FSU should be dependent on management outside the spirit
of the ST/AI. He stressed that the Council should authorize all in-mission travel as it does for the
Executives if the need arises.
After listening to what the Council members had to say on this topic, Vice-President (Helal) stressed
the complexity of the in-mission travel issue. He suggested that this complexity could be resolved
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from a wider perspective with a communication strategy, since travel is only a way of communication.
He said that details at this moment should not be the focus, rather the bigger picture that would
automatically justify actions based on worth and not cost.
The Vice-President highlighted the importance of empowering staff representation in the staffmanagement relationship and referred to the code cable the Executives worked hard to get sent to
HoMs by USG DFS in which clear directives were given on the importance of mission staffmanagement relationship. He then explained why the Executives were keen on elections as this
ensured legitimizing staff representation to promote the use of the code cable.
The Vice-President again highlighted that alternative communication is indeed an option but deciding
on means of communication has to be after all based on the communication strategy, he urged the
Council to come up with.
On the neutrality issue raised by UNIOGBIS, the Vice-President agreed that neutrality is fundamental,
but that funding should not have an effect on it, giving the example of the SMC where travel cost of
the Executives is provided for by the organization without any ramifications on their ability to take
positions on subjects as appropriate.
Finally, the Vice-President reiterated the administrative complexity that would come with the
oversight of in-mission travel should FSU funds be used and therefore was not in favor of this
proposal.
On UNAMID’s opinion regarding in-mission visits, the President suggested to approach NY during
the upcoming FJNC to see what can be done to allow this. He agreed that missions are different but
that this effort can be made anyway to allow it across the board.
The President, took the opportunity, speaking of fund raising, to congratulate UNAMID Chair for the
huge work done in that regard and the big deluge from UNAMID membership.
The President, speaking of what was suggested on the use of technology and hold VTCs with missions,
agreed that this was welcomed and has in fact taken place with three missions very successfully. He
agreed to apply it to more missions.
The President agreed to run an exercise of cost estimates of the listed Executives travel even though
locations are not known for some of them. He suggested to work along with the Treasurer and the
Administrative Assistant to have them ready for the Council later in the day.
The Treasurer highlighted that 12% of the contribution at this time come from UNAMID and that its
downsizing and closing by 2020 urges the Council to take seriously compensating the resulting
financial situation with more paying members. He also proposed to the Council to support UNAMID’s
in-mission visits in its peculiar situation of downsizing of a massive mission. He finally drew the
attention of the Council that, for almost three years between 2014 to 2017, special circumstances led
to the number of Executives being only two, therefore less travel expenditure resulted. He therefore
underlined the natural increase of costs with reverting to the normal setting of three Executives on
board and how a need to increase the income is much needed.
Vice-President (Annette) suggested to boost the call for new contributions by publishing the election
of the President as President of UNISERV and what possible benefits this brings to the constituency.
RSCE supported Vice-President (Helal) on his comments for the need of a Union program and a
communication strategy. He requested a program of work from the Executives so that budget
proposals would be put forward prior to Council Meetings. He suggested touching upon ST/AI/293
during the upcoming FJNC and possibly proposing reviewing it to inject some more flexibility to
provide the needed support for staff representatives in missions. He finally proposed to the Council to
look at opportunities of making a better value of the FSU savings.
UNGSC proposed, as a fund-raising suggestion, that approved FSU gadgets or other merchandise can
be procured and made available for sale.
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UNVMC reported that some of the reasons why the paying membership is low is that staff do not see
clearly accomplishments of the FSU. When staff demanded concrete examples, she said, she was not
able to demonstrate documented examples. She proposed, therefore, that Chairs need some sort of a
list of FSU achievements in the medium-term past to be able to advocate for calling for more
contributions. She asked the Council to consider the possibility of implementation.
The President suspended the discussion at this point with a break to prepare the cost estimates.

LUNCH BREAK

(Afternoon Session)
The President submitted the promised cost estimates for the proposed Executives travel based on the
worst-case scenario for locations which are yet to be decided.
The Council examined the document and authorized Executives travel for 2018-2019.
Executives travel authorization for 2018-2019 was proposed by RSCE and seconded by UNIFIL.
D. Resolution of Financial Challenges
1. Committees’ in-mission travel
The President, considering all the aforementioned opinions on problems facing in-mission travel,
proposed that the Executives raise the issue as overarching at the upcoming FJNC. He continued,
however, when a problem has not been resolved at the mission level, that a request by the concerned
Committee be made to the Executives who would treat the case with the Council in the same manner
as other ad hoc travels.
The Council unanimously agreed to the proposal on resolving in-mission travel:
•

The Executives to raise challenges faced by Committees at the upcoming FJNC.

•

When an issue arises, the Committees will exhaust every effort to solve the problem locally.

•

If the problem persists, the Committee will write to the Executives, who in turn will try to
resolve it through the Council.

2. Executives’ travel to missions
A long debate on the topic of Executives’ visits to missions ensued.
RSCE was of the view that, given the financial constraints and notwithstanding the merit of visits,
resorting to VTCs should be an alternative. He opined that the use of VTCs can be as effective as a
visit in most cases and that, except when there is an emergency or a dictating need, such as downsizing,
regularly scheduled global town hall meetings with the staff would provide a better and more efficient
way of communication.
MINUSCA aligned with RSCE and added that visits should only be resorted to when absolutely
necessary such as in UNAMID’s case. He expressed his concern that the biggest part of contribution
comes from few missions, like UNAMID and MINUSCA, and that poses a risk to the FSU financial
health.
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Vice-President (Annette) drew the attention that the Executives would need to have the full picture of
missions to be able to do their job. She added the first-hand knowledge can only be spared by elected,
proactive and efficient Committees. RSCE replied that broadcasts can help arranging for town halls
and encourage elections in missions where a Committee is not in place.
The President underlined the statement made by the Vice-President and that, in the case where the
Executives are not traveling to missions, it would be imperative on Committees to clear with the staff
any impression that the Executives have abandoned them. He commented that the Executives can be,
should the Council so decide, on call in that case when required.
UNAMA disagreed with RSCE and MINUSCA that, notwithstanding the financial aspect, field visits
remain very important. He also disagreed that the needs of missions for visits be approved by the
Council on a case by case basis. He requested that such a decision be left to the Executives highlighting
how visits are crucial. He gave the example known to all, of the visit of Vice-President (Helal) to a
specific mission to address a problem that could not have been resolved if not for the visit of one of
the Executives.
The President moderated that the debate does not aim at just stopping everything but rather, to control
cost. He also expressed that the onus of the decision cannot be on the Executives when the Council is
in disagreement. He rephrased the debate, as in the case of in-mission travel, being about exhausting
all means to solve problems before resorting to traveling to a mission. He warned, however, against
inventing a system then be asked to override it. He pointed the need was for the Council to authorize
such travels in light of justification and a cost benefit analysis.
Vice-President (Helal) opined that the debate about visits would be out of context when reduced to
the monetary argument. He stated that cost can only be debated when the “what” and “why” are known
and that all means are feasible but the decision on which option to pursue should only stem from the
intended outcomes. Reminding the Council of complaints about FSU visibility, he wondered why
austerity is suggested when such visits are spread over a biennium.
UNMOGIP explained the issue to be to best utilize limited resources. While he agreed that every visit
will be valuable and will bring about issues to light, priorities have to be set. He requested, on the
other hand, that financial statements from a third-party be provided in addition to the financial report
by the FSU. The President confirmed that FSU undergoes a third-party audit every 24 months and that
the audit report will be submitted next year and made public to the Council and staff.
UNAMA agreed with Vice-President (Helal) commenting that the current practice regarding visits
has not affected FSU maintaining good savings, currently at 500,000 US$. He did not see the need to
eliminate or minimize missions’ visits.
RSCE responded that the proposal is to use alternate methods out of a good financial management
when there is no additional value for the cost incurred and not to eliminate visits.
MINUSCA seconded RSCE out of concern that the biggest part of contribution comes from few
missions like UNAMID and MINUSCA and that poses a risk to the FSU financial health.
UNAMID was of the view that the focus should be on how to generate income rather than on lowering
necessary expenses.
Vice-President (Helal) clarified to UNMOGIP that both their comments are not in disagreement. He
explained that prioritization of spending necessitates to first have a program of work with intended
outcomes. He pointed that the discussion about visits is premature in the absence of such a program
and a communication strategy. He also drew the attention of the Council that visits are themselves a
trigger for generating contributions since they promote visibility.
UNMISS echoed support to missions’ visits by the Executives.
To address the concern over the risks of closing down missions to the financial status, the President
provided general figures on the spread of paying membership over missions as of July:
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Mission/Duty Station

Paying Members

Percentage %

MONUSCO

190

16.17

UNAMID

140

11.91

UNMISS

135

11.49

MINUSCA

114

9.7

MINUSMA

94

8

UNSOS Nairobi + Mogadishu

90

7.66

UNIFIL

51

4.34

UNAMI

46

3.91

UNAMA

36

3.06

RSCE

35

2.98

MINURSO

31

2.64

UNISFA

28

2.38

UNSMIL

28

2.38

UNGSC

24

2.04

UNTSO

22

1.87

UNIOGBIS

18

1.53

UNVMC

15

1.28

UNMIK

12

1.02

MINUJUSTH

11

0.94

UNDOF

11

0.94

UNMOGIP

11

0.94

KJSO

8

0.68

Yemen + Jordan

6

0.51

Senegal

4

0.34

Occupied Territories

4

0.34

UNFICYP

3

0.26

Burundi

2

0.17

Ethiopia

2

0.17

Turkmenistan

2

0.17

Egypt

1

0.09

Iran

1

0.09

Total

1175*

100

*

The total reflects the contribution through payroll deductions only. Direct debit contributions are not
included.
The President highlighted that figures show quite a spread over missions; therefore, risks are wrongly
perceived.
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UNAMID suggested a campaign to reach at least a 50% dues paying membership for extra funding.
The President asked that the Council reaches a decision on mission’s visits.
UNAMA stated that visits constitute an integral part of the Executives’ job. He reiterated that, unless
visits posed a financial stress, no change to the practice is required. The President confirmed that no
stress had been posed by Executives’ activities including such visits to the best of knowledge.
UNMISS concurred with UNAMA and stated that the visits are about empowerment and should not
be seen as implying a corrective action to Committees’ failures.
UNGSC was of the view that the Executives have the leadership role to decide when and where they
consider visits necessary, especially, if there was an emergency, without seeking the approval of the
Council if they consider it appropriate. He said there is a lot more to their justification than resolving
problems. He agreed that without a work program, the Council is in no position to decide on priorities.
UNMOGIP suggested that, aside from the case of UNAMID, a decision would be better enlightened
with a proposal of visits, cost estimates and prioritization. He stated that there may be no need for the
debate if a proposal is put forward.
UNAMI concurred with UNMOGIP.
The President shared with the Council the plan that the Executives had in mind for the remainder of
the mandate: MONUSCO, UNAMID, UNMISS, UNAMI, UNAMA, MINUJUST and MINUSCA
without any priority order. He stated that these missions were not visited during this tenure or the last.
UNMISS reiterated that VTCs would not provide the power as much as visits and that issues which
need to be addressed with HoMs and management would not be raised or worked over a VTC.
Vice-President (Helal) followed on by mentioning other benefits of visits as the need to see first-hand
the reality of what staff endure. He stated that seeing is not the same as hearing, especially that the
onus is on the Executives to bring up the realities to the organization’s senior management.
The President suggested that with a divided Council, votes on propositions would be required.
Vice-President (Annette) interjected that the debate should not be seen as a disagreement, rather, she
rephrased, as a call for a phased approach by encouraging first the use of VTCs then a visit if needed.
The President, accordingly, suggested a proposition to the floor that, unlike ad hoc visits in response
to emergencies, which will be brought forward to the attention of the Council, planned missions’ visits
will follow a non-travel approach, the use of VTCs would be first attempted then a visit when required.
In all cases, he added, due diligence shall be used at all times as this is already the case. He suggested
proceeding with visiting the presented list of missions, having not been visited for the last three years.
UNAMID and UNAMA stressed that VTCs would not work with challenging management and that
using VTCs and actual visits should not be mutually exclusive of one another. They were of the view
that VTCs would work with staff but not with senior management.
MINUSCA clarified that his position and that of RSCE was not intended to block visits but that only
due diligence be applied. That would bring consensus on the issue without motion, he concluded.
The President proposed the conclusion to the floor. As adopted by the Council:
•

Mission visits to take place with due diligence and cost efficiency as required.

•

Ad hoc emergency visits to be presented to the Council as per normal procedures.

COFFE BREAK
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IV. Summary of Meetings and Projects for 2017-2018
A. Meetings
The President presented to the Council all the meetings attended during 2017 – 2018:
Meeting

Date

Location

Council Meeting

October 2017

Brindisi

ACPAQ

December 2017

New York

SMC Ad hoc meeting

February 2018

New York (called by the SG)

FJNC

February 2018

New York

ICSC

March 2018

New York

Inter-Federation

May 2018

Geneva

ICSC Working Groups

May 2018

Rome

SMC

June 2018

New York

ICSC

July 2018

Bonn

SMC Working Groups

As scheduled

VTCs

Mission Visits

As required

Multiple locations

The SMC Working Groups to which FSU contributed were: G to P (including FS Staff), Parental
Leave, Mobility, Sexual Harassment and Abuse and Performance management.
B. Special Projects
The President summarized the special projects in which the Executives took an active role:
Topic

Lead

Forum

FS WG

FSU/FSU and sister Unions

FJNC/SMC

Education Grant ST/AI Rev.1

FSU

OHRM

Nationalization

FSU

FJNC

Rest and Recuperation new ST/AI

FSU

SMC

D and E Duty Family Duty Stations WG

FSU as UNISERV

ICSC

C. Issues covered in the FJNC
1. Nationalization
Please see Day 2, VTC with FPD, Question 8.
2. FS Working Group
Please see 2 under the next section.
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D. Issues covered in the Staff Management Committee in 2018
The Executives briefed the Council on areas in which developments were solely or mainly triggered
by the efforts and engagement of the FSU:
1. Rest and Recuperation
The President stated that the FSU engaged in direct discussions about Rest and Recuperation with the
USG DM and, ASG OHRM and her team, mainly led by Vice-President (Helal), prior to SMC VII.
The Vice-President explained that the focus was on the requirement for fairer implementation of the
ICSC framework. He elaborated that he explained and demonstrated to both the USG and ASG that
the Rest and Recuperation framework has been taken out of its proportion in the current ST/AI and
even more during its implementation in missions when it came, among other issues, to the combination
of other types of absences. He stated that he asked for the issuance of a new ST/AI that clearly allows
the combination of weekends and other approved types of absences both before and after Rest and
Recuperation. He explained to the USG and the ASG that it would provide flexibility to staff members,
once they accrue the qualifying service, to be able to choose when to start counting their Rest and
Recuperation regardless of the day they leave the duty station. He said he was grateful to the USG and
ASG that they supported the request. He informed the Council that following this early engagement,
the Executives also submitted a paper summarizing the above to the SMC, the formal venue in which
management officially agreed to the request.
The President referred the Council to page 14 of the SMC VII Report which was subsequently
approved by the Secretary General:
65. Staff Representatives requested that ST/AI/2011/7, pertaining to Rest and Recuperation, be
reviewed to ensure its correct implementation. They further explained that they felt the current
framework allowed for more flexibility.
66. Management representatives stated that it had reviewed the proposal and had a clear
understanding of the issues faced by staff and were ready to introduce the requested flexibility.
Management further stated that a new ST/AI is currently being produced and will be circulated
for consultation by the first week of July, following the standard procedure. The Staff
Representatives thanked the Management representatives for taking such prompt action on this
critical subject.
67. A new ST/AI will be circulated for consultation by the first week of July, incorporating the
flexibility requested by UNSFU.
The Vice-President also communicated to the Council that among other requests made to OHRM with
respect to amendments to the current ST/AI was to remove the suspension effect of travel on official
business on the qualifying service. This request, he explained, was based on the argument that travel
on official business does not alleviate stress even if at less hard location and that the suspension effect
does cause inconveniences to staff who arranged their travel prior to being tasked of official business.
The Vice-President informed the Council that, following such developments, he was engaged with
the competent office in OHRM for the drafting of the new ST/AI.
The President explained that the draft ST/AI was circulated by OHRM for comments by Unions
Executives in July in line with the agreement in the SMC. He said that the ST/AI was with OLA at
this stage, but FSU is not aware whether its final contents would be in line with what was requested.
N.B. By the time the write-up of this report was completed, the new ST/AI/2018/10 and its
corrigendum ST/AI/2018/10/Corr.1 were issued. The main request of the FSU, that is on the
proper implementation concerning the combination of different types of absences was granted.
The request for the removal of the suspension effect of official business on the qualifying service,
however, was not reflected in the new ST/AI.
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In relation to the issuance of ST/AIs in general, UNAMID expressed his concern about the
discontinuation of the practice of circulation of draft ST/AIs by the Executives to Committees’ Chairs
in the last few years. He was of the view that soliciting inputs from the Chairs during the review of
drafts by the Executives was necessary for their valuable inputs being on the ground on one hand, and
on the other, so that Chairs be made aware of upcoming developments in policies to be able to prepare
the staff and not receive the published ST/AI after the fact.
The Vice-President explained that, while he agrees with UNAMID on the importance of sharing
drafts, however, what recently made keeping up impossible, were the very tight timeframes
management has been setting for drafts reviews and feedback, in most times as tight as 4 days.
UNAMA concurred with UNAMID and suggested to receive documents at the same time the
Executives receive them, so they can provide their comments and feedbacks. He stressed that there
was no disadvantage in sharing the documents.
The President stated that the matter is not that he objects to that rationale, but that of the immense
flood of inputs under a tight deadline. He added that more time would be required in order to design
the system for shared inputs.
Vice-President (Annette) added that comments sent to management are not necessarily reflected in
final issuances by OHRM.
Vice-President (Helal) stressed that the discussion about this concern and others related to collective
work falls under the general concept of information sharing which has been a recurring discussion
every Council Meeting with no serious attempt to find a resolve. He suggested it was time to give
more focus to that matter and urged to discuss it thoroughly under challenges of the FSU scheduled
for Thursday.
2. G to P including FS and S staff
The President presented the topic and explained that the request made was to remove the barrier put
on “qualified” staff in G, FS and S categories to apply for P positions. He said the request was cleared
by the ICSC and was now with the GA. He stated that he was engaged by the ACABQ members for
comments and that, during such exchanges, they showed positive reactions.
3. GSDM Global Service Delivery Model
The President explained that FSU requested in the SMC that the mitigating measures which were put
forward during the ad hoc SMC in February 2018 for G staff who would be affected by GSDM, be
extended to FS staff as well. He continued that management agreed to the request and that all staff
affected by GSDM, irrespective of their duty station, category or level, would be covered by the agreed
exceptional mitigating measures. He stated it was clarified that this would be especially applicable to
staff in the FS category and that GSDM, however, was still in the works and would be effective in
2020 if approved by the GA.
E. Issues directly addressed with OHRM
Vice-President (Helal) briefly touched upon the issue of boarding assistance for staff in the field under
the new Education Grant scheme and the eliminating eligibility criterion in ST/AI/2018/1 of “children
not staying with the other spouse”. He stated that since the issuance of the ST/AI in January, the FSU
engaged with OHRM to remove this unfounded criterion from the provisions. He explained that this
criterion meant that most staff in the field were made not eligible for the boarding assistance, was
illogical and illegal, since it was not part of any of the requested amendments under the revised
Education Grant scheme within the new compensation package. Following 8 months of FSU efforts,
OHRM agreed to remove the criterion and retroactively reimburse the boarding assistance to all staff
in A to E duty stations and staff in H duty stations who meet other relevant criteria.
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F. Issues covered in the ICSC in 2017-2018
The President referred to the ICSC Report of 2018 and pointed out the main issues of interest to the
Council to which the FSU (sitting as UNISERV) had a major contribution. He explained the
following:
1. End-of-Service Grant (Pages 25 to 27 of the ICSC Report)
In its resolution 71/264, the GA requested the Commission to analyze the effects of its
recommendation on the establishment of end-of-service severance pay for staff serving under a fixedterm contract and separating from the organization upon the expiration of that contract after 10 or
more years of continuous service. This year, however, the ICSC proposed to lower the eligibility to 5
years or more of continuous service under a fixed-term contract with a sliding scale (page 54 section
B of the ICSC Report). The President invited the floor to have a look at the sliding scale referred to
and reminded the Council that even that this has been approved by the ICSC, it still needed to be
approved by the GA, only in which case, it would come into effect.
2. D and E Hardship Family Installation Options (Pages 44 to 49)
The President explained to the Council that the ICSC has always only recognized the term “non-family
duty station”. Family duty stations for us, he said, are therefore not “non-family duty stations” in the
ICSC’s terms. It does not designate them as such but rather just does not designate them as “nonfamily”. The designation of a “non-family duty station” is based solely on the security assessment
made by UNDSS. Any duty station not assessed by UNDSS as being dangerous is therefore not
designated by the ICSC as “non-family”. On the other hand, the ICSC assesses all duty stations in
terms of hardship classification (H and A to E). Both aspects put together, this has led to some duty
stations with D and E hardship classification, yet not assessed by UNDSS as dangerous, being
automatically in the eyes of the ICSC not designated as “non-family”. In turn, staff members who do
not install their families in such duty stations due to severe hardship conditions demonstrated by the
hardship classification D and E, were deprived from any compensatory allowance for the isolation
from family, unlike their counterpart in non-family duty stations who receive an NFSA for that
purpose. The proposal called for an allowance equivalent to NFSA for staff members in D and E duty
stations, not designated as “non-family”, who do not install their families by virtue of lack of livable
conditions conducive for family life. After a long debate with both the Federations and organizations
side by side, the ICSC has agreed to recommend to the GA to grant only 75% of the NFSA for staff
members in D and E hardship duty station not designated as “non-family” who do not install their
families. The matter was now in the hands of the GA and, if approved, staff members in such duty
stations would have the option of not installing their families, forfeit their related family installation
allowances and be granted 75% of the NFSA instead. (Details of the debate is in the ICSC Report).
UNAMA inquired about the list of duty stations to which it may be applicable, if approved. The
President answered that it would be applicable to ALL duty stations with D and E hardship, not
designated as “non-family” and to be granted to staff members who have not installed any of their
dependents.
UNMOGIP asked if this would have an effect on any other allowance. The President answered it
would not.
The President concluded that both the SMC and ICSC Reports have been circulated to the staff.

COFFEE BREAK
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G. Programme of Work of the ICSC for 2018-2019
The President presented to the Council the issues to be discussed during the upcoming ICSC session:
1. Resolutions and decisions adopted by the GA and the legislative/governing bodies of the other
organizations of the common system.
2. Conditions of service applicable to both categories of staff (national and international):
a) Career development.
b) Standards of accommodation for air travel.
3. Conditions of service of the Professional and higher categories:
a) Base/floor salary scale.
b) Evolution of the UN/US net remuneration margin.
c) Review of staff assessment rates used in conjunction with gross base salaries.
d) Comprehensive assessment report, including a global survey, on the UN common system
compensation package.
e) Post adjustment issues: status reports on the review of the post adjustment system, reports of
sessions of the advisory committee on Post adjustment questions and agendas for the fortysecond and forty-third sessions of the Advisory Committees.
f) Review of implementation of recruitment incentive.
g) Relocation shipment: review of the ceiling.
h) Education grant: review of scale and level of boarding lump sum.
i) Hardship allowance: classification methodology and review of level.
j) Mobility incentive: review of level.
k) Non-family service allowance: review of level.
4. Conditions of service of the General Service and other locally recruited categories:
a) Review of salary survey methodologies.
b) Surveys of best prevailing conditions of employment in Kingston.
5. Conditions of service in the field
a) Danger pay: Review of level.
b) Security evacuation allowance: review of level.
6. Monitoring of the implementation of the decision and recommendation of the ICSC and the
GA by organizations of the UN Common System
UNAMA asked if the FSU has an influence on the issues in question in the ICSC. The President
answered that we do have a seat in the room as UNISERV. Federations are allowed to interject and
make comments. Background documents are not distributed until very late before the session. They
are confidential documents not available for circulation. The final decision rests on the fifteen ICSC
Commissioners who can only make a recommendation to the GA. The FSU tries through the
Federation to provide arguments that would influence the decisions of the ICSC. FSU, for example,
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through UNISERV took the lead on behalf all three Federations and debated the allowance for staff
members in the D and E family duty stations as previously explained and helped lobbying it through.
RSCE raised the issue that calls have been made to review the ICSC itself. The President explained
that this is the review of the operation methods and not the ICSC Statute. A working group has been
set to review the former and not the latter. Only the GA has the power to review the ICSC Statute.
RSCE asked whether the Federations are attempting to raise the question about the Statute with the
GA. The President answered that a letter from the Presidents of the three Federations was sent to the
President of the GA to highlight the dissatisfaction with the ICSC.
The Council took note of the Executives activities presented under Section IV.

V. Refresher on Staff-Management Forums and Bodies
Vice-President (Annette) with the rest of the Executives welcomed new members of the FSU. The
President was requested to give some general explanation of the acronyms and main forums where
FSU engages. He went through some general concepts that helped the new participants to understand
what the FSU does at the Executives’ level. The President summarized all the meetings and
committees the FSU is entitled to attend (FJNC, SMC, ICSC), the Federations (UNISERV, CCISUA,
FICSA) and the concept of working groups implemented in the SMC, ICSC and whenever required.
He explained that FJNC is where discussions take place on issues with policies’ implementation in
the field and raise other concerns purely related to the field. FJNC has limited authority, however, as
it can only take decisions which do not overrule the SMC or the ICSC. The SMC is where discussions
on how policies are formulated, including those affecting the field. The SMC, in turn, cannot overrule
the ICSC, the latter being a subsidiary body to the GA and where conditions of service for the staff,
system-wide, are discussed and recommendations made to the GA.
The President continued explaining some other bodies such as the CEB, HLCM, and the HR Network
which are forums for discussing among organizations’ heads and their delegated personnel.
At the end, RSCE gave a brief history on the FSU and the Federations to the audience.
Vice-President (Helal) highlighted to the audience that these concepts and mechanisms are very
important to keep in mind when the issue of challenges to the FSU is being discussed. Challenges to
the work of the FSU come at different levels of interaction: from within, at the Council and
Committees level and from the outside, at the peer level with other Unions and Federations, in addition
to upstream challenges with management and governing bodies.
At this, the President closed the session and adjourned the meeting for the day.
END OF DAY 1
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Day 2: Tuesday, 9th October
(Morning Session)
VI. Location for Next Council Meeting
The Council deliberated over the location for the next Council Meeting. After consultation, the
Council decided to hold the meeting in UNGSC, Brindisi.
The President asked the Council if they would agree on setting up a VTC with all the attendees some
time later on. It would be an Ad Hoc Council Meeting via VTC. All participants agreed.
The Council decided that Council Meeting XXVIII would be held in UNGSC, Brindisi and that until
then an Ad Hoc Council Meeting via VTC would be set.

