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THTRODUCTION

1. The compebitive examination method for the recruitment of
Jjunicr Professional staff ipn the United Nations has now gone beyond
the experimenial stage. Ten years have passed since the first
competitive examination, held in Italy. But it is mainly since
1681 that they have been used systematically.

2. Recourse to competitive examinations for the recruitment of
junior Professional staff was made compulsory by paragraph 10 of
the annex to resolution 35/210, which decided that "at the P-1 and
P-2 levels, recruitment shall be made as a rule through competitive
examinations", that the principle should be applied by reserving

30 per cent of the posts available for promotion by competitive
examination from the General Service category to the Professional
category, and that in the case of the remaining TO per cent,
recruitment for all posts should, as from 31 December 1982, be
carried out by competitive examinations:

Devised on a national basis, in consultation with the
Governments concerned;

Geared ‘to candidates with at least a first-level
university degree; and

Based on written tests in one of the official languages
of the United Nations, including a general test and
specialized examination by occcupatiocnal groups.

3. This decision supplemented and put more precisely the texts

of the existing resolutions stipulating that recruitment should be
carried cut on a competitive basis: regulation 4.3 of the

Staff Regulations ("so far as practicable, selection shall bz made
on a competitive basis"); the decision of 18 December 1974;
resclution 33/143 of 1978, which established the examination for
movenent of staff from the General Service category to the
Professional category and had already recommended that "competitive
methods of recruitment should be used in consultation with the
Governments concerned”.

4. It is hardly necessary te recall the importance of using
cbjective recruitment methods. The quality of the "outputs" and
services rendered by the Secretariat to the Member States will
obviously depend on the quality of the staff, i.e., apart from its
dedication, on its qualifications and training. It is no secret
to anyone that endeavours to secure posts for candidates known in
advance or strongly recommended are very difficult to resist when
there are no precise rules, and such a procedure in most cases
leads to mediocrity. A recruitment system without any objective
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methods or competition cannot produce good results. 1/ In taking
the decisions mentioned above, the Mewmber States have thus

demonstrated the importance they atbach to the quality of the
staff.

5 The competitive examination method has made it possible to
recruit to date:

By the competitive examinations for movement from G fo P,
neid in 1979, 1981, 1982 and 1983; 134 Professional scaff
members; and

By all the external national competitive examinations held
from 1974 to 1983 inclusive: 1i8 Professional staff members.

-

More detailed atatistics concarning the datss and places of the
examinations, the courtries (or natioralities) concernsd, the
nunmber of candidates, the number of posta, the number of recruited
candidates by cccupational groups (where this information was
available) and the details of those who were placed on the reserve
lists, are given in annex 1 (external examinations) and annex 2

{G to P exeminations).

1/ An analysis of the chief defects of recruitment systems
without objective methods, such as was made by the Joint Inspection
Unit in its rsport JIU/REP/81/11 of August 1981, reveals inter
alia:

That on the whole, recruitment is often liaited bto candidates
who have made themselves known abt the headquarters of the
crganizations; .

That in most cases posts are sought for candidates known
in advance;

That this system encourages politiczl and personal pressure
at all levels;

That the general basis for assessing the qualities of the
candidates consists of university degrees whose value is often
very difficult to assess, and interviews without any specific
method {usually confined bto net more than two cr three candidates);

That recruitment is carried out for specific posts,; while the
persons recruibted are likely bo make a career in a series of posts;
and

5

That there iz 2o Lest to chesk “w e most lapnrtant gu L
that rey be rejquirad of international civii servants suech as, in the
United Nations, theilr skill in draftlng and anélysis trelir
effective knouledgs of the working languages, thelpr mstivaﬁion, and

their understanding of the Organizablon s cbjectives
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The resulis achieved are Lhus both positive and capable of

develooment, internally and externally, but the pursuif of these
efforts is facec with sericus obstacies. Bureaucratic
difficulties and resistance have succeeded in praventing the
regular applicaticn of the General Assembly resciubtions. In

particular, they reduce the number of posts offered for
external examinations, in circumstances which it is difficult
to accept. The Assembly must thus be informed of the reasons
for this situation so that it can take the necessary steps to
eansure that its decisions are complied with and =20 that a
rational recruitment policy on which the efficiency of the
Secretariat depends can be developed.

T This report will examine separately the situation and
problems of the external national competitive examinations and
those of the internal examinations, before recommending any
reforms that may appear necessary.







CHAPTER L
THE TYTERNAL NATICWAL COMPETITIVE EXAMINATICHNS
8. Annex 1 brings out the following:

The number of Member States in which competitive examinations
ware held has increased from five during the 1974~1931 experimental
period to 15 in 1982~1983%. While in the experimental period
examinations were held only in major develeped countries (Italy,
Federal Republiic of Germany, Japan, the United Kingdom and France),
it became possible in 1982-1983 to organize examinations in
developing and sccialist countries and to reach all the continents.
The competibive examinations scheduled for 1984 are to be held in
the Federal Republic of Germany (7 posts), Japan (5}, Italy (4),
Papua New Guinea (2), Saint Lucia (2), Saint Christopher and
Nevis (2). )

The number of candidates at these examinations has on the
whole been high in relation to the number of posts offered, the
ratio of candidates to posts sometimes reaching a figure of several
dozen (58 in Italy in 1974 and in Brazil in 1982, 33 in Japan in
1975, etc.) and usually being higher than 4 or 5 in countries where
the number of candidates is proportionately the lowest. Contrary
to the pessimistic forecasts made, a large number of worthwhile
candidates were fortheoming in all the developing countries
(e.g. 236 in the Ivory Coast in 1982, 82 in Mauritania in 1983, etc.)