VII. VTC with USG DM and ASG OHRM
A. VTC Minutes
The VTC started at 10:00 am. The President welcomed the USG DM and ASG OHRM and thanked
them for their participation in the VTC.
USG DM and ASG OHRM thanked the Council for the invitation. They were delighted to take part
and be able to have this important discussion with missions to understand their concerns and to also
convey to the Chairs the way the organization is heading.
The President thanked them for their time and showed his upfront appreciation for providing answers
to the questions put forward by the Council in preparation for the VTC.
ASG OHRM started by saying that maintaining a dialogue is important to understand the concerns of
the FSU. She said they will cover in general terms the questions as they touched upon quite a variety
of issues:
1. Q: Provide a brief update on recent discussions with ACABQ on HR reports in particular with
respect to G (and related categories) to P, staff Regulations and Rules, ICSC related issues
such as the proposal not to install families in D&E duty stations.
ASG OHRM: The management side has made the recommendations related to the G and FS to P to
the GA. At this point in time the related documents are under consideration with the ACABQ. Once
the recommendation by ACABQ are made, we will be in better position to tell you where we stand.
The impression is that the initial reaction was much more open to those recommendations. Also, Staff
Union members in NY are making efforts in order to support us as well as others. We will continue
with all our efforts in order to ensure pushing them through.
Regarding streamlining policies, that is still undergoing. This is a long journey which will not be
completed totally this year. The effort on a number of areas will need to be continued next year but
utmost efforts are being made to review the Staff Regulations and Rules. In this sense, we have had
all the support from FSU and other Staff Unions as well as staff representatives of Funds and
Programs. It has been a tremendous work for you, just as it has been for us and we are truly grateful
for all the support received up to now. At this point in time, we started to review all administrative
issuances as the result of the first review of the Staff Regulations and Rules and we will continue in
this journey to share those circulars with the staff representatives going forward. This is of utmost
importance in order to ensure that we are able to address the concerns of the SG but ultimately to
achieve his vision to be able to operate in a much more efficient and effective way. Also, that will
help us be able to decentralize and give the necessary delegations to the lowest level possible, with
key guidance, however, on how that delegation of authority will be implemented.
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Regarding the Conditions of Service that are handled mainly by the ICSC, we are constantly reviewing
them. We have a few issues that are important for the FSU and particularly for the field. One of these
is the review of the salary surveys methodology for the GS and related categories. The ICSC agreed
to establish a WG in order to review the methodology and, upon request from organizations, they did
agree to make every possible effort to finalize it by next year. In terms of the UN Secretariat, we
started the work to prepare for that review early this year and we have provided a number of inputs to
the ICSC Secretariat in relation to what the options for review are, some recommendations for the
review and what is it important to put forward. In particular, when we have situations of emergency,
or when we had severe devaluation, as where currently we are operating sometimes it poses us
challenges.
The other main challenge we have on the current salary methodology, is to be able to secure the
participations of the minimum number of employers. Therefore, that is another area that we are
working on as to what other alternatives we can have in order to address the challenges that we have
in quite a lot of countries worldwide, in all different continents, and the way forward.
2. Q: Provide an update to the UNFSU representatives on the management reform and their
possible effects on DPKO/DPA and staff in the field.
USG DM: Just a quick recap on where we are with the management reform. As you know the UN
development system reform is going along its track. There will be an implementation plan going to
the GA quite soon. The beginning of the process was to bring the rest of coordinators and the
Coordination Office from UNDP into the Secretariat. So quite a lot of detailed work on the budgetary
resources side, quite intense fundraising going on the part of the SG and others and also quite a lot of
discussion happening among Member States to see how this new structure will be put in place and we
are proving support to that. On the Peace and Security architecture side, which is largely confined to
reorganizing the way DPKO, DPA and PBSO to work together in a much more integrated way, the
new structure basically has been put together and the naming of the division directors and I think there
is more because there are few changes of post or positions there. It is really about a new way of
working. I know there is a lot of work going on in those departments in terms of the more integrated
approach to the work.
On the management reform, which is the largest right now in terms of movement of staff, the basic
paradigm is in relation to increasing decentralization and delegation of authority and a need of
simplification of the framework. But also, a much stronger accountability framework which we are
now currently working on. The issue around the delegation of authority is part of a series of work that
is being done to see the exact extent of that delegation. That delegation will go directly to Heads of
Departments, or in missions to SRSGs, and from there it will be sub-delegated. We are now preparing
the guidelines because we want to make sure this is delegated in a correct manner, in a functional way
and to make certain that the person, in exercising the functions, has the ability to carry out the
delegated authority. At HQ, the re-engineering of two departments of DM and DFS is well under way.
We are now finalizing the matching of their current staff into the re-engineered department. But I
think you are aware that this was a post neutral exercise. In other words, we did not ask for new posts
nor for less, but we did create quite a few new entities and some of them actually, I think, they are of
interest to your membership. For example, a new entity within the Office of Human Resources in the
Department of Strategy, Policy and Compliance which will be dealing with field Conditions of Service
that we did not have before. Another entity in that department on the Legal side, which will be called
Critical Incidents Section and the idea is that for critical incidents, particularly in the field, there will
be a quick rapid response team, which will be able to take those critical incidents immediately and
provide a good feedback faster. On the other side in the department of Operation Support, there is a
new division which is for Troop Contributing and Police Contributing Countries to have a one stop
shop to go, which we think will also be of advantage to them and to missions. So, in order to make
these new offices we have to streamline other offices and we know we are in the process of matching.
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Within the Department of Management, we are proceeding very well, and I think we are going to be
able to match basically all the staff, which is my objective. We are not quite there but nearly there and
that is important. We have some staff that are basically doing the same job but in different locations
and in a different configuration with a different supervisor, but it is pretty much the same thing. But
then we have quite a few staff moving to new areas, for example we have this new division which is
dealing with Business Transformation and Accountability, so there are quite a lot of new positions
there. However, we believe there are current staff that, with a little training, will be able to take on
those jobs. So instead of advertising for new people, we are trying to match people who are currently
working so that they will be able to do this job with this training.
So that is to say that we are coming to an end to that matching and then we will meet to have quite a
lot of work between the two departments because it will be a different way of working. Right now, as
you well know, DFS has been dealing solely with field missions, peacekeeping and special political
missions. DM had some interactions, particularly on the level of budgets, but we have not had the
daily interaction, particularly, in the area of HR, that DFS has had. The new configuration has both
departments working with all departments in the secretariat. So, on the side of Strategy, Policy and
Compliance, the DMSPC will be working directly with the field, so that is going to be a new way of
working and certainly for myself I want to go to as many missions as possible so that I can meet you
and talk with you. I did go a little while ago to South Sudan and, from there for example, one of the
things that was put to me by the management in particular was the issue of UNVs, where there were
a lot of restrictions for UNVs to be able to work in missions after their first assignment. So, we have
been able to work with the Executive Director of UNVs to liberalize those policies which we think
they are important.
The President: The President excused an interruption to refer to the effects of the reform and how they
transpose to the field, for example as the USG eloquently explained in the case of NY with
repositioning of people and the need of training when required. He asked whether those things are
going to happen in the field, because missions are shrinking and lots of people, and UNAMID is an
example, will be going home in the future. Where posts are available and the principle of new
functions to be created, these are the type of issues we are interested in, having seen it happening in
NY. Referring to decentralization, the President expressed concerns on behalf of the Council for
instance on the issue of recruitment, as even under the current system, they feel that oversight is not
done to best serve accountability. They have a worry on places where more delegation could be given
but the accountability might not pick the problem they foresee. He said it is taking what USG DM
was saying to another step, sort of narrowing it down.
USG DM: What the President was saying is clearly the way they want to go but this is all in the future.
She continued saying that right now, the focus is on:
1. Creating the delegation of authority,
2. Creating the accountability networks and,
3. Creating the new departments for HQ support, the two new departments.
Subsequently, we will start to look for the first time to DMSPC and the policy related to missions, as
until now that has been dealt with by DFS. Of course, we have had the engagement with ICSC but in
terms of the overall, whether it be recruitment or conditions of services that are in context of the
Secretary General’s authority. All of those things we have not been the ones dealing with them. It will
be a whole new area that we will need to look at. That is why we will need to engage with you much
more directly from now on than in the past. To be clear, we in DMSPC would not have this authority
and responsibility until after January 1st, 2019, so as of now we still have the same responsibilities
between other two departments.
3. Q: Opportunities for spouses: does the policy on spousal support still apply? There should be a
mechanism for the UN to support a UN spouse to find employment in duty stations with family
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status. This would support career development, gender and also has a significant impact on
staff welfare.
ASG OHRM: As many of you have been for long time within the UN System, this has been a long
journey in this regard, and yes, we continue to support this. We alert you that the issue is not only ours
but is also within the UN System and therefore at the last HR Network Meeting of HLCM, the HR
Network agreed to establish a WG in order to take stock of what has been done by different
organizations but also to reflect on some of the decisions taken some years back, in terms of
establishing local networks for spouses, etc.
We are aware that in some locations they have been much more active than in others, but we feel that
we need to regroup again and also reflect. The WG will be facilitated and chaired by UNICEF, as they
were the one bringing this up in the HR Network and agreed to bring this agenda forward. So, it is not
only the UN Secretariat which is concerned by the issue, but it is also other field oriented organizations
that are concerned on how to move the agenda in the next few years in this area.
4. Q: The mandatory 2017 Managed Mobility (MM) exercise we feel was a failure, to the
detriment of the Staff serving in the field – for example less than 30% of eligible, MMparticipating Staff in P4 POLNET were transferred to new positions. An insignificant
percentage of these transfers were to duty stations with lesser hardship category. In UNAMI
Human Rights Office, only two P4 were transferred from Baghdad and they ended up going to
Mogadishu, Somalia. In result, the clear majority of the Staff serving in hardship and nonfamily DS feel they have lost any hope that there would be a fairer distribution of the burden
between UN Staff. Horizontal/lateral movement of Staff remains the privilege of the Staff
serving in HQs. Long-term P3/P4 serving Staff in Iraq, Afghanistan and S. Sudan are having
zero success in applying for posts in family DS and HQs. Mobility of non-regularized/rostered
staff - Can staff with appointment limitations (never went through an F/CRB process and are
not on a roster) be considered for mobility. This would help in making the UN a fully mobile
workforce. Please can you update us on the future timeline for a fully functioning mobility
policy.
ASG OHRM: In terms of your concerns regarding the results of the managed mobility exercise for
POLNET and that there was not a high percentage of moves, I think this reflects the reason why we
wanted to pause and reflect. There was a thorough analysis and reflection on the data presented and
this has been the one reason why we have wanted to further reflect on the results and also engage
again further with all staff representatives and management within the organization to see what we
propose to the Secretary General and, through him, to the GA next year. We felt that with the results
we are having and the necessity to ensure there is mobility, we need to have stronger recommendations
in order to support that. So, the concerns you are reflecting is the one main issue that we had: the
percentage of the moves based on the intensity of the process and its cost per se.
5. Q: As per the SMC agreement from 2018, when can we expect to see a new ST/AI that will
allow staff to combine their R&R entitlement with non-working days, such as weekends. This
would make a huge difference for staff being able to see their families, especially as
accelerated home leave was removed by the ICSC for staff entitled to R&R. There is also
disparity between different UN entities with regards to the designated destination for R&R.
ASG OHRM: In terms of the concerns regarding the AI on the R&R. Let me put this a bit in context
first. When we first review the Staff Regulations and Rules, there was a number of comments from
management as well as from staff on the proposed changes to the Staff Regulations and Rules. Some
of them were not included because they were more detailed in processes and therefore would be
included in the administrative insurances. There were other recommendations that were very valid,
but that needed to go to the ICSC through the HR Network. So, at this point in time, what we are
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doing is compiling all these recommendations that will need to come before the HR Network next
year. But we do not want to do it yet until we do the full review of all the AIs, because we are starting
to see that some of the changes that would be in the interest of the organization and in the interest of
staff, may also need to go to the ICSC next year. So instead of going piecemeal, we want to present a
comprehensive package.
For many of the issues that you are bringing up, you are not the only ones. Funds and programs and
their staff representatives are also bringing them up, so in this term we have good support next year
in some of the issues.
Therefore, this brings me to the R&R. We heard loud and clear throughout the year, so we are working
the new version of the AI which will have the flexibility of travel that has been requested and other
flexibilities we were able to introduce while respecting the framework of the R&R. The only point
that we cannot address for now is the issue of calendar days, as this needs to be approved by the GA,
but this is recorded as one of the areas where we will go back next year to the ICSC, together with
some other areas in order to ask for a change but also to give reasons why we need those changes.
In terms of the AI at this point of time, we are just waiting for the final clearance from OLA, and as
soon as we receive it, Jan will sign it and we will be releasing a new AI that will address many of your
concerns but will also make it a bit more flexible for you and your colleagues exercising R&R.
6. Q: Investigations - Staff to be given their rights when called in for investigations by the
investigators. Thus, prior to staff showing up, information be shared on the complaint or
subject matter but not to be just taken through various ST/AI sections.
ASG OHRM: In the new AI we did provide a number of scenarios. One of them was, for example,
that the witness should be informed prior to or at the start of the interview on the subject of the
investigation and the nature of the alleged unsatisfactory conduct. I do not want to dwell in this
meeting, but we can have a bit more of a discussion next week when you are in NY on the way
forward. It would be good to have two or three cases to help the investigations going forward. We are
particularly concerned that this might relate to the new AI, and that is why we want to clarify if it was
in relation to the investigation under the new AI or under the old AI?
Let me clarify, anything that started on or after the new AI is under the new AI, anything that started
before is vis-à-vis the old AI. For us the most important is to see how the new AI is working. We
cannot do much regarding the old AI, but if you can give us more clarity, perhaps next week in NY.
This is an issue of extreme concern for us. As you know we have a good number of investigations,
and for us in OHRM the better the investigation and the better the report, the easier the work for us to
review and to be able to determine whether or not we should go the disciplinary route or not. So, for
us, the investigation and its report are essential, because that is what is important for us to go either
route. So, we appreciate your effort to bring it to attention that we need to do some work on
investigations.
On this note, so to let you know, we have worked very closely with OIOS in bringing down the
vacancy rate of investigators posts that they had in OIOS and, at this point in time, we have been able
to already in 2018. OIOS said to have made 18 selections for vacant positions, so we do believe that
as we go along, we will start seeing a much more rapid response on investigations. It was a concerted
effort as well to increase the number of female investigators, and that we have been able to achieve. I
do not have the precise number, but we did have a good number of investigators selected this year.
So, we do hope that that will also help us address not only the regular investigations, but particularly
sexual harassment investigations we are having. A great effort is being made on this, but also critical,
so we are happy to see that you are also concerned on improving investigations and their process.
7. Q: Consideration needs to be given for the boarding allowance for staff serving in H Stations
as many of these do not have the required quality of schooling. It is a misconception that a
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designation of H means these facilities are available.
ASG OHRM: This is one of the decisions of the GA following recommendations by the ICSC, so it
is difficult for us to indicate on a blanket basis that H duty stations will have boarding. We did issue
a revision to the education grant policy to give a bit more flexibility within the framework indicated
by ICSC to us for H duty stations, particularly for those moving from a location where they had
boarding in the academic year of 2018, but also for those individuals serving in H duty stations and
were receiving the boarding on that year. Next year we will be going to ICSC. ICSC will review the
boarding costs so it is an opportunity for us to reflect and bring up the issues we are having with the
new education grant framework they established and what are the challenges that are coming from
and arising in different duty stations. I think in general some of the issues we are having are in H duty
stations and not only in question of boarding. There have been issues raised in NY regarding the costs
and the ceiling, so we are collecting those issues and we will be presenting them next year at the ICSC
and we will be reverting to you on more issues coming up.
8. Q: There are a number of staff members who serve in field locations, but due to ill health are
fit to work but not necessarily in some of the current duty stations. Funding options should be
explored to allow staff to be at locations they are medically fit to work.
ASG OHRM: I think here we need more clarification on what exactly you need, what type of funding,
because, regrettably, we cannot clear staff members if they are not fit for work to certain locations if
the medical facilities are not there. What we wanted to clarify was what exactly the purpose is of the
funding that you are requesting. Is it for the staff member? Is it for the location in order to expand the
medical facilities? Is it for insurance? If you could give us an adjust it would be great. So, over to you
Stephen, and again thank you for the issues. It was nice to see the breadth of issues that covered from
Conditions of Service, Staff-Management relations and talent management so you did cover all the
areas and that is something we truly appreciate. We truly appreciate again asking us to join you today
and we look forward also to the FJNC next week in NY.
The President: In order to answer to the question of ASG OHRM, the President said this has not got
to have with only peacekeeping but also with other agencies in the field such as UNDP. He gave an
example of a staff member who might have cancer. S/he cannot go back to a duty station like
Mogadishu but is fit to work, however, for instance in Italy or Cyprus or at a duty station close to
medical facilities.
He said: What we are suggesting is a small number of posts that could be funded as GTA, where a
temporary post could be created with obviously some plan, to assist these staff members in their
recovery. Because at the moment we have quite few examples, 30 staff members, where the staff
member has been declared fit for work by MSD, but only in a particular location, which may be near
medical facilities. So, of course we all agree on improving medical facilities, and that is one option,
but the likelihood is that perhaps we need to create a post where the staff member could be close to
medical facilities and do some productive work.
The President then referred to the boarding issue, in particular referring to the EU being all classified
as H duty stations, with schools which may or may not be up to certified standards. Understanding
that this is an issue at the level of the ICSC, I think, he said, this automatic H designation is where all
the problems arise. For example, when pictures show staff living in tents in Romania and that is an H
duty station. Therefore, it is a bigger picture than just the education grant that needs to go back to the
ICSC. We realize, he added, that you have changed the ST/AI and made it a little more flexible but
that is in the context of the current framework, but we need to go back and look at it more holistically.
I do agree, he finally concluded, that for NY, with the high expense of education, the system is not
fair.
Vice President (Helal): The Vice-President added two further comments on the education and
inadequate schooling. He said one argument that can help with the ICSC is that as the element of
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education has been removed from the list of criteria of hardship classification, education entitlements
should not be subject to that classification. If education was to be measured, he said, it may have had
an effect on the classification itself which, in turn, may change the classification lower than H. Also,
within the current framework, the flexibility was given to OHRM to give exceptions based on certain
conditions. As the ST/AI give exceptions in schools where inadequate schooling is not at a commuting
distance from a duty station classified as A to E, this could be similarly used to lay down the condition
for an exception to some H duty stations and not giving a blanket approval to all. It would not be
difficult, he concluded, to measure if schooling was adequate or not.
Vice President (Annette): The Vice President added a question related to roster membership. When
staff members from POLNET, she said, apply to any position within this job family, they have their
membership reduced to 7 years. In the staff selection system, however, the roster membership is
unlimited. This creates a situation of unfairness, so staff members are requesting to review the limits
and to have no limits like the rest of staff.
ASG OHRM: Regarding funding and the staff member being declared fit to work in an alternate duty
station, a response to this is on a case-by-case basis as it depends on the functions and the specialized
job of the person. We will need to discuss this with DFS and if you have a list, let us see when you
are next week in NY. We will need to refer to MSD too for a clarification on other dimensions.
On the classification of duty stations and the automatic H classification for the EU, this has been for
a long time on the table and it will deserve more time than just a few minutes of comments. It is an
area we would like to address with the ICSC. I would be interested to know which locations you have
problem with where adequate schooling is not available.
In terms of rosters, we have to discuss internally because I was not aware of the 7-year limitation.
Please send us some exchanges you might have received. We will need to discuss that next week with
you in NY.
USG DM: This has been one of the issues raised in HQ. Rosters were not used before and once this
area of responsibility moves under the new structure, I would like to have a look at it. We should think
how best rosters could serve the organization but also how to best serve the staff. Rosters should help
to have a faster recruitment and to enable to have the right people to right places quicker. However, it
has to be also a mechanism that is good for the staff. It is the first time to hear the 7-year limitation. I
am not casting anything on the past, but we will need to have another look. We will need to hear from
you because you are the ones in the field, both staff and management who also think that rosters are
not working well for them.
USG DM and ASG OHRM invited more questions from the floor if any.
UNAMI asked for a clarification on a global problem with UMOJA and the changing of EOD of staff
members. He also asked about where the organization is standing with continuing appointments as
currently, they are a way behind (reviewing 2014 in 2018), mainly being concerned about staff who,
by criteria, may be eligible by 2018 but not as of 2015 and are at risk of losing their jobs with the
upcoming downsizing.
UNMISS inquired on a point of concern related to the limitation of mobility. Some staff members stay
longer than 5 years, almost 10 years, losing their mobility allowance. He wanted to know what can be
done as an incentive to improve staff morale.
ASG OHRM answering UNAMI: Regarding the EOD, we will have to look in the specifics of the
cases and why this is happening. We will need the necessary documentation to review as we were not
aware of this and it is as important to us as to you. On continuing appointments, they did meet the
target of approving the cycle that was ongoing for the review of the continuing appointments and
agreed to finalize the exercise of 2014. Therefore, on 28 September, a message was sent to those who
were successful. There were 3,334 eligible cases reviewed among which, 1,297 and 437 continuing
appointments were granted for Professional and GS categories, respectively. For professionals there
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was no need to apply the point system. For GS, the point system had to be invoked as the numbers
were bigger than the envelope. We finished the 2014 exercise and at this point in time we see how to
proceed with continuing appointments. We will need to review with FPD as the process will change.
We met our target for the deadline of September for this cycle.
ASG OHRM answering UNMISS: In terms of mobility allowance, this is out of our control. It is
something that has to go to the ICSC. We cannot go beyond on what the GA decided on that. It will
be included among other issues that we intend to put back to the ICSC. We will visit duty stations
with regard to a lot of concerns, R&R, education grant, the reduction of the 12-month Home Leave
cycle. We will first finish with streamlining the current ST/AIs so that we do not go back to the ICSC
in piecemeal, as a lot of these are interlinked. So, we need to compile all these issues and then see
how to present the whole package to HR Network and ICSC to see how to go forward.
Vice-President (Helal) asked ASG OHRM if there was any plan to cut the gap of time between the
2014 cycle of continuing appointments and the cycle that would have been normally reviewed in 2018.
He also clarified that the issue of EOD is that it has been adjusted for many staff members to the JY9
date from their actual EOD. He said the issue was highlighted to FPD and that this is exactly what the
question was about.
ASG OHRM explained that it is a long intensive process, it takes one year to review. They are
committed to review it in a shorter time, and we have to report the envelope to the GA on a daily basis.
The envelope is shrinking and with the organization shrinking, the envelope also shrinks. We will
discuss this with DFS, but at this point in time, with limited resources, we need to be clear that in less
than a one-year time we will not be able to accelerate this even further. On the EOD, we will discuss
this with DFS.
On that note, the President thanked the USG DM and ASG OHRM on behalf of the Council for their
time and wished them all the best for the negotiations with the ICSC.

COFFEE BREAK

B. VTC Debrief
The President welcomed that the VTC with USG DM and ASG OHRM was positive. He asked for
feedback from the floor. On a side note, in relation to some questions asked, he referred to mobility
documents put in front of the Council and also encouraged the floor to take a look at the grade
comparison table of FS vs. GS staff in relation to the issue of G to P. He said that this table is valid to
date and especially useful when missions have an issue with the equivalence of FS and GL when it
comes to supervisory roles. He gave some examples on the equivalency to those who have been asking
the question that an NPO can supervise an FS5 for example, but when it comes to FS6, the debate is
not clear because of the equivalency between FS6, P3 and NPO-C. An NPO-D is equivalent to a P4,
NPO-E to a P5 and so forth.
UNAMID raised the concern when it comes to comparative review processes during downsizing in
relation to the equivalency. He said the performance grading is crucial to the point system that is used
to determine the comparison result. He concluded that who supervises who, when it comes to close
equivalency, affects the results and therefore the seniority question and equivalency come very
important.
The President asked UNAMID to provide cases on these issues to take to NY as he was asked to.
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Vice-President (Helal) requested that this question be asked across the board and urged the Chairs to
investigate related cases in their missions.
UNAMI stated cases where staff members have been told openly that they cannot have a high grading
specifically for the reason of comparative reviews coming up. The President replied that, as requested,
if there are specific cases, they should be brought forward to the Executives to escalate them. He
reiterated that NY always asks for specific cases on any subject before they can look into it and urged
the Council to provide examples.
UNGSC raised that in their comparative review, they requested that a grade of “exceeding
expectation” would not warrant any additional points and that the performance be measured as either
satisfactory or not to overcome any misuse of the performance rating in the process and that this
request was accepted by NY.
The President asked to keep that subject for the VTC with FPD in the afternoon. In closing on this
topic, he reiterated that actual cases need to be used to bring up issues like these.
Vice-President (Helal) stated that the matter of equivalency is not only important when it comes to
comparative reviews, but also affects other aspects such as friction in the workplace when staff of the
same grade supervise each other. He explained the need for actual cases to help support the Executives
when presenting problems to NY. He said that when a subject is strongly brought up by the Executives
to NY and later proven wrong, which has indeed happened in the past many times, this becomes
detrimental to the credibility of the whole of the FSU and not just the Executives as the trust that
issues are genuine erodes then takes time to recover.
Vice-President (Annette) followed on asking also for examples when ST/AIs are not evenly applied
from one mission to the other or within the same mission.
The President wanted to go back on the VTC with USG DM and ASG OHRM and the feedback from
the floor on it.
UNMOGIP remarked that the transfer of responsibilities within DFS and DM would take a year at
least before it a grasp on issues be made. He also raised concerns related to the delegation of authority.
The President commented that he agrees that the switch surely will not be overnight. A lot of the
changes are already taking place in NY, so they hope that most of the transfer can be switched on
fairly quickly by the beginning of the year. He however confirmed that the effect on the field would
take some time. On the delegation of authority, the President stated that the statement made clearly
by the USG DM in line with the Secretary General reform was that delegation will be reaching down
to the lowest level possible. The onus on the FSU, he said, is therefore to bring up issues as they come
when the sub-delegation has been short of accountability and led to an abuse, especially in the human
resources area such as in recruitment. We have asked the question on the effect of the decentralization,
but it is yet to be seen by both management and staff.
RSCE commented that at the time when the 300 series category of contracts was introduced,
decentralization was invoked and turned into a real disaster. He confirmed the responsibility of the
FSU to keep an eye on how this time decentralization will apply and that accountability is truly solid.
The President had to leave the room and handed over chairing the meeting to Vice-President (Helal).
The Vice-President echoed RSCE saying that the answers heard during the VTC were only brief but
that the Executives in the background are in continuous engagement on the need for a solid
accountability framework. He stated that since they took office a year before, their discourse with the
USG DM and in different forums as well as informally has been focusing on accountability in view
of the decentralization and mitigating any negative consequences thereof. He said they thought that
the train of decentralization had left the station, so it seemed more important to work on that
accountability aspect and this has been their position, along with the other Unions. The Executives do
not have the details of the work being done, but that they continue to follow up and keep the Council
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briefed. He stressed that they are in a continuous engagement to make sure that things go in the best
way as possible.
UNAMA showed concern about the obscurity of what decentralization would mean for the field.
The Vice-President agreed and explained that things are happening fast, and everyone is being
pressured by the Secretary General to make the changes as quick as possible and that may have an
impact on rationality, which is the reason why the Executives try as much as we can to get involved.
When it comes to decentralization, only broad lines show in the Secretary General’s report about
giving to those who are on the ground the flexibility they need to carry out their mandate with less
bureaucracy, the details of what it means were yet to come.
RSCE asked if the Unions or the Federations have put together a paper or a proposal on how to go
about accountability. He said that this is not the first time a request for an accountability framework
is made, rather, it has been so for years and actually mandated by the GA a decade ago. The point
remains that there are doubts that as long as appointments at the most senior level are political and not
competitive, successfully addressing accountability is going to be very hard.
Vice-President (Annette) commented that during the last SMC, among the very first questions, one
was about the meaning of accountability. The Unions answered that it first comes with culture and
therefore senior management is trying to change it from the roots. She said that is why some issues
like ethics are being addressed. The issue, she said, is that management says it is in our hands while
staff says it is in theirs. Also, within the issue of culture, the Vice-President informed that management
has ensued a civility project to enhance mutual respect and trust in the office environment. She
commented on this that staff representatives do not see that this would help much resolving the
concerns related to an accountability culture. She said there are lots of questions yet to be answered.
Vice-President (Helal), answering RSCE’s specific question, said that there is not yet a staff position
paper to that effect. He pointed that this may be referred to the overwhelming work load under all
areas all at once, especially with reviewing Staff Regulations and Rules and ST/AIs. He confirmed,
however, that the rational approach to accountability of course would be to have a position paper but
that would require the establishment of a working group, time and Unions’ alignment. He suggested
that we can come up with a working group at the FSU level and, for the need of speed, look with a
pragmatic approach to the issue of accountability, as it would take many years to inflict a change of
culture.
Vice-President (Annette) pointed to the Secretary General’s report to the GA where management
focused on three points; risk management, anti-fraud and anti-corruption as the approach to
accountability.
RSCE suggested to put forward a request to the Executives to work closely with other Unions and
Federations to at least try to create a document on what a solid system of accountability is across the
breadth and width of the organization from top to bottom. This should be done, he said, as soon as
possible not to be on the defensive only.
Vice-President (Helal) agreed and said that we always engage with the Unions, however, nothing has
come out yet, but he suggested that the Council brainstorms on ideas on what accountability means as
a first step.
RSCE agreed with what the Vice-President suggested to put a working group together with legal
minds included. Vice-President (Annette) added that it should not only include legal officers, but it
would also be about auditing, risk management and other aspects.
RSCE also stated that when it comes to changing culture, staff should also look into proposals on how
to implement that change and how to speed it up with the help of the Unions. He, however, stressed
that accountability has to be led by the top and that no accountability is manifested at the senior level
where only resignation becomes the solution without any disciplinary action in cases of corruption or
abuse and harassment. On the other hand, he said, only at lower ranks accountability works with a bad
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performance report or non-renewal of contracts and never at SRSGs or USGs level. He stressed that
accountability is about ethics and it starts at that very top.
UNMOGIP pointed that accountability would always be a challenge for the organization to define no
matter what delegation of authority is given and controls as it is all about integrity. He said there will
always be room for going around the rules and even with a justification.
UNMISS highlighted that rushing to make decisions on delegation of authority without a clear vision
on an accountability structure is dangerous and would end up with a worse position than where we
are today. If you delegate authority to a politically appointed official, you will not be able to invoke
accountability because it is easy to get away. He said they should clearly define what the delegation
of authority would be like and what accountability will be put in place, otherwise it would be scary.
UNGSC agreed with RSCE and that more junior staff is held accountable more than managers and
those who abuse authority do not do that on the record.
MINUSCA pointed that focusing on the political appointments would be a waste of time since this
will never change. He advised the Council to focus more about the processes such as when background
checks on staff reporting abuse lead to not recruiting them.
RSCE agreed that the focus should be more about the process such as the internal system of justice to
create mechanisms which strengthen accountability for higher ranks. He acknowledged that
administration of justice may have improved but still lacking what should be part and parcel such as
investigation capability and quality. He suggested the use of independent judicial entities specially to
investigate sexual abuse and misconduct if we want to achieve accountability at higher levels and
political appointees.
Vice-President (Annette) explained that there is a review of the investigation policy and that OIOS is
supposed to be an independent entity. She said when OIOS was requested to investigate sexual
harassment, the Unions suggested that all harassment should be investigated by OIOS. In turn, OIOS
responded that they do not have the time and resources. On the judicial aspect, the system is restrictive
as it is triggered only when there has been a decision, and the staff member wants to contest. In the
case of harassment and abuse of authority, the problem remains mostly that these are committed orally.
Vice-President (Helal) opined that an aspect which would be interesting to discuss is the role of staff
representatives in the implementation of the accountability framework.
UNGSC answered that he sees the role of staff representatives as interacting between the staff and
management and by guiding staff on their options and how to proceed.
MINUSCA agreed that role ambiguity should be avoided. He said the role of the FSU should be to
push for the right policies and mechanisms, some of which raised by RSCE, and to remind the staff
about the process.
The Vice-President however highlighted that staff representatives’ efforts to boost accountability
should not always be post-events. The FSU, by sitting he said, sitting on panels related to human
resources issues, can play an active role to prevent abuse to start with. He also pointed to strengthening
the way the FSU works across interfaces of interaction, whether within or among Committees, with
the Executives and across with other Unions.
UNGSC agreed that the role of the FSU on those panels is to be able to speak out.
RSCE reiterated the need to be looking at thoughts out of the box such as “Code Blue” and not to be
limited to what already exist. An independent mechanism is crucial in lieu of UN personnel
investigating other UN staff ending up with no accountability and oversight.
UNIOGBIS agreed with the colleagues and said that the FSU needs to play a key role in this regard.
She pointed out, however, that the FSU is sometimes sidelined by management in missions. She
recalled the need for written policies on the role of the FSU to empower Committees with the senior
management and without those, the role of the FSU can only be observatory.
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UNVMC pointed to some agencies who have internal investigations mechanisms and the possibility
of exchanging experience with them.
Vice-President (Annette) pointed to the limitation due to the unavailability of the class action option
to Staff Unions.
The conclusions drawn from the discussions of the Council were as follows:
•

Council members to inspect the effect of equivalency of grades on comparative reviews and
report on cases of irregularities to the Executives.

•

Council members to report cases where high performance ratings were denied in anticipation
of the comparative review.

•

Council members to monitor on the ground any abuse or misuse of the new delegation of
authority given to HoMs in relation to staff and report them to the Executives for escalation.

•

The Executives to work closely with other Unions on pushing for an accountability framework
along the new delegation of authority policy.

LUNCH BREAK

(Afternoon Session)
VIII. Downsizing, CSR’s and CRP’s
In preparation for the VTC with Director FPD and her team, the President suggested to go through
some main cross-cutting topics which are included in the questions submitted for the VTC. He
explained that subjects such as downsizing, civilian staffing reviews, comparative review processes,
PSJOs and TJOs are all interlinked. The President suggested receiving inputs from the floor since
questions on such topics were advanced by the Chairs. He stressed that this should not include at this
time individual cases which would follow a different venue with concrete examples as reiterated
earlier. He, therefore, suggested to the floor to start with a general discussion on downsizing.
Answering UNMOGIP’s question on guidelines for downsizing, the President explained that
downsizing leads to the comparative process for which guidelines have been developed by FPD and
are valid as long as there is no ST/AI issued yet other than the order of precedence dictated by the
Staff Regulations and Rules. He noted that across a few years, the issue which was being brought up
to the attention was related to the inconsistency in the implementation of downsizing from one mission
to the other. He explained that this was the reason why FPD developed those guidelines until an ST/AI
is prepared. He asked if there was a particular question around these guidelines.
UNMOGIP followed on asking whether the applicability of the guideline is optional. The President
explained that some portions in the guidelines are not optional, such as the order of priority dictated
by Staff Regulations and Rules.
UNAMI highlighted the need for clear guidelines during the process of downsizing because
management sometimes overrule. Referring to his mission, he highlighted to other Council members
that the process is very dynamic, and that the FSU needs to be engaged in every step. He said that
during the process in UNAMI, the FSU was sidelined in the absence of approved ToRs. Once the
ToRs are drafted and reviewed, they are sent to NY where they may be approved or not and even
changed. He pointed that the comparative review process is very straight forward, but the struggle is
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about defined roles from the outset. The problem, he said, is that once the process has finished, there
is no going back.
The President confirmed what UNAMI stated and asked all Chairs to come to the Executives early on
if there would be any challenge related to a comparative review, so that they can escalate it and get it
resolved in a timely manner. He added that the problem with staff representation during such process
is that, although the involvement of the FSU is meant for ensuring transparency, the staff often sees it
as their own representatives cutting their jobs because there will always be winners and losers. This
is an unfortunate impression that comes with the job. However, he advised that the earlier the Chairs
get involved, the better the process would be carried out.
UNAMID offered to share his mission’s experience. He stated that he requested from his CHRO the
statistics of vacancy rates by sections and units. Initially in 2015, he said, the vacancy rate was high,
and the compromise was that vacant posts were being abolished. But in 2017-2018, he continued,
there were different dynamics. The mission, he explained, was cutting posts lower than FS6/P3/P2
levels but keeping those at higher levels with a justification that these were specialized knowledge
and skills. UNAMID was undergoing major cuts, he continued, and they formed a workforce planning
group which has linked the process to the civilian staffing review. Section Chiefs, he explained, were
asked to come with some proposal and the team was to look at what a sizeable workforce was required
to be able to function until 2020. Despite that, there were some kickbacks where the conclusion
reached was overruled by the HoM. UNAMID went through the next stage, that of the comparative
review, prior to which, HR asked Section Chiefs to identify functions they do not need. However, HR
sent along with the functional titles, post numbers and the names of the staff sitting on them which
created an administrative blunder, as Section Chiefs were now identifying functions based on
identifiable staff members and their needs. He pointed that the Committee could not correct this, as
Section Chiefs were responsible for their programs. The second phase of the comparative review
process ended last week, and the Chair wanted to share some key points: 1) Performance ratings were
not realistic but used as a tool to favor staff and; 2) Work experience was divided into two types, one
representing the overall UN experience and the other the relevant experience to the function. He
realized, he reported, that even though it was balancing the performance report deficiency, it was
sometimes unfair to staff who joined later and also to those who had a break in service or
administrative breaks. He advised that if, in the middle of the process, continuing appointments are
granted, as was the case in UNAMID, the review has to be done again.
One major concern UNAMID highlighted is that reduced mission staff members put on the COSMOS
list are sometimes not placed against vacant posts in other missions, losing the opportunity in favor of
reduced DFS staff from HQ. He also raised the issue of the increasing number of TJOs as justified by
the need for short term functions due to downsizing that they have observed those people later rostered
and remaining there for a long time. He finally noted that also retirees are being used with the
justification that they are experienced. He concluded that the comparative review is a difficult process
and mainly targeting lower ranks as most who had to go home were at the FS4 and FS5 level.
The President requested UNAMID to forward specific cases to the Executives, so they can substantiate
what they are asking in NY the following week. Any proof would come handy, because generalizing
was difficult.
RSCE asked the President to clarify whether there was a policy in the pipeline as he understood.
The President clarified that an SMC WG was formed, and an ST/AI was about to come out but went
frozen due to changes suggested such as some pertaining to gender, etc. However, inconsistencies
remain, as there is no best practice that is right or wrong per se, and each one needs to see what the
best that can be done. On the ST/AI, he elaborated that Unions are pushing to get it out even more so
in relation to GSDM where mitigating measures should have been bolted into that same ST/AI.
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RSCE suggested that the FSU and UNISERV raise the matter with the President of the SMC to
escalate it to the Secretary General since the ST/AI was a product of the SMC and needs to be pushed
at that level.
The President confirmed he will bring it up in the next ad-hoc SMC soon to take place.
The Treasurer suggested that if a Committee observes some difficulties dealing with their own
comparative review, it can request external staff representatives to attend the process and if needed,
the Council approves a small amount of funds for a week trip to the mission.
The President suggested that, since guidelines will be put as the last question to FPD during the VTC,
if there is time left at the end, the Council can have some exchanges about it with the Director. He
added that this can also be pushed further by the Executives when visiting FPD the following week in
NY.
UNAMA stressed, based on a four-year experience with comparative reviews without any problems,
that ToRs approved by NY should be the first step regardless. He said this may be the way forward
until a policy is out.
MINUSCA confirmed that the comparative review is not really bound to those guidelines which at
many occasions have been played around with. He gave an example of what he has seen in previous
experiences in Timor and MINUSCA. In both cases they managed to send the staff to missions. Out
of 223 staff members, only 8 internationals lost their jobs, and they were able to save 90 posts. They
used the delegation of the USG to laterally place staff. HoMs and DMSs sometimes do not know and
staff representatives can help guiding management in their missions. He suggested setting what they
called a communication team composed of the FSU, HoM and the substantive side, DMS and the
mission support side.
The President drew the attention of the Council once again to the code cable the Executives helped
issuing from the USG DFS to all HoMs, communicating clearly to them that they need to work with
the staff representatives in their missions. He advised Council members that they need to use this code
cable and, if they face challenges, to come to the Executives to report the matter to the USG. Staff
representatives are entitled to take up this role.
UNIFIL observed that even that her mission has vacancies, UNAMID staff do not show on the list of
candidates. Therefore, since those posts will not be vacant for long, she suggested that downsized staff
should be put on the COSMOS list earlier than later and that those vacancies should go first to the
COSMOS list before recruiting from rosters.
RSCE made a comment on vacant posts and outlined that in NY when people needed to be moved,
they were promised to find a position for them in the field. However, he criticized that the opposite
never happened, such that a field staff member is offered a post in NY.

IX. VTC with Director FPD
A. VTC Minutes
The VTC started at 14:30.
The President thanked Director FPD and her colleagues for accepting the invitation and said the Chairs
are eagerly looking forward to hearing her answers to their questions.
Director FPD thanked the Council for the invitation and wished everybody a productive meeting. She
said to be glad to be with the Council and have this opportunity as in the past years as well.
Director FPD addressed the questions as advanced by the Council:
1. Q: HR support to staff in missions, including GSC and responding to staff requests for advice
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is taking too long – can this be improved?
Director FPD: We have worked very hard with HR sections in missions to put in place a business HR
partnership model, where HR is not doing transactions but really working on business partnership
with program managers and senior leadership. The idea being that HR serves staff members in the
missions.
In peacekeeping missions, we have had a number of things that had impacted the HR community. So,
some of the things that are happening as you know are some of our missions are in transition, we have
deployed UMOJA, INSPIRA, jobs classification project, so we have a number of enterprise initiatives
that are impacting HR teams and partners. There is a lot of pressures on the HR section but one of the
things that we have stressed in the HR Area, is that their main goal is to provide service to staff
members. So, if it would be helpful, we are happy to send and remind HR community that as a priority,
they should aim at looking into staff queries and acknowledge them in 12 to 24 hours, or that at least
they are working on it. We have been receiving queries from staff members here in NY,
understandably, since they were looking for answers. Unfortunately, if the issue comes to NY, this
slows the process even more as we have to go back and forth between the staff member and HR in the
missions.
We are happy to send the note to the HR Sections to remind them again that their partnerships should
grow and to acknowledge staff members’ queries, as they are the first point of contact. On the flip
side, to the extent that you can work with your members from the missions, just remind them that
coming to HQ with queries it takes us a while, as we actually have to go back to the missions, so this
slows things even more.
2. Q: UNMISS MSD is undergoing dismantling of various sections without clear instructions
and placement of affected staff.
Director FPD: On mission support structures, as you know DFS promulgated a proposed mission
structure, to take into account the transformation in LSD with supply chain delivery, but it was also
to take into account some of the learnings that we have had with missions’ structures trying to look at
ORM, a new way for the Deputy function to be performed, rather than just having one deputy DMS,
giving the opportunity to have the Deputy role across the different pillars and mission support. So,
taking a number of lessons learnt, we have promulgated the structure. I know there is a concern about
some missions – a question I have here particularly is on UNMISS – we have been working with
missions for the implementation of the structure over a two-year period, but I realize that not all
missions have been able to do that because there is a number of other urgent priorities they are working
with, so, with all missions we have been working on the guidance, and I am pleased to report that 9095% of missions are in line with the mission support structure.
On this particular case, we will bring this point up to the UNMISS Desk and make sure that they are
in contact and help the mission work through the mission support structure in line with the guidance
we have given.
3. Q: HQ Welfare Committee meetings are being chaired by DMS while FAOs chair in the Field
Offices – a factor which presents a conflict of interest. HQs Welfare Committee should
preferably be chaired by the SRSG or his designated while HoFO should chair Field Welfare
Committees. FPD may need to issue instructions to field missions guiding on Welfare
Committees.
FPD (K): On the Welfare, this is a little bit tricky as welfare is not within FPD mandate as such,
because it is cross-cutting in a number of areas. As you know, it involves welfare staff, counselors,
conduct, HR and is very much decentralized and locally organized by the missions. We can look into
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it and, as the Director said, we can reach out to the particular mission may be concerned and ask the
question, but I would also encourage may be raising the issue locally as a suggestion and working
with the mission leadership to see if anything can be done or if there is anything of concern. So, this
is not something that we can do on our own and it is something that we need to look with the mission
but also, we may need to see if there is any way we can issue some additional guidance to the missions
on that. So that is something to be continued. I have spoken about it with our internal focal point on
the issue, but it is not just HR, it goes well beyond that.
The President interjecting: If we can get some sort of guideline in the short to medium term, not
necessarily a legislation. FPD replied that even with the guideline, this is not just FPD guideline and
as it is a cross cutting issue that goes well beyond HR, we will need to look into it and address it more
realistically.
4. Q: Excessive rostering through PSJOs in missions: Can missions be limited to how many staff
they can roster in a PSJO process?
FPD (A): I think we are at the same side on this one. I mean, we don’t like to see PSJOs being used
to put vast number of people under rosters, that’s what GJOs are for, as far as we are concerned. The
answer to the question is no, I mean legally we can’t, and also it is a question of staff members’ rights.
I mean in theory if you apply for PSJO in the field, in HQ, if you meet the qualifications of the post
and you go all the way through and you are on the recommended list, you have the right to be rostered.
What we do try to do is to limit the number of PSJOs, I mean at a certain point, under instructions, we
removed the control rods a couple of years ago and said missions can just issue PSJOs as they want
and then we had 700% spike in the number of PSJOs. So, what we can do now and what we try to do
is to say a mission must post an RfR. If the RfR fails, then they move to PSJO. We have in certain
circumstances where we have seen what an excessive number has been, reached out to missions to
tried to deal with things. Just to say, it is hard to know what an excessive number is. You could have
a very good match of candidates, and I have seen PSJOs in HQ where you have a recommended list
of 40 or 50 candidates. You see it in Geneva for P3s. But on this one, we feel the pain and what we
try to do and what we can control is to limit the number of PSJOs.
5. Q: Can there be priority consideration for field staff for TJOs in HQ to be able to gain the HQ
experience?
FPD (K): We discussed this last week in Brindisi and I will start with the priority. No, we cannot
really prioritize field staff over Geneva staff, Vienna staff and so on. All applicants should get the
same full and fair consideration for the vacancies we have. But having said that, we have many field
staff on temporary assignments here in NY. I do not have numbers, but Anthony has 10, I have a
couple, so there are many field staff that pick up temporary assignments at HQ and come to HQ.
What I did discuss with Eva (Vice-President Annette) is that there was a restriction for short-term
TJOs to recruit as much as possible locally because of costs, because if someone comes for four
months, the organization wanted to try to avoid paying thousands of dollars on repatriation and
assignment grants. But that didn’t just apply to the field, that applied to everybody. Basically, we were
encouraged to recruit from NY, so it was not something like a restriction only for the field, and it was
for both, the support account and the regular budget. That restriction has been lifted and that’s the one
thing I didn’t say last week to Eva because I didn’t know, but it has since been lifted, so that restriction
is no longer in place. So just to clarify that aspect.
6. Q: UNMISS has still SM who hold FS3 category. Their efforts to get on roster have been a
nightmare with few opportunities being given. FPD may need to address on modalities of
ensuring enabling FS3 category to be upgraded to FS4. More opportunities also need to be
created for FCRB Rosters. If SM could have feedback on taken exams, then they would know
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their weakness and improve accordingly.
Director FPD: As you know we had a classification exercise that was done and all of the posts were
looked at in relation to the responsibilities, reporting lines, etc. So, in terms of the upgrade, this has to
go through the classification process, it needs to go through the budgetary process, so, perhaps we
should talk more about the opportunities that are given to the FS3 staff.
I have a note here that says that there are about three FS3 staff members in UNMISS, or at least these
are the stats that we have.
What I would say is just in terms of rostering opportunities, we look at a number of things: the
rostering opportunities, the GJOs schedule is based on working with the proponent office to see the
areas they consider priorities, it is looking at the vacancies that are upcoming in the next budget cycles
to see where the demand is for posts, and it is also to look at the resources that we have, and then
maybe the last factor is to look at the GJOs we have published in the last couple of years, to give the
ones that we have not published for a while also. So, as you can see it is a combination of a number
of things.
Based on that, we have come up with the schedule on a yearly basis that we review with proponent
offices, and I will ask Anthony to maybe give a little bit more of details on the FS3 and FS4, but just
that you understand how we look at the schedules of GJOs, as we do spend quite a lot of time on the
workforce planning aspect, which is: what’s the need, what’s the demand and how can we prioritize
with the resources that we have.
FPD (A): Only to say that there are few FS3s that are still there, and that to get on the roster, everybody
else has managed to do it, so maybe in these cases we are really talking about such a small group who
have not managed in the last ten years to get on the roster, for the FS4 for 5 years or six years. Perhaps
we need to be looking at those people rather than a systemic solution. I mean there is no way we are
going to get any sort of authorization to upgrade people. It is absolutely a no go with Member States.
Everything needs to be competitive.
So, the question I would ask in this type of situation is why these three people are unable to pass an
FS4 interview and get on to the roster. And may be what is required is a bespoke solution. I would
suggest that UNMISS HR have a first look at it, and then we can reach out if somebody wants to
provide the names and see what the issue with these people is, what opportunities did they have, where
are they falling down, do they need some training in competency-based interviewing or whatever. If
their post was upgraded from the FS3 to FS4, they might have the opportunity to upgrade and to
compete. So, my question is why these people have been left behind? And I think we need to look at,
the mission has to look at that for individuals.
Director FPD: One thing to say is that we do encourage staff members because I realize that sometimes
it is not easy to complete the PHPs, prepare for interviews. We have been suggesting that there are
courses online that OHRM has put out on how to complete the PHPs, on the competency-based
interview, and we are also happy to work, as Anthony said, with the mission to help guiding and
advise the staff.
The President interjected, pointing out that he is being told there are 3 in UNMISS, 3 in UNAMID
and one or two more. He said he will try to speak to the Chairs and try to narrow it down so that when
the Executives are in NY they try to come with the information and the family groups.
FPD (A): If you look at this number compared to the entire population, you would see that this is not
a systemic problem and that it has to be examined at the individual level.
FPD (K): And to say that we started to look at the FS3s in particular to see how many opportunities
there were and what happened with the application to be able to be a bit more targeting in how we can
support, like was it that they failed the test or that there was no opportunity, to sort to try to narrow it
a little bit from the data side.
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Director FPD: On the tests, the volume of candidates that go through the rostering process, we have
10 OGMs essentially, our original request, looking at the number of job families and the levels, the
fact that this is open to internal and external candidates, our original request to the Member States has
been double or over double for the OGMs. And with 10 OGMs, I think we can barely keep pace with
the rostering schedule that we have put forward. So, the feedback on the exams, for me, is a couple of
things: I certainly realize from a staff member’s perspective it is important to know what went wrong
and to make sure it does not happen the next time, the bottom line is what we are not staffed for, if I
put all the OGMs together and the thousands of people applying and to get back to them to give a
feedback. Secondly, I would say that the exams, particularly those that require some sort of technical
expertise, we work with the proponent office, it is not FPD developing the exams in isolation, so some
of that has to go back to the proponent office to say ok, you had a civil affairs or political affairs officer
and here is the number of people who failed the exam so go back to them and give them a specific
feedback. So, I certainly understand from the staff member’s perspective why it is important to have
that, but I think we are just not in a place organizationally with FPD or proponent offices to do that.
FPD (A): As a staff member who failed numerous tests, I would have loved to get a feedback. We
have 10 OGMs and forty thousand people who go for initial screening for GJOs, to give a feedback,
to give a meaningful feedback, would be just something I would love to do but would require a lot of
staffing because having a feedback given is not that people want to know whether they failed question
3 but rather how the staff member could have done. Having done it in other agencies where the
numbers are low, it is a good discussion not over two minutes but an hour or more. We probably get
a request from every staff member who did not pass the exam for feedback and in the real world it
would be good to give it, one of the things we are hoping to do is to look into other testing solutions
where maybe there will be some feedback mechanism, but as it just works now, we are 10 OGMs
who are really screening candidates and organizing the exams and there is no time to go back. And as
the Director says, for most of the exams, we are not even the graders. We have the experts from the
proponent offices doing the grading. And we needed 12 OGMs and they cut us down to 10 from the
original 24. So, it is just that even with 24 it would be a challenge. Thirty-eight thousand people
applied last year, so that is a lot of feedback.
7. Q: DSS Integration: With the current on-going merging of both UNDSS and DPKO Security
personnel, is there an assurance that our DPKO staff members will not lose job opportunities?
Director FPD: On the DSS integration project, I know the question is about the loss of job opportunity,
but the integration project is really about placing all the security staff within the UN secretariat under
one contract, but more than that to give the ability to DSS to move people as they see the situations
change in missions and other parts of the secretariat. DFS has been working closely with DSS, but the
project is not necessarily about job loss. What is impacting the job situation across the board is the
reduction of the budget for peacekeeping operations and on the regular budget, so the two things are
happening in parallel.
To be clear, the integration project is about putting all the security staff under the Secretariat contracts,
having the ability to look at the crises that are happening in the world and be able to look where
security needs are changing. But definitely, the overall impact of peace operations budgets, the regular
budget and the funding from the Member States is being felt and certainly it has an impact on the DSS
positions.
8. Q: Can FPD provide an update on Nationalization of international staff?
Director FPD: I think we have certainly had extensive discussions with Steve (President) and
Mohammed (Vice-President Helal), and when we started on the civilian staffing review, the idea of it
was to look at the staffing in missions, make sure they were aligned with the mandate and under that
umbrella also look at things like outsourcing, looking into whether the staffing was too little, too
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much, where it could be supplemented, where there could be reductions in line with the strategic
review and the mandate of the mission. And one of the things we were supposed to look at as part of
the national capacity building, was where there could be nationalization in missions. If you look across
our missions, national staff is a very large component of mission staffing.
So, one of the things we did in FPD, working with both Staff Unions and feedback from missions last
year, we have drafted what we called nationalization guidelines and the reason we did that was because
missions said, especially missions that had been in place for a while and had received a mission
civilian staffing review, they said we spoke about nationalization but what are we supposed to do and
how are we supposed to do it. So, there were draft guidelines that went out last year and we received
feedback from the missions as well as from the Staff Unions, and we had a number of lessons learned
from workforce planning. So, we wanted to put those together in a revised version of the guidelines.
And what the guidelines are is to provide missions a framework as part of their workforce planning,
if they were looking at nationalization, where could it be done, or can it be done, and how to go about
it in a consistent standard. So, as I said, we got a lot of rich feedback, we tried to incorporate most of
it, our USG is committed to send those guidelines out. We have a draft ready, we are in the final stages
of reviewing it and it will be sent to missions. This is a living document and it does not dictate a target
or percentages. It does not tell the missions they have to do it, but it gives them a framework.
Hopefully, that answers the question.
The President: We are aware now that the draft has been renamed “Workforce Planning” which is
good. Are we able now to share with the Council the document so that they can read it, digest it and
pass comments, later I mean?
Director FPD: OHRM wanted to have another look at it. I asked the USG because we wanted to
distribute it officially before the FJNC, we are trying. If you do not mind, give us an opportunity to
make sure that the leadership team here in DFS is ok with it. So, if you just can hold off that will be
good.
The President on behalf of one of the Chairs: Is the ratio 80% national staff and 20% international
staff mandatory in missions or does it differ among missions as their requirement for staff?
Director FPD: There is no mandatory stat. I know that the USG, when he has spoken with the FSU,
he talked about some broad ratios, looking across peacekeeping missions. He has talked about the fact
that national staff are an important cadre as other staff for different reasons as part of national capacity
building and the fact that when a peacekeeping mission leaves a country and we move from
peacekeeping to peace building, it is important to have this capacity in the host country. So, he has
talked about, I know he pointed broadly to some numbers, the guidelines have talked about numbers,
but I know that, in specific missions, and I will take the example of RSCE, we have maybe pushed
certain areas to say there could be further nationalization in this area. Just one example, I will point to
the substantive side. We have encouraged that they look at civil affairs. We have tried to say that there
are some areas where national staff could be used to encourage dialogue with communities, tribal
groups, etc. So, as far as the percentage, we have not dictated that percentage. The last time we looked
at the balance between national and international staff, I think it was around 70-30. The 80-20, I am
not sure where it came from, but that is not something we are dictating.
9. Q: Is it possible to update on the gender parity discussions? Achieving 50-50 is a challenge in
many duty stations and areas where there are very few female candidates, i.e. mechanics,
warehouses, technicians, etc. Host countries need to be on board as well as military and police
contingents to make this work.
Director FPD: The Secretary General came out with a bold gender parity strategy for the secretariat
but also got the buy-in from the Agencies, Funds and Programs at a high level. One of the things that
is the focus lately is specifically for field operations, missions and other field operations. And it is
really talking about what some of the barriers are to be able to have gender parity or to be close to
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gender parity. So, based on this, there were a number of recommendations in the Secretary General’s
report that came out on gender parity, but in addition to that, he has asked a working group to be put
together to brainstorm ideas. We have reached out to missions to hear their thoughts on what some of
the challenges are and that has been fed back to the senior leadership. Let me pass on to Anthony to
say a few more words on that since he is a member of the working group.
FPD (A): Often people talk about the Secretary General’s strategy for this and that and that they are
not particularly involved. This has been driven by the EOSG, this is not an FPD or OHRM driven
policy. It is literally being chaired by the EOSG. So, we are feeding in to the overall strategy as much
as we can. As the Director said, we have reached out to the field. I recognize what the question is.
There are particular challenges for the field and, to be fair, we are also held accountable as to why the
population of the female candidates on the rosters is in the high twenties. So, we are taking a kick in
on this as well. So, we have incorporated and given a fairly realistically share of all of the challenges
along with some suggestions on how to mitigate them.
When we go to meetings, the EOSG is very clear that it is a challenging thing. They are not saying it
is easy, but they are also telling us they are not all interested in finding out and hearing about the
challenges but saying they are taking the challenges as are and looking into how to help us solve them,
what do we need. We are also pushing on a number of issues, not just recruitment. We are talking
about retention, conditions of service, camp conditions, bring back SOLA again, family visits, and
talking about a whole range of things.
Just to say that we hear it, we know that is a challenge, we said multiple times that if it was easy, we
would have been there already, but this is the Secretary General, and the Secretary General wants to
know how he will be able to get us where we are. So, we have made a number of suggestions, many
of them are suggestions that have come up before, but a lot of them are not just restrictive recruitment,
how do attract more women, how to retain more women and, quite frankly, how to improve conditions
for everybody, which we feel will also keep the number growing for women.
So, the discussion is ongoing, we fed in a lot of stuff, we continue to solicit opinions and we are happy
if there are any suggestion on your side, we will feed them in as well. But what will come out at the
end, will be from the Secretary General. The strategy came from the Secretary General, but the goals
and the timelines came from the EOSG and we are feeding it in. But the idea is not about how so
difficult it is, but about what we can do to help the field reach it. The other thing is that those goals
will be set. HoMs are going to be accountable for reaching parity in each of the missions under their
control as for people in NY who are responsible for their departments. I think the argument that it is
very difficult to do it in some places is true, be it the local culture, be it the mix of jobs but I guess
that this argument is one that the HoM will have to make, having done everything that he or she can
to improve the gender.
Director FPD: I think an important point that the discussion brings up is about host countries being on
board and the military contingents. So, there is a strategy about military and police separately that
talks about how to get more female military observers, police observers, females on contingents into
the peacekeeping missions. There is also a work that we are doing when we talk about the rosters and
getting more women. There is a cadre of people we need to look at such as ex-police, ex-military,
there are females that we can look at. I think there are a number of national governments that are
promoting females to join the police and military, so that might be something that we look at. I think
the last point on host countries, that is probably one that we have not dealt with a lot, but we start to
look at their national staff cadre. For international staff, I think we have a lot of measures in place and
that is along what the Secretary General is doing but maybe on host countries engagement, that is
happening at the Secretary General level and I know at the “Action for Peace”, this was a point that
was brought up by the Secretary General as some countries signed the pledge for peacekeeping. But
just to say in the host country engagement, thinking about the national staff that they have, maybe that
is one area that needs to be worked on with the EOSG a little bit more.
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FPD (A): One last thing, just to be clear, right now, the gender strategy does not include national staff,
simply because of the number and the volume. There was a discussion about it, but the EOSG said
they would not want to focus on it. One thing to bear in mind, one of the few very bright sides, to
gender, are the National Professional Officers, where if you look at the overall numbers, the gender
actually is considerably better than it is almost anywhere else. Agreed that when you start to look into
the GS staff and depending on the support of the local market, that was brought up, it was put as an
aspirational goal at this point that the idea should be there but the argument being that the challenge
on the international side is so big right now that they wanted the SRSGs to focus on that and perhaps
lead by example. But I have to say that NPOs right now are one of the few, is one class where we have
pretty good gender distribution overall.
Vice-President (Helal): As we always bring up in the SMC and also in the FJNC, there are two aspects
here, one about the contradiction between the deteriorating conditions of service and trying to bring
in the gender balance, and maybe when we work together we try to use this as a tool to enhance the
conditions of service which will at least have an upside to this, and the second is that the concern is
always when policies intersect, related to job security and the intersection between the mobility with
the gender policy with nationalization, all these intersecting policies and whether there is an overview,
an overarching view of how these policies intersect with each other. So just to reiterate that this is
very important.
Director FPD: Definitely it is a good point, I mean, maybe mobility was a good lesson learned, the
contractual arrangements were not a good lesson learned after eight or nine years. I think because
Regulations and Rules are so complex and so many of them. I think what happens is that the ripple
effect, as you said, there are a number of things. We look at the gender policy but of course you have
got to look at downsizing, you have got to look at conditions of service, you have got to look at
accommodation policies, there are so many ripple effects. And I think that is where we have a little
bit of weakness, we try to be comprehensive but as new policies come up, the ripple effect sometimes
is not anticipated or is underestimated. And that is definitely one of the things when looking at gender,
there are ripple effects into other things that we need to look at.
10. Q: 360 evaluations for senior managers at higher level P5 and above should be anonymous
and reviewed and discussed with the senior staff member from HQ. Is this feasible?
FPD (K): On the 360 evaluations, many of you might have seen that part of the management reform
proposals, the 360 was mandated for the ASG and above and that is being implemented right now. In
addition to that, OHRM had a new proposal as part of what they call agile performance management
framework which they put together after a lot of work with consultant and clients including missions,
which also incorporates a 360-degrees feedback into performance evaluation for staff at all levels. So,
going beyond what they have done in management reform at the senior levels. But that is currently
been piloted only in three departments DGCM, ESCAP and OHRM. So, this is very much something
that has been looked at for everybody. Currently piloted beginning this year in October until
September next year. And there is the feedback, there is an opportunity for peer review, but also as a
manager there is a 360 evaluation and is piloted by all the direct reports. So, it is two levels: peer
reviewed and also reviewed by the direct reports. That is confidential and also the comments that, as
managers, they will receive, removing any identifying features and that could also be discussed with
the supervisor. This is also something that is under the radar.
11. Q: Will approved mitigating measures continue to apply when the next proposal is put forward
and if eventually GSDM is implemented?
Director FPD: With GSDM, I think most of you are aware that a report was presented to the Member
States. We have to go back in March, and we got specific instructions from Member States to be more
comprehensive, more open in looking at locations. So maybe I will first talk about GSDM in general
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then I will come specifically on RSCE and KJSO. When we go back in March, if the proposal is
approved, then we would have a period of getting to set the center and the transition. So specifically
talking about RSCE and KJSO, there is a period of time within which the centers would be set,
assuming that RSCE and KJSO do not make through the evaluation.
In the GSDM proposal, when we originally have put it forward, we had looked at what would be the
best place if RSCE and KJSO were not the selected location, what is the best way to transition into
the new service centers. And there are a couple of things to think about. One is that both RSCE and
KJSO do thousands of transactions and probably the more complicated of transactions because of the
volatility and the movement in missions. So, the top priority is continuity of operations and continuing
to pay the benefits and entitlements for staff members, so we cannot have a miss on that. I think the
other priority was to think about if the new locations were set up, we wanted a period of stability
before we convert RSCE or KJSO into those locations. So those things were definitely factored in
when thinking about the timing of when and if GSDM gets approved.
The proposal for GSDM also included a number of mitigating measures as part of the SMC WG, there
is a Staff Union representation and there was a lot of discussions on mitigating measures which were
put forward. Once we have a better indication from Member States, I think we will revisit those
mitigating measures in terms of when they apply but I think, at this point, that is all I can share on the
GSDM.
And then specifically on RSCE and KJSO, we have spent quite a bit of time with them, talking about
how they should be looking at vacancies that are coming up, how they should be looking at planning.
If we think about March and assuming we could get it approved right away in March, there would be
a period of about a year for transition in terms of getting the centers out and running and making sure
people were hired and trained. So, I think I can safely say, just my own opinion, that if something is
approved in March, there is at least a year before KJSO and RSCE would be impacted, based on what
DFS has put forward.
12. Q: What will be done for the FS if there are no FS posts in GSDM?
Director FPD: As you know we worked on the revised definition of the FS category. I think it is
important to think about that definition, which I am very happy that we could work together and get
that through, to think about that definition in the context of GSDM or in the context of a shared service
center. We use FS staff in peacekeeping, so it is really incumbent on us to do some of that thinking
and working on what is the right participation of FS staff in GSDM.
There is a GSDM WG and I think through that is an opportunity for us to talk about the knowledge
and expertise that the current FS currently has in RSCE and KJSO, in missions, and an opportunity to
utilize some of knowledge and that expertise. But I think we have some work to do to figure out how
that can happen.
DFS has certainly requested mitigation measures. As you know the original GSDM proposal did not
include FS staff and I do not know what the future proposal will include. But again, I think it is
important for us to advocate for that in the SMC WG. Also, we should be thinking of the revised
definition of FS and try to figure out how we can position the FS staff in the context of GSDM.
13. Q: Will there be FPD instructions regarding the CRP process? The current guidelines are not
mandatory and can be flexibly applied.
Director FPD: I think we have spent quite a bit of time on the guidelines. They have developed over
a number of years, and recently we have reissued them, taking into account the lessons learnt and best
practices and also looking at some of the judgments that have come from the Administration of Justice.
So, we have really tried to put together a framework for the missions. However, with the missions,
there is some flexibility working with the CRP panel, we have staff representatives on this panels, we

39/103

FSC XXVII Report

offer some flexibility, so while we have the guidelines, and lessons learnt, we do offer some flexibility
to missions just in terms of the criteria, and please correct me if I am going astray here. So, while we
have the guidelines and the framework as well as putting the lessons learnt, yes, we do some flexibility
when it comes to the CRP criteria. And we have done that for a number of reasons: missions are
different, they have different concepts of operation, different footprint on the ground, they have
different needs. So, we thought it was important to allow for some type of flexibility.
We have given a lot of that feedback into the new downsizing ST/AI and it is coming out. I think you
probably heard Martha Helena and Jan talk about the fact that in the first issuance of the ST/AI I think
there was more than five hundred substantive comments. And I think this ST/AI is a key ST/AI in our
current times of downsizing we face. I think it was reissued for comments and another four to five
hundred comments came back. So, it is taking a while and I know that they are being very methodical
and meticulous going through that and making sure that this ST/AI is comprehensive. So, what I would
say is that while there is a lot of work going on the ST/AI and looking forward to its publication, our
guidelines I think have stood the test of time and the Administration of Justice. We are happy to hear
comments on it and that is part of issuance the guidelines again as we took a lot of the lessons learnt.
If there are comments and lessons learnt, we are happy to listen to them and incorporate them, because
we feel that, with the current environment, we will be using these guidelines in missions for quite a
bit. So, let me just turn over to you and see if there is anything specific that you want us to address.
The President: I know it may sound weird coming from staff representatives, but we are asking you
to reduce the flexibility. It is a bit unusual when it is coming the other way around, but because we
had a brief talk before lunch in the Council, and some missions said this has worked very well and the
Chairs said it worked, they have engaged and managed to get things, but in other missions, which I
will share with you next week as I have asked the Chairs to put them down and we will bring them,
that the flexibility was allowed it to be misused, maybe targeted people who shouldn’t be targeted or
else. So sometimes the flexibility does work but in others it clearly did not work. That needs to be
taken on board, but I will bring you the positive comments next week and the not so positive, so you
get a feeling of both sides of what has been said today in our meeting.
Following on that, when we identify these people, what came up in our conversation today was
COSMOS and the lists.
We know there are many vacancies on INSPIRA at the moment, there are posts in many missions.
We already know that two hundred plus staff from UNAMID are possibly going home in the next few
weeks and there are missions that are downsizing as well. We would like to suggest if possible, to get
people on COSMOS earlier, to give maybe the USG the option to move people laterally earlier in the
system when we already know they will be losing their jobs on the 31st of December. We appreciate
COSMOS, and we appreciate the efforts of the USG to move people, but we would also like to take a
step further and speed up the process if possible.
FPD Director: So only two things to say, that there is always a balance between flexibility and
everything being rule based and strictly guide lined. I think it is important to have some flexibility
because I do think conditions vary on the ground, I think it is important to allow for flexibility for
managers’ discretion. However, that doesn’t mean it can be used to target specific people, to not follow
the process. I will be anxious to hear the good examples and the not so good examples, but I think in
general, the guidelines have worked well. If there are cases where you think that things are not
happening, as we are engaged with the missions but from an oversight perspective, we would love to
hear them.
In terms of COSMOS, I want to say a couple of things. First of all, COSMOS was intended to be an
HR system for us. It does not replace INSPIRA or anything like that. It was just so that we can track
and share the people who are downsized in missions. And sometimes we get messages from missions,
staff or Staff Unions that talk about COSMOS as if it is an alternative to INSPIRA, as if it is formal
system. It is not. It was only created to help FPD track the multiple requests we were getting from
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different places. That is the only reason we have it. FPD received. The purpose of getting into
COSMOS, or let us take COSMOS as a system aside, is the notification of placement. When do we
get actually involved in using the USG’s lateral assignment authority? It is when the mission has
completed the CRP and has the actual list of the people that are being downsized. That is a critical
step.
I know I have received requests to have people in COSMOS before the CRP process starts, so that
just in case we start dealing with the profiles. In my team, I have literally only one person that can do
this and in the current staffing of FPD and the priorities we have, we literally have a very small core
team. So, we cannot look at all positions that are in the mix for the CRP. The process really has to
start with placement once the staffing has been reviewed and specific staff members have been
identified for being placed or downsized. What we have been trying to do with missions is to say that
the process has to start early, they need to give us enough notice and they need to create that list of
post-CRP affected staff members so that we have enough time. There is no point of getting the list
two weeks before the staff member is separating because there is very little we can do. We do try to
match with the vacancies as you know, with this authority USG DFS does use judiciously, he does it
in consultation with the mission and the HoM. So, the key message here to take away is for missions
to start the process early and complete the process in time for us to have the list of downsized staff.
FPD (K): On the guidelines, I just wanted to add one quick comment. Especially with something like
the downsizing ST/AI, which is covering everybody, the entire secretariat, you have such vast
differences, as we know from the WG, between individual offices and how they should apply this
with no difference whether you are downsizing two hundred people or three people. So, it is a huge
challenge to be so detailed to make it something that is workable and, I would argue that even the
policy would leave a lot of room for the interpretation when it comes out. What I want to say is every
guideline or every policy, especially like in downsizing, is as good as how it is managed on the ground.
Those missions where we have had management and FSU and NSU work together, they had been
successful, whether they have changed the guidelines, or they have not changed the guidelines. And
that is what is to me what the whole point boils down to. We find successful and justified changes to
the guidelines for the good reasons, if they were consulted and agreed on, like we do in the SMC
sometimes of in the FJNC, we change things because we feel it is important, it has worked. Just as an
anecdotal one, I had a very good substantial change to the guideline requested yesterday for one
mission which came from the Unions. Without naming the mission, I said to my colleagues, if that is
something that could be done to one mission, maybe it should be done to all missions. I agree with
you, we want as little flexibility as possible, but it really is a question of how this is done locally.
Director FPD: I am not sure that what I have said on COSMOS has answered your questions. If you
have any questions on COSMOS or on downsizing guidelines, I am happy to take that.
The President confirmed that no further comments were requested.
At this point Director FPD had to leave for another meeting: I thank everyone around the table and
hope they have a good meeting. I appreciate your efforts and support in this challenging time in
peacekeeping missions. I know staff members come to you sometimes as counselors and sometimes
to solicit your help. I just wanted to thank for all of your efforts that you are doing.
The President appreciated her time and thanked her to take part in the VTC.
14. Q: Can the FPD career development unit work with RSCE staff that would like to return to
missions, and can these staff be given priority for reassignment to missions in light of the
impending GSDM implementation?
FPD (K): I think that is still related to the GSDM. To the extent that we have staff in the RSCE or
KJSO for that matter on anywhere else affected by the GSDM in the future or however it may look
like, they will be considered for placement just like any other staff members affected by downsizing.
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And that goes at the moment as we know by order of priority, so first staff members with permanent
and continuing appointments. We have issued many code cables in this regard to missions, really
asking them to consult our lists and to look at the downsized staff before even issuing vacancies if
there are any. We also argued that this is effective too for rapid recruitment so to speak. So, the most
recent code cable we sent was in August 2018 also updating on the recent jurisprudence we had. So,
what I would say is yes, to the extent possible, if the GSDM goes forward and staff are affected, we
are going to look for reassignment to missions and elsewhere as well.
FPD (A): Absolutely. Again, it is too early to talk about it because we do not know whether we have
other people that are replacing and certainly in any discussion about GSDM and anyone being
displaced, we will follow the parameters. Right now, the focus is on downsizing as it is ongoing.
15. Q: Can there be a commitment to not further nationalize at RSCE? In particular, because of
the minimal amount of international staff available to carry out operations of the center in
case of major civil unrests in Uganda, which is not uncommon, and which would pose serious
challenges for national staff to be able to come to work in Entebbe. There have been historical
incidents in the past where national staff were not able to come to Entebbe because majority
live in or around Kampala, and the main road was simply closed by government forces. This
was during the last elections. Similar events are not unlikely to occur, and recent tensions in
Uganda in relation to a crackdown on opposition parties in the political landscape of the
country highlights the fact that this place can be quite volatile.
FPD (K): On the RSCE discussion, and the Director has already discussed the nationalization from
the holistic side, we are not going to be able to commit to never nationalize or downsize any staff in
the future. We have checked with the colleagues and of course, that is always an issue of the budget
approval and what is happening further down the road. At the moment, and I can say, neither
management nor the steering committee has voiced any plans to nationalize any posts at the moment
in the RSCE. So that is now and whether this will ever change in the future, and because there is a lot
of pressure and there is GSDM, there is no possibility to commit to that open-endedly.
There is also a lot of demands at the moment to, may be just as a background, support the remaining
African based missions, in particular RSCE. That includes UNIOGBIS, UNSMIL, UNOWAS,
CMMS and they also need to of course react to what is happening in UNAMID and MINUSCA, which
is the downsizing most of all. So, it is a bit of fluid concept right now with liquidation support and the
effect of downsizing in those big missions and in the future.
That is all what I can say for the moment because with what will happen with GSDM, there are
question marks. So, if you agree, we can leave it there and we can of course also discuss it further in
the WG and even continue this discussion with you next week (referring to the Executives).
16. Q: Staff entitlements, including travel, leave, training, need to be applied fairly, i.e. not the
same staff should benefit at all times. Can this be encouraged through HQ?
FPD (K): From the management side, of course those entitlements are based on operational needs and
exigencies of service. Of course, it has to be transparent and fair. Along the side of our communication
where we discussed our first question on HR support, we are happy to send that we have discussed
this and that this is happening and just remind managers, bearing in mind the operational needs, to
apply these entitlements fairly amongst staff. That is what I can say because, specially leave, it is a
local issue, so it is very difficult for us to monitor from HQ.
17. Q: Clear rule on the work from home option, including away from the mission.
FPD (K): There is going to be a revised policy on flexible working arrangements, which is going way
beyond anything we have at this point in terms of opportunities for staff. I am personally very excited
about this because it is one of those things that may have also an impact on the gender, and it is a very
42/103

FSC XXVII Report

nice piece of work that we worked on in the common system together and to make also sure that it is
applied also in Funds and Programs. I do not have date in terms of when it is going to be issued but it
should be fairly soon because we have done the rounds of consultation.
Of course, especially for the field, any flexible working arrangements and also here and bearing in
mind the difficult duty stations and the non-family duty stations, there is obviously always a
component of the operational possibility. Not everybody can work from home 6 months at a time. If
I need to be in places on the ground very regularly, I may not be able to avail of the full spectrum of
the policy and that is something that has to be approved but also justified by the manager under the
new policy. It cannot just be yes to you and no to you without any justification of the decision.
And there is of course the question that if I am not there, I will not be able to receive the entitlements
for the non-family duty station, so there is a provision in the policy that explains that if I work in
Darfur but I am working from home in Vienna for six months, then I am not going to get the NFSA
or the danger pay because I am not there and that goes without saying.
If ok, I will leave it at that, and we will see how it will work when it comes out.
18. Q: ST/AI/2013/3 Section 6 para 6.1 - Travel time for return to New Zealand and Australia
from Juba can be between 30-44 hours. For my travel I would depart Sunday and arrive
Tuesday. I propose that for travel legs of more than 30 hours. An additional day travel be
allowed, noting I depart Sunday and am still traveling on the Tuesday.
FPD (K): I am sure you have talked a little about the ICSC already in the last couple of days and I
think that the entitlements will all be reviewed next year in the next program of work. So, that is
something where management and staff will have to strategize on how we can achieve improvements
and Mohammed (Vice-President Helal) you also mentioned with the view to the gender strategy may
be, but at the moment, there is really no flexibility for us. You know there is a maximum of travel
days. We cannot increase it. It requires going back to the ICSC and requires going back to the GA and
that is something that is a challenge for all of us. I mean, here from NY it takes a long time to get to
some places and questions have come up and we will need to see how we can may be reintroduce
some positive changes there.
I think that is it for the questions and if you have any further comments in the remaining minutes.
Vice-President (Helal), in relation to travel policy, pointed that the SG submits his report to the
ACABQ and the Fifth Committee without prior consultation with the staff which leaves staff
representatives to consulting after the fact that the report has been submitted and then have to go
lobbying for it. He said it is a matter of fact that staff inputs are valuable, especially to the SG before
submission. He then asked, because FPD is the connection between the field and HQ, maybe it can
bring this point and staff will bring it in the SMC as well, but still would be helpful if from FPD side.
UNVMC followed up on a previous recruitment question. She said FPD spoke about feedback but
only at the central level. She, however, wondered about when the case is that a staff member who is
in the mission and sitting on the recruitment panel, not only as a staff member but also as FSU, and
the candidates are asking that staff member for feedback for their own career development.
The second question was on PSJOs, where she asked how would you suggest that if the FCRB is doing
a roster system, and a hiring manager says that forty candidates on the roster are not qualified? That
means, she said, that even when FCRB passed these candidates to the roster, they are not qualified,
and the hiring manager says that there is a specific requirement for that post. She continued, how
would you suggest we can enhance the role of the FCRB or yours to ask hiring managers to justify
the non-qualification of such candidates for the post in the mission and having to go through a PSJO?
FPD (K): On the feedback, if you have a PSJO and a local recruitment exercise, as long as the process
is completed, I would always encourage to give feedback. There is nothing that preclude the hiring
manager to not give feedback. When you are not the hiring manager, you need to observe some caution
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as a panel member because you may end up with four panel members giving inconsistent feedbacks,
so it may better to go through the hiring manager or provide for a way to ensure consistency.
There is no rule that precludes feedback. I would say you should give them a feedback after the process
in completed because it is meant to be a confidential process, and everyone should get the same and
fair consideration. So, you should not give a feedback to one and not the others. But on the overall, it
has only been a resource issue on the GJO exercise. If you give feedback that is encouraging, that is
a good thing.
On the second question, there are two things: FCRB has a role to review the process of a recruitment
exercise, may be a GJO, that may be a PSJO in the field. That is all they do. They review the process,
they do not question selection decisions, they do not question discretion exercise by the hiring
managers. It may well be that you have a PSJO where forty candidates from the roster apply but they
do not meet the desirable criteria for a mission specific job opening. They may need to speak French,
just as an example, because the specific case you are talking about, a PSJO. If it is an RfR, there is no
CRB review at all because you select from the roster and the hiring manager selects who is found to
be the most suitable. So, there is a difference between considered generally eligible for a position, like
I am an HR Officer but there are a lot of HR related jobs that may require a specialization that I do
not have. So just the fact that I am on the roster does not automatically make me qualified for every
type of HR related job that may be out there. So just to answer in the general, because I do not know
the specific case and I see the point that if you have a lot of rostered candidates, the idea is that you
should be able to find somebody, but especially in the mission environment with the language
requirements and some of the specifics, it may well be that you have a criteria and you cannot find
someone who satisfies that description.
The President thanked FPD colleagues and hoped to see them next time.
FPD thanked the Council and wished them good work.

COFFEE BREAK

B. VTC Debrief
The President asked the floor to provide examples of what was discussed during the VTC with FPD.
There was then an open roundtable discussion on TJOs and rosters following UNVMC’s question on
how to have access to examples.
There was an open discussion on the reasons of testing failures and examples given by Chairs and the
Executives.
UNAMA suggested that interviews should be more transparent. He said, maybe we should not focus
on testing but on interviews.
Vice-President (Helal), explained that the staff selection system is currently under discussion. All
these challenges are post facto. However, precautionary measures could be introduced. He wondered
why the recruitment panel is only composed of people from the same mission. He suggested that if
the panel included members from outside the hierarchy of the mission, the possible conflict of interest
could be very likely defused, and transparency strengthened.
UNVMC encouraged the Council to speak up when there is a problem of transparency.
UNISFA agreed with this statement.
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The President pointed out that they will make sure to put this discussion forward during the next
meeting in NY, although they have been doing this for the past years. However, he said, the Council
should consider other ways to persuade better and achieve their goals.

END OF DAY 2
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Day 3: Wednesday, 10th October
(Morning Session)
X. Presentation by the Office of the Ombudsman
The Ombudsman thanked the Council and expressed his appreciation for the opportunity to take part
in the FSC XXVII. He also expressed his pleasure to have observed the Council Meeting’s sessions
during the previous days and listened to such interesting discussions.
The Ombudsman made a brief introduction about the Office of Ombudsman and its various offices in
Bangkok, Entebbe, Geneva, Goma, Nairobi, NY, Santiago and Vienna as well as Beirut, the latter,
however closing soon. He explained that the Office of Ombudsman is part of the UN Internal Justice
System and is often referred to as the informal arm of Internal Justice System.
A. Presentation
The Ombudsman launched a PowerPoint presentation about the Internal Justice System. He explained
briefly the Administration of Justice in the UN, from the staff member’s grievance, to the different
steps such as the Management Evaluation Unit (MEU), the UN Dispute Tribunal (UNDT) and the UN
Appel Tribunal (UNAT). He stated that the staff member, who wishes to file a grievance, can seek the
legal advice in any case and at any stage of the Office of Staff Legal Assistance (OSLA), whether he
wants to follow an informal or formal path. He stressed that, in all cases, the staff member has to
submit a complaint to the MEU first and, if s/he decides to pursue an informal path through the Office
of the Ombudsman, a notification to this effect has to be sent to MEU within the set deadlines. He
proceeded that, if the staff member later decides to resume the formal path, s/he will always have this
option, in which case, once MEU has completed its evaluation of the grievance, the staff member will
have to decide to act in two ways: on one hand, if he/she is satisfied by the ruling of the MEU, to bring
the subject to closure. On the other hand, if still dissatisfied with the evaluation, he/she can proceed
to file a case with the UN Dispute Tribunal, whose judges are appointed by the GA.
The Ombudsman emphasized that the Internal System Justice does not deal with interpersonal issues,
rather, it is triggered only with a staff member contesting an administrative decision.
The Ombudsman, carrying on with his presentation, explained that there are three types of services
within the Office of the Ombudsman:
1. The Ombudsman Service,
2. The Mediation Service,
3. The Agent for Change.
Moreover, the Ombudsman explained that the Office is guided by four principles, namely,
independency, neutrality and impartiality, confidentiality and informality. He referred to the Office as
being a toothless tiger which assists staff members in need by listening to them, identifying the issues,
conducting researches, empowering staff members and finally mediating.
The Ombudsman subsequently explained what an Ombudsman cannot do, which includes:
1. Contact any party without the consent of the staff member,
2. Make or change managerial decisions,
3. Advocate for a party,
4. Conduct formal investigations,
5. Keep records for the organization,
6. Appear in formal proceedings.
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The Ombudsman presented some data from 2017 on types of issues brought forth to the Office by the
staff of the UN Secretariat, mainly categorized as:
1. Job and career,
2. Interpersonal (issues whether between colleagues or with managers),
3. Compensation and benefits.
He said that staff members do bring impressive emotional trauma to his Office. He referred to daily
conflicts that staff members face and the hot discussions among colleagues, which he explained as
normal and unsurprising as staff is very diversified and comes from different cultures and
backgrounds. Nevertheless, he suggested that a conflict should always be evaluated by looking at the
situation from both sides.
He highlighted that in all human interactions there are three components: Intent, Action, and Impact.
He explained that when people ask for support with their problems, they are mostly referring to the
impact an event had on them. However, he continued, people sometimes tend to mix the intent with
impact. All actions might have undesirable effects.
The Ombudsman made a clear emphasis on communication. He said communication indeed can be a
source of conflict and misunderstanding. However, he explained that with communication comes also
respect and education, and these can create a positive working environment.
The Ombudsman stated occasions the Office of the Ombudsman can help. Those are when the staff
member:
1. Is in need of confidentiality,
2. Does not know who to talk to.
3. Would like to have off the record conversation.
4. Doesn’t know how to address the concern.
5. Has not decided the course of action.
6. Is uncertain about the possible consequences.
7. Has pursued formal path and wants to explore alternatives.
The Ombudsman wrapped up his presentation and concluded with few practical questions and answers
regarding the Ombudsman office. The full presentation is attached to the current report as Annex II.
1. Q: Who can contact the Ombudsman?
Staff at all levels, including former employees, retirees, and UNVs.
2. Q: For which type of issues can I seek the Ombudsman assistance?
In any work-related conflict or problem.
3. Q: When can I seek the Ombudsman’s assistance?
At any time in the course of a “dispute”, though the earlier the better (‘zero barriers’ policy).
B. Questions and Answers
UNAMA asked whether the Office of the Ombudsman works in the same way as OSLA. The
Ombudsman answered that OSLA is very different from his office, as OSLA provides legal advice to
the staff member and do not substitute the work of the MEU.
UNMOGIP expressed his concern with the deadlines dictated by the Internal Justice System, as he
was aware of many cases of staff members who did not receive entitlements because of the short
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deadlines imposed. He asked for a clarification on the deadlines for filing a grievance. The
Ombudsman highlighted that the deadline to file a case with MEU is 60 days from the day the
administrative decision is taken.
UNAMA asked for a clarification on the conduct of researches by the Office of the Ombudsman as a
means of assistance to staff members. The Ombudsman explained that in order to better understand
the situation, the Office may conduct some investigation or request access to personal files of staff
members (excluding medical records), always under the strict rule of confidentiality.
Vice-President (Annette) asked if the Office of the Ombudsman receives class action cases. The
Ombudsman explained that, despite the fact that some cases might look the same, they do have
different situations and backgrounds, leading therefore to different set of agreements and, because of
the confidentiality in the informal system, it would not be possible to share a general final agreement.
UNMISS expressed doubts that the Ombudsman cannot make or change managerial decisions. The
Ombudsman explained that the Office of the Ombudsman cannot change the result of a decision but
can give a suggestion and provide solutions.
UNVMC put forward two questions: the first on the difference between OSLA and the Office of the
Ombudsman, and the second on the process to follow when a staff member decides to take action for
some behavior related to sexual harassment in the work environment.
The Ombudsman answered that staff members are encouraged to always contact OSLA first, as OSLA
advocates for staff members and understands the policy within the organization. He explained that
they are lawyers who suggest fair treatment to the staff because they understand the UN System. He
also explained that OSLA and the Office of the Ombudsman work collaboratively, and when a staff
member calls the Office of the Ombudsman and it is found that the staff member’s situation is more
appropriate for an advice from OSLA, the staff member is redirected to consult with them.
UNGSC, in agreement with the last statement from the Ombudsman, added that the lawyers from
OSLA also deal with deadlines in the best way possible. He highlighted that OSLA staff are lawyers
and part of the legal system. He said that he used the Office of the Ombudsman and OSLA together
as they understand deadlines. He advised that he personally thinks FSU Committees should always
suggest to the staff to go to OSLA, but also to the Office of the Ombudsman.
Vice-President (Annette), for further clarification, pointed out the difference between the Office of
Legal Affairs (OLA) and OSLA. She explained that while OLA is the legal department of the UN
responsible for legal aspects on behalf of the organization, OSLA is the Office of Staff Legal
Assistance providing assistance to staff members by professional lawyers. Therefore, she said, the two
systems are completely different.
Referring to a question on dealing with sexual harassment made by UNVMC, both the Vice-President
and the Ombudsman explained that there exists a guideline specifically for sexual harassment.
Furthermore, it was explained that the organization has worked on establishing a consistent system of
punishment of sexual harassment across all UN entities, to make sure that the perpetrator is not moved
within the Secretariat, or across to UN Agencies.
RSCE asked if being fired was the strongest punishment to sexual harassment in the workplace. He
also added that he is not aware of any compensation to the person who would be harassed, since, in
many countries this matter would be followed up by penal justice.
The Vice-President highlighted that the justice system in the UN is administrative only and not
judicial. She pointed out that there are times in which national authorities intervene in events
happening within the UN. However, she said, the UN cannot ask the country to look through the
records and matters of the staff member. Moreover, she explained that Member States are against an
international investigation system external to the UN. She clarified that countries have different penal
systems which can lead to different ways of dealing with misconduct. She provided an example of a
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case where a 15-year-old girl had a sexual act with a blue helmet, then the issue was resolved by
marriage and no process was carried on further.
RSCE followed on asking the Vice-President if there were repercussions for the victims, if they
receive financial repairs or if there is a fund for victims. She explained that it would depend on the
location. She said in locations like Geneva they are supported by medical and psychological services,
while in field missions it is more difficult to have such support.
The Ombudsman intervened that they are looking for ways to provide appropriate support to victims.
UNIOGBIS asked if it was possible to request assistance to an external counsel. She referred to a case
in which the victim contacted a national external assistance. The Ombudsman declared not being
aware of external systems working together with the UN, as the UN typically keeps matters within
the UN system. Vice-President (Annette) followed on that a staff member can seek external legal
assistance, but very few external lawyers have the knowledge of the UN system. She concluded that
the course of action depends also on the gravity of the issue.
UNMOGIP requested a clarification on the difference between the Office of Conduct and Discipline
and the Office of the Ombudsman.
Vice-President (Annette) explained that the Office of Conduct and Discipline can be contacted for
formal complaints, but if an informal process is sought, the Office of the Ombudsman is suggested.
UNVMC asked two questions: First, what happens when the accused individual does not want to be
involved in the conflict or does not want to collaborate. The second, about UNDT judges who are
elected by the GA and their backgrounds.
The Ombudsman answered to the first question that if there was no opportunity to engage the accused,
he would suggest a formal complaint.
On the second question, the Ombudsman explained that the entity which oversees the justice system
is the Internal Justice Council, of which lawyers and judges are part. He said judges are identified and
recommended to the GA. He explained that there were three sequences of terms for judges appointed
by the GA:
1. 3 years terms
2. 7 years terms
3. 1 year (renewable)
These are not recommended by the GA, rather, by the Internal Justice System.
UNIFIL inquired about the Office of the Ombudsman of Beirut which is going to be closed and which
office will absorb the duties in the Middle East region.
The Ombudsman answered that normally staff members in that region will have to refer to Bangkok,
as Iraq and Afghanistan already do. However, he stated that in critical situations two Ombudsmen will
take part in it.

COFFEE BREAK

Resuming his presentation, the Ombudsman highlighted the aspect of confidentiality. He explained
that there are cases where the end of the mediation resulted in a settlement agreement. He stated that
in such cases, both parties sign the agreement and it becomes a legally binding document that can be
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enforced in front of the Tribunal. The settlement agreement, however, he said, is also confidential and
can only be shared upon request on case by case basis at times.
Vice-President (Annette) inquired about the status of what has been known as the civility initiative.
She said that she attended few sessions on the matter and knows that there are two distinct civility
projects; one initiated by the Office of the Secretary General and another in the making in the Office
of the Ombudsman.
The Ombudsman opened the floor for a discussion on how to promote civility in the workplace with
respect and dignity. He stated that in a crucial environment of budgets cuts especially and with
retrenchments and downsizing, staff-management discussions can suffer. He said even though
conversations with supervisors can happen in a respectful way, it remains, however, a sensitive issue
as many perceive the situation as a threat to their career. He said he is involved directly with the
civility campaign, that there is a need for a lot of work to let people understand what it is about, but
that it also requires commitment from everyone.
Vice-President (Helal) encouraged the floor to brainstorm on the topic. He opined that the lack of trust
in the workplace and uncertainties have had their toll on staff interaction with their managers and
colleagues and that this was one of the main concerns. He stated that one of the sources of mistrust,
for example, is the way instruments of the performance management system, such as performance
reports and Performance Improvement Plans (PIP) are sometimes misused. He explained that the
initial intent of a PIP was to help improving the performance of staff, but instead, as it is currently
used, tends to serve as an introductory step towards separating staff members. He referred to
performance reports in some cases being used as a tool to cause damage to staff members’ careers and
job security. He pointed out that the provisions of the ST/AI on performance management,
performance reports and PIPs were not created with that aim, rather, to help staff work better. He
stressed the importance of enforcing the policy as intended, especially on managers, to regain the
eroded trust in the meaningfulness of performance management. The Vice-President stressed that one
of the elements missing from the current policy on performance management, for example, is an
accountability framework that addresses cases when managers unrightfully create risks to staff
members’ career, such as embedding negative comments in a fully satisfactory rated performance
report. He concluded that lack of trust, not only in this area but also in others, such as career
development, is a main source of stress in the workplace and should a focus on resolving this be given,
it would help in terms of civility.
The Ombudsman agreed and stated that the trust issue is a big challenge. From his point of view, he
opined that the environment would get better with better communication, when people feel
comfortable to come to colleagues and managers to ask any question and find solutions to matters of
concern. He said managers need to be transparent so that staff feels comfortable to speak and engage.
RSCE highlighted that trust deficits between staff and leadership is the direct result of the lack of
transparency. This is something happening globally, he said. He finds ironic that the UN, which is
supposedly based on civil principles and values, needed to discuss civility. He continued with a pause
on a system which does not offer values. He pointed that when managers cannot promote staff and are
limited in other areas, offered values of engagement become very little because there is no reward
system. He concluded that the mechanism that the organization is adopting serves nothing but to show
to Member States that some kind of mechanism exists.
The Ombudsman agreed that there is no reward system and that there is no space for personal
recognition in the UN. On comments contradictory to the rating given to staff members in a
performance report, he seconded that negative comments, if warranted, should be reflected in the
rating to allow for contesting and properly concluding the performance evaluation. He said there must
be consistency in the process and that guidance offered to managers should be that they have to do
things properly.
The President commented on the discussion on performance appraisals that all Unions agreed on this.
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UNAMA expressed his concern over how the mechanism of the civility concept would be applied and
how wrongdoing would be assessed.
The Ombudsman shared the concern over this topic, given that the discussion on the aim of the civility
initiative has been ongoing for many years.
Vice-President (Helal) expressed his concern with what the system has become as new policies
demonstrate the lack of recognition of the staff as valuable to the organization in a true meaning. He
said staff feels not treated with dignity and that there is a need for more transparency when addressing
matters affecting staff. He elaborated that policies change overnight, some are shortsighted and
harmful on the long term. He stressed his view that policies affecting staff should be handled with
utmost caution and depth because the most valuable to any organization is its staff. He concluded that
it is an overarching principle that needs to be reinforced as many staff members lost faith that their
work and value are appreciated if at all by policy makers.
The Ombudsman stressed that decision makers should take responsibility to create more trust. He said
policies and rules govern processes, whereas, behavior cannot be legislated. He reminded that the UN
faces many challenges as it goes through reform. However, he said, despite all efforts to create
leadership and civility, results are not always desirable. He suggested to encourage discussions and
communication to bring a change in morale and civility.
In his closing remarks, the Ombudsman thanked once again the Council for inviting him and the
opportunity to engage in such fruitful discussions with Council Members. The members, in return,
thanked the Ombudsman for a very beneficial informative and interactive session.

LUNCH BREAK

(Afternoon Session)
XI. Mechanism of Staff Lateral and Upward Movement
UNIOGBIS expressed her concern with the downsizing of the mission in the coming years and the
future of her colleagues. She asked if DFS could help those people with fixed-term contracts that are
non-rostered to find another position somewhere else.
The President explained that a staff member cannot be reassigned without being rostered. He
encouraged UNIOGBIS and the rest of the Council to provide examples of staff members who have
never been rostered, as the records show only 240 non-rostered staff. However, he highlighted the
importance of cross-checking before bringing up cases that can be later refuted.
The President and Vice-President (Helal) explained that all the cases which were brought up to their
attention so far have always been highlighted to NY, but that the process of dealing with as many staff
members on an individual basis is more complicated. They asked, therefore, for a compiled file of
cases with exact information, including VA numbers, whether staff were tested, etc. They asked for
substantial evidences to bring such cases the following week to the FJNC in NY.
UNMOGIP asked whether CITS run tests as an assessment mechanism in addition to interviews where
answers are not recorded. RSCE explained that Expert Panels which are external to missions have the
task to make sure the interview is made appropriately so that results are credible. He said he has
experience in that process as he managed an Expert Panel himself and that it is taken very seriously.
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UNMOGIP expressed his concern about the unfair treatment to staff members who are not rostered,
especially those who have many years of experience.
RSCE pointed out his concern about the skills of some staff members who were very good at lower
level of responsibility but, once upgraded to supervisors, failed in their supervisory role.
Vice-President (Helal) explained that rosters were supposed to be one tool which facilitates mobility
in terms of the time interviews and assessment of candidates take in the course of the staff selection
process. He expressed his concern that rostering is losing its value and opined that the concept needed
a review and a discussion in NY on how the mechanism is being used.
RSCE opined that there should be a difference when it comes to internal and external candidates. He
wondered why there are internal testing mechanisms for those who are already in the system and
qualified.
UNIFIL also agreed on the overall failure of rosters and the inadequate frequency of rostering
exercises. She highlighted that PSJOs, interviews and tests should only serve when rosters are
outdated, and staff members have been rostered for too many years without opportunities.
RSCE gave a brief history on the origins of rosters. He explained that the system of creating rosters
and “clearing” staff members was a result of the use of 300 Series staff in peacekeeping missions
above and beyond the scope of this short-term employment scheme. The delegated authority for
recruitment in field missions at the time for recruitment of 300 Series staff had resulted in a lot of staff
members having achieved what is termed “tenure” (more than 5 years of service) and consequently
would have an expectation of continued employment. The problem, however, was that many staff
members who joined the organization under the 300 Series were recruited without any real
competitive process. When the decision was made to “regularize” the 300 Series staff to 100 Series,
it became apparent that all these staff members would have to go through a competitive process to be
“regularized”. As a result, Generic Job Openings were created, so were rosters of regularized and precleared candidates that could easily be recruited into peacekeeping operations.
UNVMC suggested to have a permanent body for a period of time, one year for example, to review
the status of rosters. She elaborated it could be suggested to FPD to have a dedicated HR team with
the only task of interviewing, examining, testing and providing feedback to assessed staff. She
explained that this would allow to have permanent team in full charge of the process.
RSCE referred to the promotion system that existed in the organization in the past. While that system
was not perfect, in his opinion, a mechanism of promotion if implemented, would allow everyone to
be valued based on their performance, which would of course require in turn an appropriate and
functioning performance management system. He said to be concerned about the extensive time and
human resources used to prepare for testing and interviews as the only vehicle for career advancement
available, as it takes away time of productivity for the organization. He said that staff now spend
excessive amount of time looking for other positions. He also pointed out that with everybody
competing for the same positions, the internal competition may have a negative impact on collegiality.
He finally suggested that the concept of a managed group of career staff for the field, based around
the original concept of the original Field Service Category, still carries a lot of merit and may
potentially provide answers to a host of staffing problems related to rapid deployment, downsizing or
other situations where a surge capacity is required in a peacekeeping operation.
The President suggested putting this forward to the SMC, but said that in that room, FSU is one among
fifteen voices representing all Unions. He agreed that a promotion mechanism within the system
should exist just like in all systems. He then requested ideas on this topic from the Council and said
he would provide related comments and feedbacks from the FJNC.
Vice-President (Helal) explained that, as Member States do not want to separate internal from external
candidates, he suggests that a mechanism to waive external recruitment in certain situations, such as
during downsizing, be explored.
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UNAMID pointed out a problem with the reclassification of posts in his mission. MINUSCA reported
the same.
The President explained that when staff members have their posts reclassified, they are not entitled to
apply for their reclassified jobs if they are not rostered at the reclassified level. When this is the case,
he said, Hiring Managers, consequently, advertise PSJOs to give the incumbent the chance. These
approaches emerged because staff were not given the exception of being considered.
Vice-President (Helal) pointed out that sorting out job families and associated rosters would also help
solve the problem. Moreover, he said, all job descriptions need to be revised in his opinion. He
suggested that one solution which may be of help linking related jobs more could be that a certain
percentage of shared responsibilities be suggested and included in the description of such jobs.
The President highlighted that the recruitment system is undergoing some changes. He agreed that
when staff members are already rostered, it must be possible that they get selected without additional
steps and that PSJOs be only used if the staff member whose job is reclassified is not rostered.
UNMOGIP added that even that Umoja has had an impact on jobs classification, including job titles,
and a new consolidated structure was put forward, many issues, however, still need to be resolved.
The President also mentioned that the concept of associated rosters is not working well in his opinion.
He said that the Executives will also raise this question during the upcoming FJNC, but the process
might take a long time. Nevertheless, he said, they will keep trying to push on this issue, noting that
the concept of rosters is being currently questioned by the senior management themselves.
The President concluded the discussion as follows:
•

Accurate cases of non-rostered staff members, with emphasis on downsizing missions, to be
compiled and brought by the Council to the attention of the Executives to forward to NY.

•

The Council to bring to the attention of the Executives accurate cases where TJOs and PSJOs
were misused to bring them up with NY.

•

The suggestion by UNVMC to be forwarded by the Executives to NY to explore the
possibility of establishing a dedicated team for rostering and providing feedback to staff.

•

The issue of reviewing the concept of the use of rosters to be discussed by the Executives in
NY.

•

The request for exploring promotion mechanisms to be forwarded by the Executives to NY.

•

The review of job families and job descriptions to be discussed by the Executives with NY.

•

The issue of external recruitment and its effect on certain situations to be discussed by the
Executives in NY.

COFFE BREAK

XII. Medical Service in Missions and Related Medical Issues
The President reminded the Council that during their last meeting, RSCE was delegated to represent
the Council in the VTC discussion with Director MSD on different medical issues. He referred the
Council to the questions and answers on the records of that meeting.
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The President asked the floor to have concise points to report during their discussion. He requested
the Council for an inventory of levels of medical facilities in the course of presenting their issues.
UNIOGBIS, RSCE and UNAMA reported that their medical facilities are limited to Level I. UNAMA
highlighted the absence of medical facilities in Kabul beyond Level I and he asked to raise this
question again in NY. He said that the UN Clinic does not work well.
RSCE stressed that their medical facilities are limited to Entebbe but not in Kampala. He said to have
discussed with the Chief Medical Officer to find a solution, suggesting that they could bring outside
consultants in the mission with an extra cost but is still waiting for an answer.
MINUSCA and UNISFA reported that their medical facilities are at Level II. UNISFA reported a
contract between the mission and a Level III hospital outside of Abyei.
UNAMID reported that their medical facilities are at Levels I, II and III.
UNAMI reported to have an agreement with the US military base, and that staff members, however,
are referred to other different locations.
The President then asked the Council to report on their access to in-mission gynecologists.
UNAMI reported the lack of such service, and that women in the mission have no access to the city.
He also stressed the lack of a dentist.
The Council went through a list of family missions: RSCE, UNIFIL, UNTSO, UNIMIK, UNIOGBIS.
It was reported that the only non-family mission with a pediatrician was UNMISS.
UNMISS reported that their in-mission medical facilities are at Level II, while a Level IV hospital
exists in Uganda and Nairobi. He was very concerned with the Nakasero Hospital and reported that
some international staff members who were referred to Nakasero never came back. MINUSCA and
RSCE agreed.
UNMISS suggested that staff members should decide where to go for medical evacuation.
Vice-President (Helal) clarified that the current ST/AI/2000/10 on Medical Evacuation allows staff
members to decide the location they wish to be evacuated to when the staff member is granted medical
evacuation by the Chief Medical Officer. He presented to the floor sections 5.1, 5.2 and 5.5 on places
of medical evacuation and sections 5.4 and 5.6 on related costs. He also referred the Council to section
2.1 on the applicability of medical evacuation for international staff.
Vice-President (Annette) highlighted that the word “may”, stated in the section on places of medical
evacuation, referred to the staff member and not the Medical Officer. The staff member may take the
option of choosing the location or another option.
The President stated that he will reach out to MSD to receive their version of list of medical facilities
in missions. He will also put forward questions to them on the number of gynecologists, orthopedics
etc. by mission.
He advised that if a staff member with a condition is denied referral, he is supposed to ask for medical
evacuation.
UNAMA asked if secondary dependents could be included in the staff member’s health insurance
plan.
Vice-President (Helal) answered that this issue was raised. They were informed, however, that from
a financial perspective, there were many obstacles to that.
The President to cross-check and follow up with MSD on medical facilities in missions.
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XIII. Long Service Recognition
Vice-President (Helal) explained they have been discussing the issue of long serving staff in the SMC,
and that in NY they are already implementing a long service recognition scheme. He highlighted that
it was not a financial reward, but a certification presented in a ceremony to long serving staff members
by the Secretary General. He reported that it has already been agreed by the SMC that an ST/AI be
prepared to regulate a scheme across the board to recognize long serving staff members at different
lengths of service.
The President referred the Council to the SMC Report paragraph 86 on page 17.
RSCE explained that some years ago the organization had a system in place where people serving in
missions were receiving rosettes (equivalent to medals in the military). As this practice was
discontinued, he asked if it could be reintroduced as a nice gesture for staff serving in peacekeeping.
UNTSO pointed out that in his mission they give a certification and plaque after 25 years of services.
The President stressed that the SMC would like to standardize the system and have the same process
for all missions.

XIV. Equivalency of grades with GS/FS/P
The President referred the Council to the table of equivalency in the Annex to the distributed set of
documents.
The President highlighted that FS4 and FS5 staff can apply for P2 and P3 positions if proposals to
remove the G to P for those who are qualified to apply, being submitted to the GA in the current
session would be approved.
UNVMC asked whether the opposite would be allowed, for example, when an international staff who
goes back to his/her home country can apply for positions available in the G category.
RSCE answered that staff in the P category can definitely apply for positions in the G category. He
explained that, as a professional, it is possible to work in own home country with some entitlements
taken away, such as, HL, FV and EG.
Vice-President (Helal) confirmed that it is possible to go back to a position in the G category, but the
staff will lose these entitlements.
The President further added that the only obstacle in the system is the G to P. He went on presenting
the paper on equivalency between GS, FS and P levels which would be useful as a reference when it
comes to acceptable supervisory rights between different categories.

XV. Hardship Classification in Missions
The President reminded the Council of the approved recommendation by the ICSC to the GA to grant
75% of the NFSA to staff who serve in family duty stations with a hardship classification D and E,
but do not install their families.
The President opened the floor to the Council for issues related to hardship classification in their
missions.
UNMIK highlighted the situation in her mission. She stated that Kosovo’s hardship classification was
eased without proper conditions in place. Education facilities for children are missing, there is a lack
of spouse employment opportunities, obstacles for granting visas for dependents and other multiple
issues including environmental. Therefore, she asked if the hardship classification could be reviewed.
She said that when the issue was raised by the mission with ICSC, there was no support at that end.
She informed that the Committee tried to highlight issues with the classification by running surveys
with the staff and got very useful responses from international staff. She also informed that another
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questionnaire formulated by the ICSC was also shared and that they are awaiting results by December
2018. She pointed out, however, that the way the questions were designed would not reveal the real
sense of hardship from the answers and that the questionnaire itself needed review.
She gave some examples in relation to the questionnaire. The questionnaire for example, she said,
referred to the presence of an American doctor in Kosovo, who however does not speak English. As
another example, she said the questionnaire asked if there were medical facilities but did not assess
the quality of such facilities as there were no metrics provided.
UNMIK also reported many remarks from the staff on environmental matters. She highlighted that
the mission’s leadership is supportive on that issue, as well as the Committee. She commended the
participation of the staff as very useful too and that, this time around, the mobilization by the
Committee showed how crucial the role of the FSU was. She reported that the Committee managed
to get the whole staff to fill the questionnaire as well as spouses and dependents. She said that staff’s
voice should be heard and hoped it would.
The President explained the difference between hardship and non-family status of duty stations. He
said the latter is a recommendation by the ICSC when the security assessment of the duty station by
UNDSS is that it is unsafe for families and that no other element, including hardship, is taken into
account when a decision on the family status of a duty station is made. He went on about the hardship
classification as being a separate issue and explained examples of elements which result in the final
classification of the duty station, ranging from A to E. He stated, that such elements are scored
themselves as A, B, C, etc. He elaborated that, for example, if the duty station does not have hospitals,
it gets a D as environmental issues are scored from A to D. He mentioned other factors such as
isolation, closeness to an airport, the level of accommodation available at the duty station (D for tents
and A for apartments), the level of service for household equipment. He highlighted that the
availability of schools or education has been removed from the hardship classification equation. He
explained that a combination of Cs and Ds of the mentioned factors can create an overall E.
The President re-emphasized to the Council not to mix hardship with the status of non-family of a
duty station.
RSCE pointed out that they requested a review for Entebbe separately from Kampala as a hardship
duty station. He said, however, this was denied.
Vice-President (Helal) explained that some classifications are bent based on political considerations.

END OF DAY 3
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Day 4: Thursday, 11th October
(Morning Session)
XVI. Staff-Management Relationship in the Field
The President asked the floor to take a look to the Code Cable from USG DFS, issued at the request
of the Executives to all HoMs, regarding the staff-management relationship in missions. He referred
the Council to ST/AI/293 in conjunction with the Code Cable as both are documents providing the
authority to Committees to acquire broadcasts rights, propose and take part in JNCs, etc. He advised
that in case a Committee has difficulty to access tools it requires to carry out its mandate, it should
refer management to these documents and if the problem persists, to refer the matter to the Executives
for assistance. He noted that most Committees have a constructive relationship with their
management, however, he brought these documents to the attention of the Council as an important
reference should the need arises. He finally requested that the Council reports to the Executives in
case a Committee does not have broadcast rights so that they take up the matter with NY.
The Council to make use of the USG DFS Code Cable on staff-management relationship along with
ST/AI/293. The Council to also report in case in-mission broadcast rights are denied for the Executives
to bring up with NY.

XVII. Hardship Classification Methodology
Referring to the discussion on the previous day on hardship, the President advised that he requested
the ICSC Secretariat the presentation of hardship classification methodology to present it to the
Council for a better understanding. He will circulate the presentation if it was not ready within the
timeframe of the Council Meeting.
The President to circulate the hardship classification methodology presentation to the Council and
later hold a VTC to discuss.

XVIII. Gender
1. Introduction
The President referred to the proposal by the UN Secretariat on an amendment to UN Regulations and
Rules with the aim to help achieving gender parity, a copy of which is before the Council. He
explained that this is a document the Unions and management are asked to send feedback on. He
proposed to the floor to have a discussion about the proposed amendments to contribute to the
substantive feedback FSU is requested to provide to the Secretariat. He asked for a genuine and free
feedback.
Vice-President (Annette) referred to the data on the screen from the UN website
(https://www.un.org/gender/content/un-secretariat-gender-parity-dashboard) showing the numbers on
gender statistics. She commented that statistics forget the human beings behind the numbers. She
pointed to the statistics about the field where they show that it is well behind on gender parity. To
explain how to read the statistics, she gave the example of the Office of Administration of Justice
(OAJ) on the screen where 65% of staff are females, 35% are males and that the office would need,
following the gender strategy, to work on recruiting more males than females. She said the exercise
is told to be carried out on equal footing whether the case requires to increase males’ or females’
figures. However, she said, that is not what is happening. She referred to the announcements made in
Inspira a while back of vacancies for the field which were limited to female applicants.
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UNAMA commented on the statistics and noted that the percentages were reflecting the Field Service
staff only without considering the Professional category and hence do not give an accurate picture on
the gender parity in the field.
Vice-President (Helal) explained that there are many boxes with different pivots. Among the many
boxes, one was showing gender parity by grades only and another by location, HQ vs. field.
Vice-President (Annette) commented that those and other valid observations are relevant and should
be considered when trying to grab the information. She continued explaining that the discussion over
the strategy is not about gender parity, rather about how to achieve it from 7% females in the FS7
level, for example. She pointed that management is pushing for a methodology, as reflected in their
proposed amendments, to prioritize gender over other aspects of the staff selection, while the Unions
think that this is not the right way forward.
2. Discussion
UNAMA gave an example from Afghanistan, where women only recently started to have education
and work experience. In this context, he said that four years ago, to encourage the percentage of
women in the mission, the Committee suggested to management lowering the working experience,
but not the education level requirements for national staff, which yielded good results. He, however,
questioned whether this would be fit in the context of international staff.
UNAMI expressed his concerns that the approach to lower requirements for females would actually
diminish women as unable to compete with men. He disagreed with the proposed amendments as they
contradicted the Charter, which states that employment should be done without distinction to race, sex
or religion. He mentioned to have already received complaints from female staff that they are not
comfortable to be recruited based on gender rather than merit and that sometimes their male colleagues
do not cooperate with them out of this perception. He cautioned against the line the proposed
amendments were going down to and that this may open the door in the future for more discriminatory
conditions for recruitment based on other individualistic criteria. He gave the example of former
Yugoslavia and the imposed quotas at the time put on recruitment of Croats, Serbs and Muslims and
how it ended up. He agreed that gender can be a tie breaker for candidates of equal qualifications but
not a stand-alone criterion, otherwise, it would be an insult to women. He opined that it would be
more effective and reasonable to focus on attracting more women through more convenient conditions
of service and considerate benefits such as those fit for mothers who suffer under the current
conditions.
UNAMA agreed with UNAMI yet wanted to clarify that lowering the level of working experience in
Afghanistan was only in terms of facilitating the eligibility and not the selection, which remained to
be according to merit. He explained that this was because in Afghanistan, national women were not
working until recent years. He added that another aspect when considering gender parity was to accept
the fact that some jobs are more attractive to one gender than the other. He gave the example of
security in the field and close protection teams where females are not as interested as males compared
to other offices. He concluded that the approach to achieving gender balance therefore, should
consider as a fact that all jobs are open for females but there would be nothing one can do to attract
them to certain jobs if they are not interested.
Vice-President (Annette) highlighted that in the SMC, Unions made it clear that gender should not
overrule merit. She referred to an exchange she had with the Gender Advisor for DPKO, which
revealed that DPKO was not responsible for the gender aspect in the field and, therefore, as DPKO
announced it reached gender parity, the statistics did not include the field. She concluded that with the
exclusion of the field from the gender parity effort made by DPKO, she is not sure whether a Gender
Advisor or a strategy exists within every mission. She advised that due to a lot of pressure from HQ
is being put on missions, Council members need to ask these questions to their management so that
they are aware of the specifics of what is being planned. She confirmed her support for gender parity
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but not at any cost regardless and that where it is not possible as a fact, such fact should be accepted.
She stated that certain environments such as Kidal or Abyei, would be rarely appealing to females,
including those in the military. She agreed with UNAMI that incentives could be one of the areas
where more focus would be more effective in advancing gender parity.
The Vice-President also informed the Council that in OHRM there are focal points working on
attracting talented females, however, at the very senior level only. She stated that Unions have opined
to the SMC that emphasis should be on the need to retain females in the organization. She explained
that the betterment of conditions would not only retain females already in the system but would also
help projecting positively on the external females and make working for the UN for them more
attractive. She encouraged Council members to re-read the gender strategy and send back any
comments, initiatives or suggestions to the Executives to add to their arguments with management.
UNMISS reconfirmed the need to consider the peculiarity of some locations and functions with regard
to the gender issue. He wondered how far gender parity efforts can go when considering such
geographical and functional areas. He also warned of the possible reverse gender imbalance which
can result from overreacting to current gender imbalances.
UNAMID raised the issue of how, in the context of the gender policy, LGBT would be treated. He
wondered, if priorities were given based on gender, whether LGBT would also be treated similarly.
Vice-President (Annette) referred to the point raised by UNAMID as a demonstration on how the field
is left behind when it comes to updates on the gender policy, as the LGBT issue was already discussed
during the debate about gender neutrality when writing Regulations, Rules and ST/AIs. She said the
question is also about whether the definition of gender is being the equivalent to sex or otherwise. She
also referred to UN Globe which is a strategy for LGBT already out there. She asked Council members
to send any comments related to LGBT to the Executives, if any. She commented she realizes that the
gender strategy is about increasing the numbers of a minority, in the current case women, but as
UNMISS highlighted, there are certain functions to which women are simply not interested. She
finally pointed that some practices go against the strategy which need to be addressed first, such as
investigating why when females with good profiles applied for senior positions at the P5 or D1 level
they did not make it to the roster compared to male counterparts.
UNIFIL aligned with what was stressed by UNAMA and UNAMI about the gender driving the
recruitment. She stated that in UNIFIL this seems to be the case where recruitment of females is
pursued at all costs without any merit metrics. She said that, further, the strategy which seems to be
communicated to hiring panels and project managers was “if no females, restart the process”. She
emphasized the need to develop metrics for comparison and also that the mission gender profile should
be built up from the section level not just management taking into consideration the peculiarity of
some sections, as pointed out by UNMISS, so that exceptions can be given when necessary. She urged
that NY needs to have a more detailed look at identifying these functions and consider them in the
policy. She finally pointed out that sometimes mediocre performance seems to be hiding behind the
notion of gender parity and that gender should not affect performance evaluations, whether for males,
females or transgender, as it would be also unfair to all. She added that at this time holistic approaches
alone are not sufficient, but it is time for the organization to define metrics/details and set clear criteria.
UNVMC highlighted that it should not only be about the headcount, rather the power of decision
making too. She said, there might be all women in the room with only one male, but if at the end of
the day women are not allowed to make decisions, parity becomes irrelevant. In UNVMC the mission
reached 30% gender parity but none of the females were making decisions. She said it is important to
give the opportunity to women to make decisions, even at the P4 level and below. She proposed to
include parity in decision making as an important indicator.
Vice-President (Annette) referred to the talent pipeline she mentioned within her first comments on
gender which is dedicated to decision making positions at the D1 and D2 levels. Nevertheless,
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UNVMC replied that it should start earlier than at those levels, such as at the P3 and P4 levels, as age
is of essence too.
The Vice-President explained that this was one of the reasons she was suggesting applying a retention
policy as many women are at those lower levels of P2, P3, FS4 and FS5.
UNMOGIP suggested that the next SG should be a female to accentuate the message.
The President quoted the UN Charter, the organization’s guiding principle, Article 101: “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” and Article 8: “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.” He commented that this is confirming that merit is a paramount consideration.
The President confirmed what Vice-President (Annette) stated regarding retention. He said that no
matter how the organization attracts candidates, retention remains essential for progression. He
referred to female staff members who become mothers then not provided with facilities that can bring
them back on board. He gave the example of Vienna in which a huge amount of P1 and P2 female
staff with very few making it up the ladder to the P5 and D levels. He referred that this is what needs
to be looked at in line with addressing what UNVMC has brought up. He called it a disparity in
progression, where one gender makes it up more than the other at the same level. He referred to his
own experience once as the sole male on a recruitment panel as he witnessed the female panel
members being biased against female candidates. He also observed that those who are criticizing the
use of gender as an overruling criterion in selection are mostly females who attained their professional
level out of merit and would not want that to be looked upon questionably whether they made it out
of merit or out of push for statistics. He gave the opposite example of UN Women where 75% of the
staff are females and that recruited males would not equally want their recruitment to be looked upon
questionably as gender rather than merit based.
Referring to the UN Charter as the founding document and policy number one, the President said no
policy should change what is provided for in it, rather only within.
Vice-President (Annette) mentioned that the “female only” set of vacancy announcements she referred
to earlier was pulled out because it was contravening with the Charter and a new set of gender neutral
GJOs was published. She continued suggesting that internal female candidates need mentorship to
help them apply for higher positions. She commented that merit should remain essential and that if
lowering the criteria for a job opening is suggested, it should be for both genders and not only in favor
of one.
UNMIK referred to the implementation of rules and policies. She said that there was a big push for
gender parity in her mission and that they are getting females. However, she found it difficult to recruit
more females in her office because of the nature of the work to be done. She explained that the staff
has the task to meet with locals who would not be as welcoming to a female staff due to the local
culture. When she backed her request for a male candidate with this rationale, management accepted.
She concluded that the implementation is in big part dependent of Section Chiefs and HoMs.
UNIFIL hailed UNMIK but pointed out that in her mission this leeway seems not to exist. Section
Chiefs are instructed to hire females whether for existing or new posts. As she mentioned earlier, she
added that the notion that recruitment exercises were to be cancelled if a female candidate is not
selected is feasible. She also stated that when this is being reported to FPD, that directive seemed to
be supported. She said that seems unfair, especially when males are marked with a high scoring during
interviews and not being selected. She was of the view that this needs to be corrected through clearer
instructions on the process and its exceptions. She found it unfortunate that some very qualified male
staff did not get any upper management or pillar jobs just because of their gender.
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Vice-President (Annette) stated an example in MINUSMA where a female staff member was
reassigned from her original function to a regional position she could not carry out. She said the staff
member requested to be brought back to her original function as she was not able to perform in the
new area, but management was denying the request with the reason being that the mission needed
females in that location. She added that the staff member was never mentored into her new role, was
sitting in meetings and not given the floor to give her opinion, but still there because of the statistics.
It was only when the SRSG intervened, she said, that the staff member was returned to her original
function where she could perform.
UNMIK stated that during the CRP in her mission, gender was used as a tie-breaker when everything
was equal in terms of merit, performance, etc. She reiterated that the matter boils down to how the
mission implements gender parity, as in her mission’s case, reasonably during the CRP.
Vice-President (Annette) asked Council members to read the amendment of Rule 9.6 as proposed by
management.
UNISFA highlighted the difficult condition of his mission due to climate, location and environment,
for which reason it is hard to attract female candidates. He suggested that the solution to that should
be to find ways to make the mission more attractive for females. He confirmed that merit should
remain a condition.
UNAMA added to what UNMIK stated. He said the CRP might have worked well in Kosovo,
however, if the same concept UNMIK used would be applied in Afghanistan, all local females would
not be retained, as they started working very late. He said gender in this case will not even reach the
point of being used as a tie-breaker since local males would have much higher scores than females.
He agreed with UNAMI about the approach of providing more benefits to attract females without
discrimination in their application to both genders.
UNAMI also recalled that at some point in his mission it was suggested that females get a 50-point
base score in the CRP for the mere fact of being females which would have automatically eliminated
any male in the process regardless of how long they served or how well they performed. He referred
to that extreme suggestion as an example of how some can push so far for a reversed discrimination.
Before handing over to the President and Vice-President (Helal), Vice-President (Annette) said that
the proposal submitted by management to amend Rule 9.6 is not agreed to by the FSU.
Vice-President (Helal) said that before getting into the gender policy and the details of its
implementation, we need to think of a more general problem, which is, the intersecting policies which
have cross effects on each other. He reminded of the question which was put forward during the VTC
with USG DM and ASG OHRM when the gender issue was being addressed, in relation to what the
cross effects between all these policies being pushed for were. He referred to the link between the
gender policy for example and downsizing, mobility and conditions of service. He commented that
these policies are being crafted in silos without an overarching view of the culminating end result of
them being put to practice all at once.
The Vice-President said that they have been fighting for a long time for more regards to family life in
general and that the lack of attention to family life and the conditions of service affecting it has had a
negative effect on the problem we are trying to solve today whether for males or females. He
remembered, for example, at the time a staff member in Darfur that a female colleague, who two
months after giving birth to her baby had to be back to the mission, leaving the baby in Entebbe with
a caretaker. He said that looking at the gender issue as a matter of statistics but not the people behind
them is just humiliating. He said there are human lives behind those numbers, so it is just appalling to
have policies, for example, which enforce a mother to abandon her newborn only after two months in
another country.
The Vice-President concluded that, in general, the main issue boils down to the far distance between
policies and realities on the ground. He pointed out that policies are not built bottom up, rather landing
61/103

FSC XXVII Report

from above without consideration of facts and a proper analysis thereof, then facing the situation
where these flawed policies have to be implemented. He explained that with an unthought policy for
gender for example, either a draconian literal implementation shall take place when hiring managers
seek pleasing their supervisors, or the opposite scenario where hiring managers will find ways around
the policy with any sort of justification and not necessarily like the reasonable one UNMIK gave.
The President stated that the feedback from all Staff Unions was quite vehement on the amendments
document as presented by management. He said that a VTC on this specific topic is being planned
because as it may seem a small document, it has tremendous ramifications. He highlighted a few lines
which, in the opinion of the Unions would lead to discrimination, positive or not. He pointed to
paragraph A where the part of fair recruitment may be overtrodden by a gender driven decision by the
SG. He then highlighted where a new provision is suggested which addresses the order of retention
and therefore would negatively have a toll on downsizing. He quoted the provision as to giving way
to gender presiding over anything else if required, including the contractual status. He put forward to
the Council an example of a scenario to think about, let it be UNMISS having a downsizing exercise.
He continued, let us assume the SG convoked the new provision to overrule by gender any other
consideration, and that this led to downsize 100 males to retain females instead. He went on that none
of those 100 males, when applying for another job using lateral assignment, will be recruited by the
Hiring Manager in another mission who is also instructed to give priority to females. He categorically
labeled such a scenario as clear discrimination, whether a positive spin is put on top of it or not. He
reminded that the same scenario when considered in the opposite case of UN Women would yield a
discriminatory result against women. He took that also as a clear example of talent and money waste
as the organization has invested in those who are sent home for gender reasons even when they are
valuable talents. He opined that losing such valuable commodities should not sit well for the ACABQ.
He concluded that in two-week time, the Executives will have to attend the gender VTC with an
opinion on the suggested amendments and that currently, all Unions are aligned against the proposal.
He explained, however, that disagreeing would not be enough without counter proposals and
suggestions. He therefore asked Council members to consider the aforementioned during the break
and welcomed suggestions to add to what the Executives would be putting forward to management.
He reminded the Council that although this suggested policy change would be applicable to the whole
of the UN and not only to peacekeeping, the field would be most affected.
Vice-President (Annette) finally advised Council members who do not have a Women Focal Point in
their missions to ask the leadership to run the procedure of selecting one and to those who do have
one, to discuss this policy with him or her.

COFFEE BREAK

Vice-President (Helal) filtered the gender statistics on the dashboard with only field missions to reflect
on the numbers in the context of the field.
3. Recommendations
UNAMA suggested the need to focus on the quality of life in missions as this would be the main factor
in attracting more women to the field. He highlighted that the approach should be long-term, between
10 to 20 years, without discriminating against the current staff.
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UNVMC aligned with UNAMA and added that there has to be an outreach strategy to target women
with quality at a younger age from diverse cultures, in schools, universities, etc. and that it should be
long-term. She added that in high-level positions, women are mostly European and white.
The President added that being honest about certain functions being attractive mostly only to females
or males is also required. He explained that, by nature, one would not find women working in dirty
fuel tanks or more males than females working in HR. He pointed out that as parents, we also guide
our children into decisions on their jobs. He therefore confirmed that realities must be incorporated
and that he sees a consensus that the policy has to be long-term, focus on quality of life, retention and
diversity, which has always been in the Charter. He drew the attention that retention should be in the
context that peacekeeping is naturally short-term, and that success presumably is to do the job, close
down the mission and move on to another post. He also added that most see that performance has to
be considered and that total discrimination must be off the table. He raised the fact that the UN cannot
be also in isolation from the outside world when it comes to what trades attracts which gender more.
He gave the example of nursing in the UK, where parity seems good at present but following efforts
of roughly 20 years. He suggested that may be researching how the UK managed to attract male nurses
would be useful.
Vice-President (Annette) explained to the floor that the SG is pressed by the GA to take quick and
visible measures by the 31st of December 2018. She said that should outreach projects be pushed by
Staff Unions, they must be concrete. She explained that the proposed amendments came as a surprise
and that is why there is a real need for inputs from the Council.
UNAMI agreed with UNAMA on the key word strategy. He added that the imperative tone has also
to be taken away and that timeframes have to be reasonable.
UNAMA commented on UNAMI that the tight timeframe is not set for the implementation but for a
way forward. He highlighted that geographical diversity would also have an effect on gender due to
culture, religion, tradition, etc. In some cultures, females are the ones who raise the family as it is at
present and that would mean that pushing for female recruitments would naturally lead to a
geographical disparity.
The President explained to the Council that the current target to reach parity is set to 2030 and that
December 31st is the target date for the proposal.
Vice-President (Helal) however stressed that 2030 is the date for the end-state, but what is important
is along the path to 2030. He opined that there should be a phased-in approach where implementation
should not be at the same time across the board for all entities at all levels and all functions. For
example, he said, over the next five years, after analyzing the peculiarity of different environments,
the organization should target achieving gender parity at the entry level, FS4, FS5, P2, P3 as UNVMC
suggested. He made a point that it would be much easier as a beginning and would solve some of the
cultural constraints as highlighted by UNAMA because the culture of younger generations would be
in support of more females coming forward for employment. He suggested that, in addressing
management, the approach should first be to present the critical argument of their proposal, such as
the geographical discrimination it may lead to, and the unrealistic assumptions incorporated within,
at least from a field perspective. Next, he continued, is to propose an alternative solution aiming at
removing challenges to gender parity such as discrimination and biased recruitment, remedying flaws
which caused gender disparity in the first place and planning for a phased plan for achieving it.
The President explained, in line with what the Vice-President stated, that the target of 2030 has
milestones within at years 2021, 2026 and 2028, so that staging can be used while changing the content
of each stage in line with what can be suggested as more reasonable.
Vice-President (Annette) reminded that since there is a gender focal point for DPKO in HQ but not in
the field, it is important that the field be vocal and that the Council takes the lead on appointing a
gender focal point in every mission.
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UNAMA reiterated that whatever the proposal the FSU comes out with, it should not affect the serving
staff, who should be protected, especially in the case of downsizing.
UNMISS stressed that when proposing a strategy, the number of closing missions, as well as the
possibility of new missions, and the effect thereof on gender must be taken into consideration. He said
factors like the separation aspect need to be looked at. He opined that the environment in H duty
stations is totally different than in D and E missions so, the SG should consider all these factors and
to see gender parity as a continuous process which needs to have a phased approach. He added that to
have a gender parity in 10 years from now is a big dream. He concluded that performance has to be at
the forefront of considerations and should not be overruled by the gender perspective.
UNAMI raised the point on the need to have a clear goal for all of this, because hiring females for the
UN through discriminating males will have a negative effect on their wives who are females outside
the UN.
UNIFIL observed that gender parity is currently fully geared to mean recruiting more women and not
about all other genders. She suggested that the focus under such circumstance should be to look at
career development of the current staff to create the visibility to promote them to higher levels with
the experience they already have, while feeding the system with fresh blood at the lower levels to
provide for experience and progression onward. She referred to the practice followed now, in her
mission for example, that fresh blood is only injected at senior levels, resulting in visions from the top
without specific UN experience bleeding down to the rest of the mission and structure.
Vice-President (Helal) added that this is an opportunity to push for those policies that are not currently
fully developed such as career development. He elaborated that the gender parity that would be
targeted and achieved at the junior levels with the injection of fresh blood as suggested, would be
stuck and the benefit of the approach wasted, if not followed by a career development and career
progression to move upward through the system. He summarized that a complete proposal would
therefore look at all the aspects which have been discussed, namely, injecting gender parity at the
bottom of the scale, succession and career development from the root upward, promoting both female
attraction and retention under the notion of the gender parity initiative through enhancing a total
compensation and conditions of service package for the field, including pay, types of leave, rest and
recuperation, etc.
The President welcomed the conversation and thanked the participants for their inputs and the
interesting exchange on gender. He hoped that the exercise also demonstrated the complexity when
the Executives have 10 or 15 topics like those a month to be worked on with another 15 Unions and
the challenge of coming up with solutions that suit all. He explained that sometimes it is challenging
in the SMC where a single paper on behalf of all Unions has to be presented based on a common
ground, compared to the FJNC where only the field perspective is being discussed. He confirmed that
the FSU fights for the cause of the field of course, however, it is much stronger when all Unions are
on the same page and even stronger if management aligns too with the position of the Unions. He
once again thanked the Council for a very productive conversation on such a crucial subject.
UNAMA commented that if management does not listen to the field, the problem would not be fixed
as these problems stem in missions not in HQs. He stressed that the solution must address the field
not HQ. The President clarified that the views of the field are being listened to.
Vice-President (Helal) elaborated that the President was pointing to an important component which
needs to be taken into consideration when crafting strategies, that is the political environment and the
challenges it imposes. He explained that having all Unions on the same page is not always the case
and to steer through this requires an analysis of the environment with which FSU interacts. He said
that in the current design, the FSU, regardless of how many staff members it represents, has only a
weight of one Union among so many. He suggested that it is an important topic to be discussed and
requires many sessions of brainstorming and reflection.
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The Council proposed the following approach to achieving gender parity:
•

Disregard from any solution to achieving gender parity all discriminative measures against
one gender or the other in the current workforce.

•

The paramount consideration in the employment and retention of staff is to secure the highest
standards of efficiency, competence and integrity. In the selection decision for employment
or separation in the case of downsizing, in no contravention to the order of precedence of
contractual statuses, gender parity should be a tie-breaker, only in cases when a total
evaluation of merit renders equal result.

•

Long-term but phased-in approach with clear and reasonable milestones, taking into
consideration challenges from a field perspective to develop compatible solutions.

•

Recognize certain environments such as locations and functions which are by nature not
attractive for one gender or the other and exempt them from the gender parity imposition.

•

Focus on enhancing the compensation and conditions of service package for the field to attract
more females and retain the current ones.

•

Focus on injecting gender parity at the lower ranks of the scale through a thorough outreach
campaign in schools and universities from diverse cultures for highly qualified individuals
from the specific underrepresented gender at younger age.

•

Focus on career development and progression to allow for the gender balance attained at the
lowest ranks to be transferred to the higher levels in the organization.

XIX. DSS Integration and Opportunities for FS Staff
The President stated that he and Vice-President (Helal) have been engaged with UNDSS on the
UNSSSIP all along through their participation in a designated WG. He referred to the Vice-President
to take up the topic.
The Vice-President first inquired from UNAMA to give his perspective as a Security Officer in the
field on the UNSSSIP. He stated that from the Executives’ perspective, this exercise was one of the
successful staff-management exchanges where mutual respect and responsiveness by UNDSS for
opinions and inquiries from the field was demonstrated. He pointed out that there were contradictory
narratives between security officers in the field and UNDSS on the purpose and benefit of the
UNSSSIP. He mentioned the field perceived the project as a means to solely benefit DSS staff contrary
to what was claimed by UNDSS as a mutual benefit to both security and DSS staff in the field with a
new common pool for mobility across boundaries between them.
UNAMA answered that integration has a selective positivity only for the mobility of security officers
at the P level. He said the feeling is that the posting at higher levels is coming from the DSS structure
and all in all there is nothing for the FS staff. He explained that even though FS staff can perform P
level functions, however, they cannot have mobility across to the DSS structure because DSS does
not have an FS category. He informed that he put a suggestion forward through the Security Advisor
to the USG DSS to look into allowing qualified FS staff to be deployed to duty stations outside of
peacekeeping, but he did not know how this would be done. He advised that for the full integration to
materialize, there is a need to incorporate the FS category. He added that even security officers at the
P level who would be selectively mobile across to the DSS structure would still not have the
opportunity to move up to higher levels because these are dominated by DSS staff.
UNAMI concurred with UNAMA and added that what is understood was that it was all about moving
DSS staff from UNDP contracts to Secretariat contracts.
The Vice-President presented to the floor what the purpose of the project was. He said that the
intention was to unify all security staff from both sides, field missions and DSS, into one structure
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with one common Secretariat contract. He explained that prior to the integration, field missions’
security and DSS staff were two separate structures with two types of contracts, from the Secretariat
and UNDP, respectively. He said that during discussions in the WG, the Executives were informed
that this is the purely contractual perspective of the project. He added that the project was presented
as having a phased approach where benefits would be advanced in phases, the first being the mobility
at the P level since FS does not exist in the DSS structure and that benefits for FS will come next as
they will be eligible to apply for jobs previously restricted to DSS.
UNAMA interjected by saying that it is DSS who are applying for field missions’ security jobs and
not the opposite as FS will not be able to apply for the P restricted DSS posts.
The Vice-President explained that this is not an aspect of the integration, rather of the staff selection
system of the organization.
UNAMA reiterated that it is only one-way benefit for DSS staff who are taking over field missions’
security posts.
UNMISS commented that integration can seem good but in reality, it is not feasible and that his
mission is suffering from it. He echoed what UNAMA stated as they are in the field and witness firsthand what is happening. He said it translated to DSS taking over field missions’ security posts, leaving
the mission’s staff lost. He complained that senior management from NY tend to give political answers
without any tangible feedback on that concern. He highlighted that such policies do not take into
consideration how to accommodate FS staff without having to face challenges. He highlighted how
history has shown that AFPs staff always had the opportunity to take advantage of DPKO field
missions but not the other way around.
The Vice-President explained that this is exactly one of the problems the project was said to be
intending to rectify. He said that prior to integration, field missions’ security staff could not be
considered internal candidates to DSS, but now they are. He clarified that what is being described by
UNAMA is the status quo, not what is ultimately intended. He said the inauguration of the project just
started and it would take some more time to reap its benefits.
UNAMA reiterated that there is nothing for FS in the strategy he has heard from DSS and that if they
would find solutions for the FS, they should have already incorporated it in a complete strategy.
The Vice-President commented that some of the components of a complete strategy for moving across
barriers are not related to DSS, rather to HR policies like the possibility of moving across from FS4
and FS5 to the P level.
UNAMA objected as mobility for security staff was said in the past to become handled by DSS not
DFS.
UNMISS interjected that the speakers are not challenging the Executives on that, rather, they are just
describing what is going on the ground. He questioned why whoever came up with this policy or
project did not document how the details of the process would be so that the implementation be
feasible and all encompassing. He said there are other lessons such as harmonization across the UN
system which did not materialize in many areas, in Rest and Recuperation for example, where
discrepancy exists between the Secretariat and the AFPs, even after five to ten years of transition
period.
The Vice-President argued that these are not aspects of the UNSSSIP but weaknesses in other areas
which the Executives are fighting against too. He said, once these, or some of these battles are won,
the project would start reaping full benefits. He elaborated that actual discussions are taking place
between the Unions and management over some of these issues, be it harmonization or the staff
selection system, where the ceiling for the FS category to apply for P level jobs is being pushed to be
removed by management. He concluded that the potential of getting these issues moving in the
positive direction is high. He advised that the value of the project as explained should be isolated from
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other areas that need to be rectified. He reiterated that the idea itself of having all security under one
management is not a bad idea.
UNAMA commented that what is happening is that some inexperienced DSS staff are moving across
now to field missions through that integration project and missions’ security staff have to teach them.
He added that even with the ceiling removed, the FS4 and FS5 categories would still be left behind
due to lack of educational qualifications or some other reasons. He suggested that what needs to be
requested is that DSS opens vacancies at the FS level in every duty station under its responsibility and
that it finds a way to incorporate the FS category by providing jobs that can be carried out by this
category.
The President commented that he can forward such suggestions to DSS if a team from the staff side
prepares a paper on it. He added that on the recruitment part, he confirmed what the Vice-President
said that a G(FS) to P paper has already been out and a draft ST/AI on recruitment, which if approved,
would allow everyone to apply for any job at any level at an equal footing with external candidates,
given the candidate meets the qualifications. He said that if these papers and suggestions go through,
that will reflect on the problem UNAMA is raising. He suggested to work together to make a case that
would highlight some of the issues laid down. He suggested UNAMA and UNAMI chairs, as security
officers, to team up with the Executives for the task of creating a position paper to include all the
thoughts and problems, taking on board whatever else that is relevant.
UNMOGIP commented that another limitation which needs to be considered for FS is that DSS has
the flexibility to create RfR vacancies or advertise non-roster vacancies, whereas DFS vacancies
applicable to missions’ staff are only of the RfR type, unless a PSJO is created under scrutiny from
HQ.
The President added that actually the concern that DSS staff had all along was that they could lose
their jobs to missions’ security staff as the former are not rostered while the latter are. He clarified
that therefore, some of the vacancies seen now are not actual jobs but, GJOs for rostering exercise
only for DSS staff who are not rostered, since the integration would bring them under the recruitment
policy of the Secretariat, which is mainly RfR. He highlighted that one of the main issues that the
Executives drew the attention of DSS to is the fact that some DFS and DPKO security staff were Fire
Safety Officers and that UNDSS was working on addressing this problem for the Executives.
UNAMA highlighted that DSS mobility policy is still being applied to DSS staff even under a
Secretariat contract.
The President confirmed but commented that DSS mobility scheme was very successful that the
Executives requested management that it be applied across the board for all staff and not just security.
He took that as an example of merits that exist in mixing bits of DSS proprietary procedures and
policies with the Secretariat and vice-versa using the integration concept.
The President advised to keep an eye on all policies which may impinge on the current discussion
when preparing a position paper as agreed.
UNAMA asked whether under the new policy a vacancy in Istanbul for instance would be available
for everyone under the new integrated security structure.
Vice-President (Helal) answered that this is exactly what he was trying to explain about the potential
being towards benefits rather than losses. He said that the Executives had a very positive relationship
with the highest echelon of UNDSS and that this can be used to address every issue. He stressed that
UNDSS has been very receptive of concerns submitted by the Executives and never put obstructions
ahead of consideration and finding solutions. He referred to the DSS mobility policy and that the
Executives suggested applying it to all staff and not just security and that an integration may at least
likely have the potential of a better mobility policy for missions’ security staff.
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UNAMA stated that so far this has not materialized and that all vacancies he has seen so far are
missions’ positions available for DSS staff but not the other way around. He stressed that this is not
going to happen and that this is not integration but benefits for DSS staff only.
The Vice-President reclarified that this is only a first phase as declared by DSS and that in the near
future the movement would be made available both ways. He also highlighted that there was an issue
from DFS side that was yet to be resolved in order to clear the obstacle for mission’s security staff to
move across.
The President clarified what the Vice-President was referring to, which was that DFS was yet to hand
over the security vacant posts to DSS. He reconfirmed that he is taking on board what the Council
members are highlighting but also understands what the Vice-President was trying to pass across and
that the aim is to work together on making things happen sooner than later as promised by DSS.
Establish a WG of the Executives, UNAMA and UNAMI to come up with a global position paper to
be presented to the USG DSS about the integration of the FS category in the DSS mobility policy.
N.B. After the Council Meeting, UNAMA later confirmed that there was no longer a need for
the WG as the issue was resolved and missions’ security staff were already moving across to
DSS posts as publicized by UNDSS and explained by the Executives.

LUNCH BREAK

(Afternoon Session)
XX. Legal framework, ST/SGB/2008/5, OAJ, MEU, UNDT, UNAT
Vice-President (Annette) explained the importance of being able to locate legislative documents,
ST/AIs, SGBs, etc. when needed.
The Vice-President referred to legislations related to issues of harassment and abuse of authority. She
explained that harassment, in its wider sense, is not just sexual harassment. She advised that staff
representatives need to be able to give the correct advice to staff members, based on the understanding
of the issue and the legislations related to it, whether on procedures to follow or reference rulings in
similar cases. She said that Council members can resort to the Executives, OSLA or the Ombudsman
for advice. However, she said, it is better if Council members have already some basic knowledge and
answers. She reminded of the training available on the Conduct and Discipline website on sexual
harassment and that she advised those who did not yet complete it to do so. She highlighted that handson experience from the interaction with the staff members is more and above educative than a course.
The Vice-President explained that the prohibited conduct in the workplace is divided by the
organization into harassment, discrimination and abuse of authority. She advised that Council
members need to read through about each as some cases can be of one type alone or amounting to a
combination of two or more types. She gave some examples on the ability to judge whether a specific
scenario could amount to discrimination or harassment, or not. She advised that in all cases, the
legislative documents to use are the Charter, ST/SGB/2008/5 and any related ST/AIs or ST/ICs.
The Vice-President advised that a WG on prohibited conduct in the workplace was established, of
which she is the Vice-Chair. She explained that they have been discussing in detail in the WG the
informal system that addresses such conduct and that discussions about the formal system are coming
up in two weeks after the Council Meeting. She highlighted that resorting to the FSU is an “informal”
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informal venue while the “formal” informal venue is through the Ombudsman. She pointed out that
even though Ombudsmen were qualified, discussions in the WG went about access to Ombudsmen
by staff members since not all missions have them in-house. She therefore highlighted the importance
of the role Committees can play and that consequently it is important that they acquaint themselves
with the legislative documents to be able to offer the necessary guidance on procedures and access to
competent offices. She warned about the binding confidentiality when dealing with such cases. She
informed the Council that Unions were not happy with the current ST/SGB/2008/5 as it is outdated
and that since it was published, the work environment has changed. She pointed out how the unclear
current policy may be unable to give solutions to specific scenarios and that is why a full revision of
the policy is being worked on. She explained some of the weaknesses in the provisions of the current
ST/SGB where ambiguous wording which is not of a legal type is being used such as “may”, or
“encouraging” staff who believe they have been subject to prohibited conduct to file a complaint. She
explained how this wording confuses staff and does not clearly lead them to what should be done.
Consequently, she said, staff members approach the FSU for guidance about the options which are
there and when offered “informal” informal intervention by the FSU, in most cases staff members fear
retaliation and it does not work. The other option, she went on, is to resort to the “formal” informal
resolution by writing a complaint. She advised that such complaint should be directed to the
Ombudsman and not HR, as the latter is not bound by the condition of confidentiality unlike the
Ombudsman and Conduct and Discipline who are. She explained that this is very important to
understand, since the policy also imposes the duty to report if an investigation kicks out and that, in
such case, the reaction of those who already have information becomes unpredictable and cannot be
controlled. Therefore, she highlighted, the function of the individual, who the complaint is being made
known to, makes an important difference. She said that these are some of the things that are changing
with the new policy, but she could not present information with regard to where the discussions would
lead at this point in time. She also touched upon the focal points for women on site and whether it is
prudent to go to as they may not be effective when it comes to issues of staff relations. She reiterated
her advice about the duality of confidentiality and duty to report. She stated some safe examples where
the option to go to the supervisor may be sound depending on the issue. She said she cannot tell the
Council how to do the job, but only trying to give some scenarios to help as a guidance. Going through
the current ST/SGB, next she moved to the formal procedure and explained how it is not easy for staff
members to follow, given the legal style it has. She explained what the content of the complaint should
be according to the policy and made a readout of the subsequent steps. She stressed that the ST/SGB
should be the credible source for information and not hearsay.
The Vice-President then moved to discussing the OAJ and how it plays its role in the administration
of justice in the organization. She added that this information would be complementary to what the
Council heard from the Ombudsman the previous day. She referred to the office’s website
(http://www.un.org/en/internaljustice/) and provided some advices to Council members on how to
make use of OAJ and OSLA. She stressed the fact that the formal procedure has strict deadlines and
urged the importance that staff members be aware of that. She pointed out to the quality provided by
the office and that it is for free, which is not commonplace in other organizations. She explained that
OSLA would support staff as long as the case is viable from a legal standpoint and, in case the office
refuses the case for that reason, it will clearly communicate that to the staff member and provide the
possible alternatives if any. She encouraged, as her own opinion, staff monetary contribution to
OSLA. She explained that such contributions help the office hire lawyers. She pointed that all
information is available on the website.
MINUSCA asked whether OSLA’s services are limited to staff of the secretariat. The Vice-President
responded that it may not be offered system-wide but to some agencies as well.
The Vice-President explained that the secretariat system refers to the UNDT and UNAT while
agencies refers to the ILO. She said she was not sure about the reason why staff from the secretariat
are not allowed to resort to the ILO if needed. However, she stressed that staff can resort to OSLA at
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all stages and that OSLA would be of assistance at least in guiding, even if the staff does not fall under
its responsibility. She also explained that the sequence of escalation for the staff is to address the
MEU, with the available assistance of OSLA, as a first step, bearing in mind the strict deadlines, then
the UNDT, but only when the issue is against an administrative decision formally taken.
UNVMC asked about the details of how the system works, such as, who informs the staff on where
to go next after OSLA and along the way.
The Vice-President explained that the procedure in detail is very clear on the website of the OAJ,
including triggers, timelines, documents requirements, etc. She offered to send some points on the
procedure to Council members. She explained that first comes the informal attempt to solve the
problem, for example with the guidance of the FSU, going to the Ombudsman for mediation. If this
fails, she went on, then comes next the formal procedure, with a complaint to the MEU as a
representative of management in NY, highlighting that, in most cases, the MEU would not rule in
favor of the staff. When this is the case, she elaborated, the next step would be to resort to the UNDT,
with the help of OSLA and, in case the UNDT ruling is not in favor of the applicant or the organization,
and either party wishes to appeal it, the next step is to resort to the UNAT for a final binding decision.
She referred to the website to show that some cases have been resolved without resorting to either the
UNDT or UNAT. She also highlighted that jurisprudence, i.e. previous judgements for cases similar
to the case at hand, can be a good reference too as it details the ruling and why or why not the case
was won. She concluded that the information on the website covers procedures and timelines as a
helpful source for the Committees to better assist staff members.
UNAMA asked whether OSLA has the obligation to assist, what the limits of such assistance are and
whether staff who are offered their services have to be contributing members to OSLA.
The Vice-President explained that OSLA looks into the case forwarded by the staff member, gives
advice on the action the staff member is suggesting and would provide alternatives. She explained that
OSLA’s assistance is very substantial and can go as far as, for example, drafting safe statements on
behalf of the staff member, getting involved and shall update the staff member on a timely basis. She
confirmed that staff members do not have to be contributing to OSLA to receive their services. She
explained that the reason why the staff was asked to provide contribution was that the GA rejected
additional funding to management with regard to OSLA. She confirmed that OSLA does not look at
the staff member’s contribution to provide assistance. She gave some examples on cases submitted to
OSLA and the different scenarios that these cases ended up like, demonstrating how serious OSLA
takes its job.
The Vice-President then looked in detail into the question of the MEU as the first and foremost step
in the process. She stressed that the action cannot be taken unless the issue is related to an
administrative decision that has been actually made. She explained that interpersonal conflicts do to
constitute administrative decisions and, therefore, cannot be reported through an MEU procedure.
Such scenarios, she continued, would fall under other policies, such as conduct and discipline for
example and can be addressed, however, through the Ombudsman’s office. She drew the attention to
the deadline from receiving the administrative decision to be contested to file with MEU (60 days),
the time limit for the MEU to respond to the staff member (45 days for staff outside HQ, 30 days for
those based in HQ), and the deadline to file with the UNDT from the date of receipt of the MEU
response or, if not received, from the date the MEU response should have been received (90 days).
She stressed that this is important information as staff members sometimes wait for a response from
the MEU, which may be delayed, and risk to miss the deadline for filing with the UNDT.
RSCE inquired about actions when the staff member has chosen to tap the informal process first.
The Ombudsman responded that, should the staff member choose to tap the informal means first, the
MEU should be notified within the given time limits and that the staff member should not assume that
the MEU would be automatically aware that the informal process has kicked in. He continued, once
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the MEU will be notified, it will acknowledge to the staff member and it would be safe then to take
that the notification fulfilled the time limit criterion no matter how long the informal process will take.
Vice-President (Helal) asked whether an initial or final decision within a mission is legally considered
to be the administrative decision.
Vice-President (Annette) responded that this is controversial to many staff members and that the initial
decision should be taken as the administrative decision against which the deadlines are measured. She
also explained that the administrative decision can also be oral and not necessarily in writing. She
concluded by stressing on observing the time limits, taking the initiative to file with the MEU with no
delay and to be educated about the rules governing the administration of justice. She advised that, to
avoid stress, staff members should seek OSLA’s assistance for the write-ups of MEU cases and as
appropriate, the Ombudsman’s assistance for informal resolutions.
The Ombudsman advised Council members that, when getting involved with cases, they should show
understanding and empathy without taking sides as it becomes more difficult when a third party gets
involved. He referred to what he summarized the day before as the components of an incident; the
impact, action and intent.
The Vice-President pointed out that for harassment, abuse of authority and discrimination cases, the
complainant would address the Office of Conduct and Discipline who will carry out an investigation,
forward the results to OHRM and, if the facts are found to be qualified as such, OHRM will inform
the accused of their administrative decision. In that case, she explained, if the staff member against
whom the decision was taken would like to contest, he or she will be required to file directly with the
UNDT and not go through the MEU process.
UNISFA asked whether a disciplinary process to address those who make false accusations exist. The
Vice-President confirmed there is, but that she is not aware of the details.
Council members to acquaint themselves with the ST/SGB/2008/5, websites of the OAJ, OSLA and
emphasize to staff members timelines for the formal process of administration of justice.

COFFEE BREAK

XXI. Addressing challenges to the FSU
1. Introduction
The President explained that the scope of the discussion is related to anything that can make the FSU
better, more streamlined and more efficient. He said it is not a “pointing fingers” session, but an open
discussion on how the Council can do better, how the Executives can help better, how the Committees
can function better. He mentioned that, apart from a key point that requires discussions about small
missions, it was an open floor not for airing problems, rather, for finding solutions to such problems,
including changes to the Constitution if required. He added, on the other hand, it is the prerogative of
the members if they decide that current methods are good enough.
2. Discussion
UNVMC had two proposals. For one, she inquired about the possibility to establish working groups
within the Council on certain issues, among those which have been discussed over the past four days,
in order to provide forums to brainstorm and collectively come up with more detailed proposals on
how to tackle them and share them as a group. She gave examples such as on career development,
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DSS integration, FCRB and recruitment, etc. The second proposal, she said, was improvising methods
of informative gatherings with staff, such as brown bag lunches, parallel to or in collaboration with
HR. These sessions, she said, would be to convey information on what Council members learn during
Council Meetings in an informal manner and to demonstrate that the FSU is present and there for the
staff, instead of annual town halls or otherwise.
The President commented on the working groups that there have been many in the past and that in
general, apart from a few ones such as the Constitution WG, the Communication WG, working groups
were established during Council Meetings and did not deliver due to, perhaps, Council members
getting busy with their jobs when back to their missions. He stressed that he agrees that the more
working groups the better, but only with a will to dedicate the time to produce and an understanding
what it entails. He said that the themes of such working groups can be mirroring those of the SMC
WGs, where Executives from the FSU and other Unions as well as management representatives are
members. However, he highlighted that the speed of such mirrored WGs will dictate the speed of the
internal FSU WGs if they were to have an added value. He reconfirmed that he supports such an idea
if those considerations will be taken, and that collective thinking would yield better results.
The President then moved to the next proposal about staff gatherings with staff representatives, such
as in brown bag lunches, and that this would fall under proposals to bring inputs and ideas from the
staff at large into their Committees and, therefore, to the Executives, who in turn can address them
through SMC papers. He said brown bag lunches are one option of many out there and that there are
no restrictions on Council members to find any way that achieves better communication with the staff,
other than the time required to invest in such efforts. He said that he agrees to both ideas, the working
groups and the forums for communicating with staff, but he highlighted that they both depend on the
commitment of the stakeholders.
UNAMID explained that in his mission, they established an office space for appointments with the
staff where one staff representative would be available once a week, and that this frequency increased
to three times a week with the CRP. He said they also refer to the FSU website to extract some
information on membership, achievements, meetings, etc. and send out information bits to staff. He
also said that they extract bits from “Iseek” documents, such as policies and AIs and send them out to
staff to spare them the time to read through lengthy documents. He also advised other colleagues to
engage with management to help them see that the FSU is not about fighting management and that
the efforts the FSU invests are only to make staff members’ life better. He said that whether they agree
or agree to disagree, they should be working together towards the compliance with Regulations and
Rules.
UNMOGIP appreciated the merit in the discussion and that it should help the Council seek means of
better networking with the constituency and among members. He suggested more live interaction,
physically or virtually. He also touched upon connecting and collaborating with local Staff Unions to
strengthen the position of arguments.
The President commented that in the near past, a member of one of the Committees asked the
Executives to establish a discussion group on the FSU website, which the Executives set up promptly
in response. He said, a week after, it was dead with no interaction whatsoever. He said this is not to
dismiss the proposal, but to highlight that intentions are not enough and that we could still do
something similar or better but the will from all stakeholders is vital.
UNMISS reflected on his experience regarding unity and working with local Staff Unions. He said
that addressing issues locally at the mission’s level always yields better results when both Unions act
as a team. On creating rapport with senior leadership and management, he said that this is key and that
being firm and not rigid plays well. The point is, he explained, seeking to understand and be
understood is important, therefore, staff representatives should not only be going one way without the
other. He agreed that networking is crucial but that it should not be limited to within a mission, rather,
also across missions with other staff representatives and through the Executives. He concurred with
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UNAMID on the idea to summarize to staff information contained in the different ST/AIs and ST/ICs
to help them understand as they usually do not have the time to go through lengthy readings. He turned
to the Executives requesting that they too maintain the efforts of follow ups with management at HQ
on issues which have been inquired about and not answered and to provide feedbacks.
RSCE commented that most of what has been mentioned thus far is related to engagement with the
constituency, whether from the side of the Committees with their local constituencies or from the side
of the Executives with their larger global constituency and with the Committees. He referred to the
idea of a communication strategy as suggested by Vice-President (Helal) during the past days and
putting a working group together to look deeper into the matter to incorporate all aspects of
communication, including at the local level. He added that this strategy should also include digital
communication at the time of technological advancement and availability of various tools for that. He
said that the FSU is doing pretty well with the technology, for example having a website, but that there
are so many other untapped digital solutions which need to be put to use. He stressed on the importance
of a communication strategy that should aim at two-way engagement with the constituency to engage
with people and keep them also engaged. He acknowledged that a lot of staff members are just
watchers and that it takes an effort to attract them into active engagement. He also suggested to make
use of those staff members outside the FSU mechanism who have tremendous amount of knowledge
and experience and tap into these resources. He said staff members with experience, for example, in
public information, marketing and branding, can help us develop tools beneficial to our functioning.
UNIOGBIS drew the attention to the need to have orientation kits to newly elected staff
representatives when they assume their responsibilities. She said, in most scenarios, Committees start
afresh with new people and that transfer of knowledge might be missing, which adversely affects the
efficiency. She said that knowing where to start is important and having an introduction kit might help
kick start more efficiently.
The President noticed the implied agreement by all Council members and said that this is definitely a
good idea that does not need further discussion.
UNIFIL said that her concerns were partly answered in different interventions by other Council
members. She said it is usually hard to bring the constituency into town hall meetings, especially when
the mission is dispersed over many locations. She referred to what RSCE mentioned on the use of
technology and she confirmed that Skype for Business, WhatsApp and WebEx have worked well as
an addition to the conventional means. These tools are important, she highlighted, because they do
not only provide a means of communication, but also make representatives more available to their
constituency.
MINUSCA raised the issue of the future of the FSU and how it can generate money given the fact that
missions as big as UNAMID are downsizing. He proposed as a way to do so, to generate income
through PX, selling some limited but attractive items such as UN pins, pens, shirts and so forth, since
the aim is not for profit making but to generate money to support the FSU’s work for the staff.
MINUSCA also raised his concern that two big missions such as MONUSCO and MINUSMA not
being represented during the current Council Meeting and how this be mitigated for when the case is
that missions’ elections have had difficulties. He also mentioned that, while noting this was the same
for MINURSO who is not present, his concern, however, was triggered more by the absence of big
missions. He suggested looking into solutions, even perhaps if that entails looking into the
Constitution and see ways to accommodate such scenarios.
RSCE clarified that he is also representing MONUSCO staff working within the RSCE. He proposed
that if the Executives deem it necessary, RSCE can continue to temporarily represent MONUSCO
staff at large until they establish their own Committee, since some of them are already a constituency
of RSCE and that there exist UN flights between Entebbe and MONUSCO HQ.
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The President commented on the last point as being very important to elaborate on. He explained that
the current situation where the Council Meeting is only attended by elected Council members was a
catch up with the constitutionality of the Council membership. He said that some would be surprised
that in the past, there have been some attending members who were out of mandate by three years. He
said that this was not correct and that the Executives ensured that this malpractice stopped with all
members sitting in the current Council Meeting elected and in mandate. He briefed the Council that
MINUSMA has just concluded elections, now has a Committee in place and he looks forward to their
representation. He stressed that, even those missions who are not represented in the Council Meeting
would get the information and the minutes of the meeting, the current situation has encouraged
missions to have elections and not bank on the fact that they could attend a Council Meeting with an
expired mandate. He said he is confident that within two to three months, every mission will have an
elected Committee in place and that this is definitely beneficial to the FSU and staff. He confirmed
that the offer made by RSCE is of course acceptable.
RSCE also suggested that a lot of the principles found in Business Relation Management can be
brought into strategies for the FSU. He explained that the issue is about focusing on the value the FSU
brings to staff and management through building and fostering relationships, especially overcoming
the challenge of doing so with management. He suggested that the focus may need to be advancing in
the collaborative negotiation skills and asked to investigate the possibility of developing training
programs for staff representatives in addition of the induction kit UNIOGBIS suggested. He thought
a library of training courses valuable to staff representation may be developed out of the many free
websites available. He also highlighted the need to focus on ethics to be consistent with what we ask
management for. He concluded that staff representatives require training if we are to measure their
performance and therefore suggested to have a working group to look into developing such a program.
UNAMA referred to the issue of missions and small offices representation. He especially mentioned
KJSO in light of what may be going on with GSDM.
The President reiterated that there has been an attempt to host a KJSO representative, but that he could
not make it. However, he said, the problem of small missions or offices like KJSO is that the person
willing to engage on behalf of staff is not able to find enough interested staff members to form a
Committee and that needs to be looked into too.
Vice-President (Annette) commented that challenges do exist in that respect and that there is a need
to think about a solution. She referred to RSCE representing MONUSCO as a fast solution but not
necessarily valid for other situations where the mission to be represented is at a far distance. She
highlighted some cases with no representation available including when the staff raises the need, but
no three representatives could be found and willing to take up the job, including in some big missions
like MINUSMA. She wondered whether there is a need to review the minimum number of
representatives that constitutes a Committee, or the solution would be to give exceptions when the
case has merits.
RSCE suggested to leverage regional representation which may be an option too, without necessarily
the need to travel and incur unreasonable expenses. He said this can be investigated especially for
cases where a regional office is at proximity with the mission in question. He thought that this may
be an easier and more efficient way than attempting to change the Constitution or the composition of
Committees.
The Vice-President stated that she was coming to the idea of regional representation but that also to
look at having focal points within regionally represented missions or offices to help better coordinate.
Vice-President (Helal) clarified that it is important to differentiate between Council membership and
representation of missions when they have no Committees on the ground. He said, from a legal
perspective, the Council membership is clearly defined in the Constitution and that if the aim is to
include in the Council unelected representatives from missions that face challenges electing their
Committees, that would definitely require a change to the Constitution. However, he explained, if the
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aim is to have an interim solution to that problem by having focal points to funnel missions’ concerns
to and information from the Council, this could be discussed without necessarily having to change the
Constitution. He reminded that delegation of representation is already in the Constitution and in
Regulations and Rules. He clarified that this was only to guide the discussion so that the approach
becomes clearer.
UNAMA asked whether a possible solution can be extending, on exceptional basis, Committees
whose missions, at the end of their mandate, face challenges by one year to give some more time to
resolve such challenges. He also agreed to the idea of focal points with the understanding that they
would not be Council members as such membership entails elections. He concluded by supporting the
idea of regional representation.
The President commented that the extension, even on exceptional basis, would entail a change in the
Constitution. He said he does not object discussing the idea but wanted just to clarify this point.
UNMIK asked about the three-year term and why it was removed from the Constitution.
The President and Vice-President (Helal) explained that it was removed because it was in violation of
the UN Regulations and Rules which stipulate that “staff will elect their representatives at least
biennially” and that the Constitution cannot contravene with Regulations and Rules.
3. Recommendations
The President concluded with an extract of recommendations out of the discussion:
On the communication and the proposal of theme lunches, the proposals do not entail a change in the
Constitution as the document is supposed to specify the minimum acceptable norms of
communication. Therefore, this is understood as possible ideas to be left to members of the Council
to use as a means to enhance their communication with the constituency rather than a mandated
obligation. A working group is to be established to develop a communication strategy as discussed.
On collaboration with local Staff Unions, unity promotes strength and works well in many cases, but
it can be applied only to issues with common interest. It would depend on the character and dynamics
between both Unions, international and national. The level to which such collaboration can be
practiced must be discussed and agreed upon prior to any decision on the matter. JNCs can be a venue
of collaborative interaction of both international and national staff representatives on one side with
management on the other side. The concern, however, would be in areas where conflicts of interest
exist, and the sensitivity of some issues may prevent joint agreements. Care should also be exercised
when promoting collaboration to avoid abuse, keeping in mind that serving the constituency’s welfare
stays the utmost focus of the FSU in case a direct conflict of interest arises. The extent to which such
conflicting situations may be needs to be carefully assessed. Finally, the issue of confidentiality also
needs to be considered. Suggestions regarding common representation which surface from time to
time fall outside the scope of the present idea of collaboration as it may pose a risk to the international
identity of the FSU, given the proportion of numbers of local to international staff. National staff in
peacekeeping missions are being represented by New York Staff Union who also represents the
international staff in New York. All other Unions do represent both international and national staff.
Peacekeeping, however, has its peculiarities which is why the FSU remained thus far the only Union
solely representing international staff. Common representation may also have some advantages,
however, should it be a topic for discussion at a later stage, further in-depth analysis of pros and cons
would be required to reach a rational opinion.
On the representation of small offices and missions, the absence of representatives of big missions
due to lack of elected bodies, and for other issues affecting the operation of the FSU, a working group
is needed to look into the details and come up with recommendations in line with the current
Constitution or which may require a change in it. However, when it comes to the Constitution, the
working group’s work would be limited to recommending the need for a review. The working group
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may also look at the issue of collaboration with national staff. There were suggestions to include staff
external to the Council in the working group. However, this was decided to be more suitable in other
working groups with no impact on governance, on condition that at least one Council member takes
over the leadership seat. However, seeking advice from and using technical skills of staff external to
the Council in working groups would be recommended if needed.
On other working groups, the working group on career development existed and it was decided to be
extended with more membership if required. It would look into issues related to rosters and other
relevant issues affecting staff careers.
The President also highlighted that there was also a need for a better communication from the field to
the Executives. He explained that minutes of meetings in missions are also required to enhance the
Executives’ knowledge of first-hand concerns by staff. He stated that some staff members write
directly to the Executives and even more, some of them do not know who their Committee members
are. Another challenge the Executives face, he added, is when cases are forwarded either by
Committees or staff members but are not necessarily accurate. When the Executives take up these
cases to the senior management, he said, it burns the FSU fingers if it is found out that there is another
side to the story. He stressed the importance of ensuring that the accounts are correct and accurate not
to weaken the position of the FSU on such cases and in general. He also touched upon the
confidentiality when forwarding personal cases. He highlighted that those involved should be mindful
of who is copied when they communicate over these matters as mostly personal information would be
included and should be treated with utmost confidentiality. It was suggested that there may be a need
to formulate a ToR for staff representatives to guide them on how to professionally communicate and
include some sort a code of conduct. It was decided that the WG on FSU challenges may look at that
too within the aspect of accountability.
Vice-President (Helal) suggested that the minutes of the quarterly mandated Committees’ meeting be
shared with the Executives to help feeding in the global working plan. He suggested also introducing
the custom of generating an “FSU Annual Report” abstracted from those Committees’ minutes and
the work of the Executives to help inform the constituency of the concerns addressed, the debates
made, the achievements of the FSU on an annual basis. This would help generate more knowledge
and engagement as well as serve as an accountability tool. The Council encouraged the idea and it
was decided that the initiative is adopted.
The Council decided to establish three working groups:
•

Communication Strategy WG. Membership: RSCE, UNVMC, UNAMA.

•

FSU Challenges WG. Membership: Vice-President (Helal), Vice-President (Annette), UNAMI,
UNISFA, UNVMC.

•

Career Development WG. Membership: Vice-President (Helal), UNAMID, UNIFIL, UNVMC,
UNIOGBIS. ToRs for such working groups would be required, as a first-time practice, and
would remain as a standard procedure for the future. Each WG is to decide on a Chair among
its membership, seek possible external advisors or experts as deemed required and finalize its
ToR within a month.

The Council also decided to adopt the initiative of FSU Annual Reports fed by minutes of
Committees’ quarterly meetings and Executives’ work.

END OF DAY 4

76/103

FSC XXVII Report

Day 5: Friday, 12th October
(Morning Session)
XXII. Mission-specific issues
A. UNIFIL
UNIFIL did not raise any further mission-specific issues as all were covered throughout the previous
four days of the Council Meeting.
B. UNAMI
UNAMI raised the following additional concerns:
1. Change of Rest and Recuperation pending the decision in January 2019.
2. Conditions of the mission’s local facilities and the environment in the “Tammimi” Camp.
Staff members do not have access to the city, so they are living in temporary housing and
therefore need to be escorted to the airport. A three-year-old report says that the environment
is not suitable for living. There are currently 60 staff members accommodated in that location
and with the starting of the new ISIS Crimes Investigation Mission, there will be more staff
members to arrive.
3. The lack of a PX in the mission. PX to international staff was denied.
4. Cost-sharing budgeting with other agencies. Many agencies chose what to finance and what
not to which resulted in the mission sometimes cancelling programmes for lack of funding
left to agencies’ will.
Vice-President (Helal) highlighted that the cost sharing budget is an across the board concept and may
need to be tackled in that context at a global level.
UNAMA pointed out that the cost sharing budget is also optional and that his mission is not
implementing it.
C. UNAMID
UNAMID read out an excerpt of a broadcast to staff sent out by the mission’s management:
“Staff members are informed that absence from work of two hours or longer and up to four hours shall
be counted as one-half day. Absence of more than four hours shall be counted as one full day.”
He explained that though the text is extracted from the provisions of ST/AI/1999/13 on “Recording
of attendance and leave”, he said the mission is implementing it in a way that the time a staff member
spends outside the compound is not considered working hours and therefore, the definition of work is
limited to the physical presence. He opined that this is very rigid implementation and that it puts a toll
on staff on days of travel when at the airport, given the imposed fixed schedule of UN flights.
Vice-President (Helal) opined that the problem is twofold: the ST/AI is old for one, and that the
mission may be misinterpreting it, secondly. He suggested that when the introduced flexible working
arrangement will be reflected in a new version of the ST/AI, that would solve some of these problems.
He suggested that this issue be brought up by the Executives with NY. He also suggested that, since
the Executives have already engaged with FPD upon UNAMID raising the issue recently, they would
report on the options imposed on staff to use only specific flights among the other available UN flights
options with more convenient timing.
RSCE reminded the Council that staff members are paid on a monthly and not an hourly basis.
The Executives to bring the issue of imposed flights on UNAMID staff to the attention of NY.
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D. UNMOGIP
UNMOGIP raised the following additional concerns:
1. Education Grant: Staff members complain that they do not receive any statement reflecting
the details of the payments made to them and some staff members are paid, some are not.
2. Rosters: Staff members who have been forever on the roster.
3. Functional titles not aligned to the assigned tasks and sometimes are completely different.
4. Non-alignment between the actual size of missions and how they are reflected in UMOJA by
design done in NY away from the reality on the ground.
5. Rest and Recuperation destination as Dubai without any criteria: Ticket prices are inconsistent
which causes disparity among staff members. The need for a standard policy.
6. Sharing of information: information sharing within FSU and with the staff has progressed but
there is still much room for improvement on that.
7. Reduction of staff: Explore ideas such as optional retirement for staff members and more
solutions for staff members who want to remain.
On Education Grant statements, the floor agreed that this is a reasonable request which should be
raised with NY.
On rosters, the President explained that time limits on roster membership were removed in response
to a request made in the past as agreed to by consensus. He said that, however, there exists an
inconsistency now where a 7-year validity limit was imposed on staff members from Political and
CITS networks who got rostered through the managed mobility policy of 2016 which was recently
suspended. He stated that the Executives have highlighted that to NY and the issue would be
addressed.
On functional titles, UNIFIL commented that many sections were assigning staff to functions which
do not match the roster functional title. She agreed that the official functional title should determine
assigned tasks and that, in her mission, they raised that concern with their HR.
UNMOGIP added that another reason for the lack of consistency between the functional title and
assigned tasks is the misuse of ‘associated’ rosters.
Vice-President (Helal) stressed that this seemed to become a global problem across missions. He also
highlighted that there is a risk that this misalignment opens the door for abuse of authority during the
performance evaluation exercise, so further investigation is required in that respect too. He also
pointed out that he realized that sometimes functional titles change in UMOJA and that there is a need
to cross check whether that is a systemic problem across different functions or an isolated glitch.
On Rest and Recuperation paid tickets, the Vice-President highlighted that this is a problem in the
more general context of inconsistency in the implementation of the official travel policy, a topic that
the Executives have included in the remarks for the upcoming SMC discussions among other issues.
He explained that staff members get neither a reference to confirm that the quotations are based on
the exact same date of the actual itinerary, nor a reference to the most direct flight to confirm that the
length of the actual itinerary does not exceed it by more than 4 hours as stipulated by the travel policy.
Therefore, he advised UNMOGIP to guide staff members to ask for a print copy of both references to
ensure that the calculation of the lump sum being offered to them is fairly made based on the actual
itinerary.
On sharing of information, Vice-President (Helal) stated that this will be further discussed within the
scope of the new Council’s WGs on Communication Strategy and FSU Challenges.
On staff reduction, the President explained that some options are being discussed with NY within the
context of both the downsizing policy and GSDM, but no agreement has been reached yet.
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•

The Executives to inquire about the possibility that staff receive Education Grant statements.

•

The Executives to bring to the attention of the SMC the issue of the alignment of functional
titles with assigned tasks.

E. UNISFA
UNSIFA raised the following additional concerns:
1. Career progression and mobility: many staff members have been in UNISFA for more than 7
years and never had any opportunity to move to other missions.
2. Rest and recuperation cycle: Abyei is a town that does not have any hotels, restaurants,
shopping malls, banks or travel agencies. This makes the life of UNISFA staff members very
difficult and stressful, as they are confined for 6 weeks to the UN camp.
3. Travel time for rest and recuperation: UNISFA staff members have to take two flights in order
to reach the international airports of Entebbe or Khartoum, while the travel time is calculated
as of the day of travel from Abyei. He requested that the travel time be calculated as of the
day of departure from international airports of Entebbe or Khartoum as it is applied in other
missions.
On mobility, the President took note but commented that this is a global issue and that NY is aware
through statistics showing the number of staff members who have been static for more than 5 and 10
years in the same mission. He said that mobility is becoming even more challenging with the ongoing
downsizing. Vice-President (Helal) stated that all such aspects are being discussed within the
formulation of a new mobility policy, currently underway, as concluded by the SMC Mobility WG he
was a member of. He said the issues raised by UNISFA are legitimate and whether the new mobility
policy will address them would only be assessed once approved and implemented.
On the career progression, the Vice-President stated that this can be discussed more thoroughly within
the scope of the Council’s WG on Career Development.
On the Rest and Recuperation cycle, the Vice-President explained that the basis for the length of the
cycle is determined within the ICSC framework for rest and recuperation. He stated that the elements
of hardship and isolation pointed out by UNISFA would only constitute a trigger for an 8-week or a
12-week cycle according to the framework. He also explained that the 6-week cycle is triggered by
aspects of a dangerous environment and that the 4-week cycle is exceptionally triggered upon the
recommendation of the Human Resources Network of the United Nations System CEB subject to
approval by the Chair of the ICSC. However, he stated that the Executives may wish to raise the issue
through the Federation to the HRN.
On the issue of the travel time for rest and recuperation, the Vice-President corrected that there is a
misunderstanding on how it is implemented in other missions. He explained that the requested solution
is not viable since the rest recuperation framework, as promulgated by the ICSC and its sole regulator,
imposes that the travel time be calculated from the duty station. Therefore, he stated, the proposal
would be in breach of the ICSC framework which can only be changed through that body. However,
he advised that an alternative possible and legitimate solution, is to request that more time be accorded
as travel time if the current time accorded to staff members is proven to be less than the actual travel
time required for the journey from Abyei to Entebbe and vice-versa. He confirmed that this is within
the provisions of the ICSC framework and that it is what is being implemented in other missions.
•

The President to raise UNISFA’s Rest and Recuperation cycle through UNISERV.

•

UNISFA to discuss with management according additional travel time for Rest and
Recuperation and report back to the Executives for assistance if required.
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F. UNIOGBIS
UNIOGBIS raised the only additional concern in her mission regarding the quality of engagement
with management. She stated that she hoped for a better relationship.
The President commented that the Executives are there to assist if needed.
G. UNTSO
UNTSO raised the following additional concerns:
1. Stress and depression problems: that issue has been brought to the attention of the previous
leadership but is yet to be addressed.
2. Visas for staff members and families: granting visas, especially to family members is very
problematic. UNTSO management is not adequately addressing this very serious issue.
On the issue of stress and depression problems, the President asked to work with UNTSO on the
matter to receive more details in order to raise with MSD.
On the visas issue, Vice-President (Annette) inquired about who was taking care of the process of
granting visas and how far the mission’s management role is in relation to facilitating the process of
visa applications for staff members. She also asked for a list of people who were denied visas by the
Israeli authorities.
•

UNTSO to provide the President with more details on the stress issue to raise with MSD.

•

UNTSO to provide the Executives with a list of staff members who were denied visas.

H. UNVMC
UNVMC raised the following additional concerns:
1. Delays in salaries: salaries for international staff are no longer paid by the 28th of each month
as before.
2. Family status of Colombia: the ICSC visited Colombia to assess the duty station, including
new accommodation buildings, in order to decide on its family status classification. However,
the ICSC did not inform the mission about the result of its assessment and no information is
yet reflected in UMOJA. Staff members do not know the status of the duty station.
3. Requirements for Spanish speaking rostered candidates: there are not enough Spanish
speaking candidates for administrative functions. The mission is not able to recruit from
rosters Spanish speaking staff members for the administration, especially in sections like
procurement and sections related to other administrative functions who have to deal with
external entities and the government. Spanish should be included as a requirement.
On the salaries issue, RSCE, UNMISS and Vice-President (Helal) confirmed. The Vice-President
explained that the date of payment has been changed to be on the last day of the month.
On the family status of Colombia, Vice President (Annette) stated that, legally, unless a duty station
is explicitly classified as non-family, the opposite is automatically assumed until classified otherwise.
She said that the Executives shall bring it up with FPD as it is an issue affecting entitlements as well.
On the Spanish language requirement, MINUSCA commented that in Mission Support, languages
other than the working languages of the UN are not usually required. He mentioned that in Transport,
for example, the requirement for Spanish would normally not be required for the function in Colombia.
Vice-President (Helal) inquired whether PSJOs were created in Mission Support for that purpose.
UNVMC reported that no PSJOs were opened for that. She stated that there was a need for more
outreach. The Vice-President took note so that the Executives bring the issue up with NY.
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•

The Executives to bring the issue of family status of Colombia to the attention of OHRM.

•

The Executives to raise the issue of the challenges to staff recruitment for Colombia.

I. UNMISS
UNMISS raised the following additional concerns:
1. Combination of Rest and Recuperation with Annual Leave.
2. Lack of mobility adversely affecting motivation.
3. Investigation: the reason for investigation is not communicated during investigation.
4. Welfare Committee: composing a Welfare Committee is a lengthy process. The Director of
Mission Support manages the committee without clarity and staff does not have a say in the
management of welfare funds.
5. Rostering and recruitment: to assist three non-rostered FS3 staff, concerns about the use of
PSJOs and lack of transparency. Contract management and procurement combined tests are
very difficult being generic tests. As these are two distinguished specialties, there should be
a balance in questions between both and not only be oriented towards one more than the other.
6. Security career opportunities: an imbalance and inconsistency between DSS and DFS/DPKO
staff career movement.
7. Cost of living surveys: FS4 and FS5 staff are excluded from the place to place surveys.
8. Increment steps: staff members reaching the ceiling of their pay grade are stuck with their pay
level.
9. Continuing appointments: not granted to some staff members meeting the criteria.
10. Place of medical evacuation: high rate of mortality when staff members are evacuated to the
hospital designated by the mission. Staff members should be able to choose the place of their
evacuation.
11. Gender: the concept should be emphasized for both men and women.
12. Inconsistent payments for Rest and Recuperation travel.
On the combination of Rest and Recuperation with Annual Leave, Vice-President (Helal) referred to
the revised ST/AI on Rest and Recuperation which he worked on with OHRM and that it will address
problems in the implementation of Rest and Recuperation and provide more flexibility with regard to
combination of other types of leave with Rest and Recuperation.
On the lack of mobility, the Vice-President referred to the previous briefing on mobility on the work
of the related SMC WG which resulted in a new mobility policy whose efficiency is yet to be tested.
On the lack of transparency in investigations, the President requested concrete evidences to be
provided to the Executives following the Council Meeting to be able to escalate such cases to NY.
On the Welfare Committee, Vice-President (Helal) explained that there are standard operating
procedures which govern the composition, the operation and the use of funds of welfare. It was
explained that committee funds should be used along projects and activities plans presented by
committee members.
On the rostering of FS3 staff, the President referred to the VTC with DFS during the current Council
Meeting for facts and possible solutions. On the use of PSJOs, the President referred to the answer
provided by DFS during the VTC on that topic. On the difficulty of tests, the President confirmed
issues with testing which were raised during the VTC with DFS and that the Executives would keep
working with NY under the new management structure on enhanced details of the recruitment process.
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On the imbalance in career opportunities between DSS and DFS security staff, the President referred
to the earlier discussion on the UNSSSIP project and that the Executives will keep an eye and raise
any concerns with USG DSS if needed.
On the cost of living survey, the President explained that there had been use of FS4 and FS5 staff
members inputs in cost of living surveys in the past. On the occasion it occurred, the overall post
adjustment would have gone down and therefore, to the benefit of staff, the survey results were only
used for the grades of FS6 and above. This has been a continued practice.
On steps increment, the President explained that the only way to advance pay was to apply to a higherlevel post and once the highest step level in each grade is reached this is the only way to be on a higher
pay level. Otherwise, hypothetically, the situation could have been that a P1 earn more than a D2 just
by carrying out the same function for thirty years.
On continuing appointments, the President asked for concrete examples to be provided to the
Executives following the Council Meeting to be able to escalate them to NY.
On the quality of the designated hospital for medical evacuation, the President asked for more
information to be able to escalate the matter to MSD. Vice-President (Helal) referred to his earlier
explanation of the provisions of ST/AI/2000/10 which answers the raised concern about options for
places of medical evacuation.
On gender, Vice-President (Annette) agreed with UNMISS and confirmed that Staff Unions have
emphasized the same throughout their discussions with management on gender.
On paid tickets for Rest and Recuperation, Vice-President (Helal) referred to his answer on the topic
earlier during the Council Meeting, explaining that staff should ensure that calculations are based on
identical dates of the requested actual itinerary and that the cost of the most direct route be requested
as a reference to check that the actual itinerary is not exceeding it by 4 hours.
•

UNMISS to provide concrete examples to the Executives on the issue of lack of transparency
during investigations to raise them with NY.

•

UNMISS to provide concrete examples to the Executives on the issue of not granting
continuing appointments to staff members meeting the criteria.

•

UNMISS to provide more information on the issue of deaths at the hospital designated for
evacuation.

COFFEE BREAK

J. UNAMA
UNAMA made the following additional inquiries:
1. Rest and Recuperation: whether there is a possibility to change the cycle and the designated
location.
2. Educational Grant boarding assistance: the procedure for claiming boarding assistance which
was denied by provisions of the ST/AI of January 2018 and later granted by the recent revision
of the ST/AI after claims were already processed.
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3. Downsizing: the fact that posts cuts are only directed toward staff at lower levels and none
towards the managerial level. This practice will result in a structure of “generals without
soldiers”.
On Rest and Recuperation, the President replied that any change to the cycle is the prerogative of the
ICSC based on specific metrics. As for the designated location, it is decided based on
recommendations from the Human Resources Network of the CEB.
On claiming boarding assistance, Vice-President (Helal) explained that he has already raised the issue
with OHRM who in turn notified RSCE on the procedure. He stated that the claim is to be resubmitted
using the regular forms, indicating zero value for the education grant and requesting boarding
assistance.
On the downsizing and targeting posts at lower levels, the President agreed with the concern and that
it is indeed a threat to operability.
K. MINUSCA
MINUSCA made the following additional comments:
1. Standard of staff accommodation: the accommodation provided by the mission is below
standard.
2. Tickets prices: the mission managed to bring an outside company with cheaper deals for staff.
This was a good practice in addition for security reasons since staff can get their tickets
without leaving the compound.
3. The date for the next campaign for continuing appointments.
On continuing appointments, the President explained that OHRM would normally start the next
campaign in early next year in April dedicated for staff who became eligible in 2014 and that the
exercise should be completed by September.
L. UNMIK
UNMIK referred, as an additional concern, to the code cable from USG DFS on lateral assignment
for staff from downsizing missions issued on 17th of August 2018. The code cable referred to profiles
of serving staff on permanent and continuing appointments only but not those on fixed-term.
The President explained that this code cable refers to the use of COSMOS and that the reason for only
mentioning permanent and continuing appointments holders may have been an oversight as the annex
to the code cable included staff holding fixed-term appointments. He said he will refer the matter to
DFS to ensure that the inconsistency be corrected. He confirmed, however, that DFS is applying the
measures to staff with all types of appointments, subject to the order of priority in line with the relevant
Regulations and Rules.
The President to point out the inconsistency on the inclusion of staff with fixed-term appointments in
the instructions given in the DFS code cable.
M. RSCE
RSCE raised the following additional concerns:
1. The lack of adequate medical facilities within Entebbe: the promise was to have answers from
MSD, but no answer was given so far.
2. Office space allocation and comfort: two departments share the office space in the building;
UNSB and RCE. However, there is no air conditioning and, as supposedly, there is a natural
conditioning, during the day it gets very hot. There is also a project to create private offices
for RCE HR in the building which would have air conditioning. He highlighted that this will
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create inequality in comfort to other staff members. He explained that the environment in
Entebbe is too dusty, what makes the issue of lack of air conditioning a nuisance. RSCE would
like the Executives to assist if possible, although the Committee is following up locally too.

XXIII. Miscellaneous and Closing Statements
The date of the next Council Meeting is yet to be decided given the unclear schedule of the Executives.
The date would be communicated in due time.
The President explained that he has been elected as the President of UNISERV, where the election is
done by the Executive Board of the Federation which is composed of presidents of the three member
Unions; UNESCO, UNDP and UNFSU. His role will be to lead the Federation through its
responsibilities as a staff representative in the ICSC, HLCM and other Federation level forums.
The Council invited the President to attend the following Council Meeting in his new capacity since
his term with the Executives of FSU will have ended, to brief the Council on the developments at the
Federation level.
The Ombudsman requested the permission to share with his colleagues the situation in some missions
following the concerns he heard as a guest during the Council Meeting.
UNAMID thanked everyone for the time and effort they give for the betterment of conditions for the
staff. He encouraged everyone to keep the spirit and fight for a better organization.
The President delivered a closing speech as his last as President of the FSU:
“I would like to thank you all for your positive inputs this week and the constructive manner
you have all contributed.
As you are aware this is the last Council Meeting within the current Executives’ Mandate,
although we will continue in office for a further nine months. We would like to take this
opportunity to thank you in advance for all your efforts and support to assist staff in your
respective missions and to the representatives, past and present, who are not with us this week.
Our thanks go out to Louis from the Ombudsman’s Office who joined us this week, it was greatly
appreciated, and I am sure we all took something positive from his presentation and the
interactions that took place.
I’m sure you will join me in thanking our friends and colleagues from Valencia for their great
support in making this week possible and to the staff of Brindisi who continuously support the
Executive Office throughout the year. Without this support the office could not run like it does.
The minute taker this year, as you know, volunteered to help us this week, we are a difficult
group to follow and we would like to thank her for her positive manner and for the records she
has taken.
This is my last year and final Council Meeting as President and I would like to thank the Vice
Presidents I have had the pleasure to work with throughout two tenures of office, Philip Scarr,
Eva Annette and Mohammed Helal. The job of President is impossible without the help of others
and it has been an honor and a privilege to have been given the opportunity to represent you
and all our friends and colleagues at the highest levels.
I hope I made a difference for colleagues and will continue to give my best until the last day.
As I previously stated, the job is a team effort and without you all “President” is just a word.
I have saved my last thanks for a lady you all know is a constant in supporting staff. Rosa is
not only part of the Executive Office but is part of the team, that ensures continuity, institutional
knowledge and support to staff at all times. She is dedicated, works long hours and is committed
to making the welfare and wellbeing of staff better. Without her constant support to the current
and previous Executives I am sure our Union would not be what it is today.
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Please join me in a round of applause to show our respect for a person who makes an
immeasurable contribution to the UNFSU.”
MINUSCA, on behalf of all Council members, thanked the Executives for the leadership showed
through their term. He then thanked the President for his selfless work, for being always available for
the missions and for helping them with their problems. He remarked the institutional knowledge
showed during the FSC XXVII, reminding of its importance. He then referred to Mr. Mark Polane,
RSCE, who was the first President of the FSU and thanked him for his previous and current efforts.
In a final comment, he thanked everybody for their work, the Executives, President and VicePresidents, the Administrative Assistant of the FSU and looked forward to meeting the outgoing
President in his new capacity as President of UNISERV in next year’s Council Meeting, FSC XXVIII.
UNAMA commented that, although he will not run again as a Committee member, he was glad to be
part of this Council and thanked everybody to be part of it.
UNMISS also thanked the Executives, the President and Vice-Presidents, wishing them luck in their
future experiences.
Lastly, Vice-President (Helal) thanked everyone who took part in the Council Meeting. He showed
his gratitude and thanked them, both as a staff member and as a staff representative. He said it is an
honorable task to be an FSU Executive and to be given the opportunity to have a direct effect on the
FSU capacity to address serious issues. Being his last Council Meeting in his current term, he looked
forward to work with the Council and the President in his new capacity for the benefit of staff.
The Vice-President then addressed the President, Mr. Stephen Towler, stating that they have been
close friends on many levels and colleagues in the FSU since 2013. He highlighted that he considers
teaming up with the President has been one of the most remarkable and successful of all the 19 years
since he first joined the UN. He stated that they surely had their differences as people, but as work
colleagues, they made a perfect team. He closed his speech thanking him for his work, dedication and
for what he has been.
As his last Council Meeting to preside, the President at 12:50 of Friday, 12th of October 2018, declared
the FSC XXVII closed.

END OF FSC XXVII
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Annex I: The Financial Report (1 January to 31 August 2018)
INCOME STATEMENT
01.01.2018 – 31.08.2018
INCOME STATEMENT 31.08.2018
REVENUES:
MEMBERS CONTRIBUTIONS: DEPOSIT
MEMBERS CONTRIBUTIONS: PAYROLL

1,920.00
122,794.00

MISCELLANEOUS INCOMES (Annex I)

2,126.00

Balance of funds in UMOJA returned after the payment of costs for the
UNFSU Council Meeting 2017 (Annex II – Report from UNGSC Central
Service)

9,175.85

BANK DIVIDENDS INCOME

TOTAL REVENUES

874.16

136,890.01

EXPENSES:
MISCELLANEOUS COSTS (Annex III)
HOSPITALITY (Annex IV)

-1,708.10
-971.07

EXECUTIVE MEMBERS TRAVELS 2017 PAID IN 2018 (Annex V)

-10,709.61

EXECUTIVE MEMBERS TRAVELS 2018 (Annex VI)

-70,291.47

UNFSU WG on FS TRAVEL COSTS (Annex VII)
UNFSU ANNUAL COUNCIL MEETING 2018 - Transfer to the UN
Central Bank Account for UNGSC to allocate funds in Umoja for the
payment of UNFSU Council Members' travel costs
BANK AND VISA FEES (Annex VIII)

-4,860.34
-60,000.00

-60.00

TOTAL EXPENSES

148,600.59

NET INCOME

-11,710.58
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CASH POSITION
31 August 2018

CASH POSITION
As at 31 August 2018
CASH POSITION:
CREDIT:

UNFSU CENTRAL BANK ACCOUNT:
-

Saving Account:
Checking Account:

TOTAL CREDIT 31.08.2018

USD
USD

397,750.18
125,552.30

USD

523,302.48

FUNDS HELD IN UMOJA (Internal Order No. 11604560):
-

USD 60,000.00 (Funds subject to disbursement for the 2018 UNFSU Council Meeting)

PETTY CASH:
-

EUR 156.00
USD 100.00

87/103

FSC XXVII Report

31.08.2018
OPENING BALANCE
Checking Account
Savings Account

140,444.63
394,568.43

Total Opening Balance

535,013.06

Total Revenues

136,890.01

TOTAL FUNDS

671,903.07

TOTAL EXPENSES

148,600.59

CLOSING BALANCE

523,302.48
MISCELLANEOUS INCOMES 2018

DESCRIPTION
DSA adjustment - Return of 1-day DSA @
Nairobi rate for UNFSU Vice-President Helal
Official Visit to UNSOS-UNSOM
DSA adjustment - Return of 2 days DSA @
Geneva rate for UNFSU Vice-President Annette
attendance at the Multi Federation Meeting in
Geneva

Date of
Accounting
AMOUNT
transaction
Period
IN USD
24-Mar-18
Mar-18
298.00

14-Jun-18

Jun-18

802.00

UNIFIL FSU contributions for July 2014
erroneously transferred to our account (amount
reimbursed on 21 Sept 2018)

3-Jul-18

Jul-18

770.00

DSA adjustment due to revised DSA rate Reimbursement from UNFSU President for his
attendance at the HR Network and the ICSC
87th Session in Bonn

7-Aug-18

Aug-18

256.00

2,126.00
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Annex II: PowerPoint Presentation – Office of the Ombudsman

United Nations
Ombudsman & Mediation Services

Bangkok | Beirut | Entebbe | Geneva | Goma | Nairobi | New York | Santiago | Vienna

The Office of the
Ombudsman

The Informal Arm of the
Internal Justice System
delivered by

Louis Germain, Regional Ombudsman - Geneva

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

Administration of Justice:
Options for Resolving Conflict

*timelines for formal redress can be placed on hold while informal resolution is
pursued*
United Nations Ombudsman & Mediation Services Helping resolve workplace concerns
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Ombudsman & Mediation Services
Ombudsman Services:
Organizational Ombudsman, assisting
staff to address work-related concerns
through informal means.
Mediation Services:
Third-party neutral, assisting two or
more parties to generate options to
solve their dispute by going through a
mediation process.
Agent for change – Systemic issues:
Identifies systemic issues in the
Organization and recommends changes
in policies and procedures

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

3

Ombudsman Principles

INDEPENDENCE

CONFIDENTIALITY

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

NEUTRALITY &
IMPARTIALITY

INFORMALITY

4
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An Ombudsman
- Listens to your concerns and
helps to analyze the situation
- Identifies possible options to
resolve the issue
- Conducts informal fact-finding
- Empowers you through
counseling/ conflict coaching
- Suggests appropriate referrals
- Suggests mediation if
appropriate
United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

5

An Ombudsman does not
- Contact another party without consent
- Make or change managerial decisions
- Advocate for a party
- Conduct formal investigations
- Keep records for the Organization
- Appear in formal proceedings

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns
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Mediation
- Voluntary, informal and confidential process
- Trained neutral party (Mediator)
- Assists in working towards an agreement
- Parties remain in control of the final decision
- Mediator helps parties to understand each other
- Mediator helps parties to find common ground

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

7

Systemic change
Tracking of systemic issues - Agent of change
-Identification of systemic trends and malfunctions in the
Organization
-Recommendation change in policy and procedures

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

8
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2017 Data
• In 2017, over 2,500 employees of the UN
Secretariat contacted UNOMS to request
assistance in resolving their workplace
concerns.
• More than half of those cases came from
offices away from headquarters, field offices
and field missions.
United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

9

Types of issues brought forth by the
people of the UN Secretariat in 2017
Breakdown by Issue

1.Compensation and benefits
2.Evaluative relationships

7%

3%

3.Peer and colleagues
relationships

19%

10%

4.Job and career
6%
19%

6%

23%

6%

5.Legal, regulatory, financial and
compliance
6.Safety, health, wellbeing, stress
and work/life
7.Services/administration

Top 3 issues
1.Job & Career
2.Interpersonal
3.Compensation
& Benefits

8.Organizational, leadership and
management
9.Values, ethics and standards

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

100/103

10

FSC XXVII Report

Conflict …
• Is natural! Even within our families and
with loved ones
• Leaves both parties feeling victimized
• Makes us shut each other out when we
most need to be talking

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

We can help, if you:
- want complete confidentiality
- don’t know who to talk to
- would like an “off-the-record” conversation
- don’t know how to address your concerns
- have not yet decided on a course of action
- are uncertain of possible consequences
- have pursued formal redress and want to
explore alternatives

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

12
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WHO – WHAT - WHEN
- WHO can contact the Ombudsman?
Staff at all levels, including former employees and retirees and UNV
- For WHAT type of issues can I seek the Ombudsman assistance?
In any work-related conflict or problem
- WHEN can I seek the Ombudsman assistance?
At any time in the course of a “dispute”, though the earlier you
come, the better (“zero barriers” policy)

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns

13

Seek assistance early!

United Nations Ombudsman & Mediation Services Helping resolve workplace concerns
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Contact Us
Visit: www.un.org/ombudsman
Email:
Louis.Germain@un.org
unoms@un.org
Phone: +41 22 917 3760
~
Offices in Bangkok, Beirut, Entebbe, Geneva, Goma, Nairobi, New York,
Santiago & Vienna
~
Services are available in all UN languages and to staff at all levels
United Nations Ombudsman & Mediation Services Helping resolve workplace concerns
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