Reserve lists have been prepared for every examination, the
total number of candidates included in these lists being 88 (as
against 118 recruited for the posts officially offered for
examination).

The distribution of the successful candidates by occupational
groups (since 1981, when the distribution was first known) was more
or less 60 per cent for the "economist" group, 21 per cent in the
"general administration" group, 11 per cent for the "social and
political sciences" group and 6 per cent for the "data-processing"
group.

9. The establishment of a competitive examination system was not
really a novelty in the United Nations, since such a system has
been in use for a very long btime for the recruitment of language
staff, for whom there are three types of examinations: for
translators, interpreters and editors; but the difficulties to be
overcome for the recruitment of Professional staff in general were
considerable. In particular, it was necessary to develop the
examinations service, which found itself responsible for entirely
new tasks; to work out specific tests and to select examination
boards for each of the occupational groups; to negotiate the
organization of the examinations on a case-~by-case basis with the
responsible authorities in each country; to ensure the
confidentiality of the tests while arranging for their distribution
to a great variety of places:; to prevent possible cheating; to
explain the new recruiting methods to the departments concerned and
have them accepted; to make sure that the time needed for the
organization of the examinations and the reservation of posts did
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not hinder the normal coperation of the departments; Lo organize on
a parallel basis the internal examination, which posed problens of
the same kind but also had its own peculiar problems, particularly
that of setting up throughout the world examination centres
designed to function szimultanecusly,

10. Most of these difficulties have been overcome in a quite
remarkable way: the examinations service has been able to hold
external national competitive examinations in a larger and larger
number of countries and at the same time to hold the internal
examination on an annual basiz; sufficient publiciby has usually
been made; thoards have been set up consisting of competent,
dedicated staff members who have carried out their work in an
objective way; no cases of cheasting have been found; serious
difficulties have been encountered in only one country out of 15;
and the quality of the successful candidates recruited has been
outstanding, as has been acknowledged by nearly all the recipient
departuents.

11l. Furthermore, the system of external national competitive
examinations has greatly assisted the efforts of the 0ffice of
Personnel Services te apply the principle of equitable geographical
distribution and improve the over-all statistics in that regard.

Of the 118 candidates recruited by external national competitive
examinations, 111 - or 95 per cent -~ belonged to countries which
were unrepresented or under-represented. As from 1982 this
proportion reached 100 per cent, and the examinations scheduled for
1984 will be held solely in countries belonging to these categories.
On the other hand, only 21 per cent of recruibtments at the same
grade levels, made without examination, came from unrepresented or
under-represented countries. In this respect, therefore, the
superiority of the national competitive examination method is
unquestionable. Its more general use in accordance with the
established rules would make it possible to improve fivefold the
rate of progress towards the establishment of equitable
geographical distribution.

12. The machinery for the full-scale operation of a system of
external national competitions is thus in a sound condition. It
may even be thought, in the circumstances, bhat once the system has
been fully applied in the United Nations, it could be usefully
extended not only to the major programmes affiliated to the

United Nations, such as UNDP, UNICEF, WFP or HCR, bub also to other
organizations in the United Nations system. Unfortunately, very
serious thraate to the competitive examination method are still to
be found inside the United Nations itself.

13. They stem from resistance to the application of re
resclution 35/210, which finds expression in the fact that too
small a proportion of the P-1 and P-2 posts have been filled by

competitive examination. The figures are sloquent in bhis respect.

Statistics supplied by the 0ffice of Personnel Services on
recruitment at the P-1 and P-2 levels during 1982-1983

(1 January 1982 to 31 December 1983) show that, of a total of
271 staff members recruited:



y

-

&6 persons, ov 24.% per cent, were recrulbed Ly competitive
examinatisn from G to T {prouwction):
41 persons, or 15,1 per ceni, were recruibed by external

national examinations; and
6C.5 per cent, or 164 Professional staff, were recruited by the
traditional zethods, which are at variance with the resolution.

If these proportions are compared with those set out by

resolution 35/210, namely, 30 per cent for G to P examinations and
70 per cent for external examinations, we realize what a gulf there
is between tne actual situation and the directions given by the
General Assembly: the proportion of recruitments by means of
external examination is five times less than it should be according
to the rules. Even admitting that this was the period during which
the reform was under way, the situation seems difficuit to accept,
and in any case requires explavation.

14, Consequently, we asked the OffTice of Persomnel Services to
prepare a complete list of names of the perszsons recruited during the
period in question and to indicate, against each name, the method of
recruitment used and the reason why it was used. The following wers
the results:

(a)

25 persons were recruited at P~2 level for P-3 posts;

{b} 28 persons were recruited for posts that had been vacant
before 1982, tut with EOD dates in 1982 or 1983;

(¢) 12 persons were recruited for posts in occupational groups
which did not form the subject either of G to P examinations or
external examinations;

(d) 19 persons were recruited for posts which had originally
been reserved for the G to P examinations, but which were not used
by the Central Examinations Board (CEB);

{e) 8 persons were recruited for periods exceeding 11 months
but their submission to the APC-APB was delayed;

(f} 8 persons were recruited to replace professional staff
members of the same nationalitbty, in the case of Member States whose
nationals serve essentially on fixed-term contracts;

(g} 7 recruitments were specially authorized by the Office of
Personnel Services;

{(h} 12 recruitments corresponded to professional staff
members appointed to temporary posis who had left the Organization;

{i) 16 recruitments corresponded to "adjustments®: changes in
visa or post status for staff members already in employment,
transfer from a post subject to geographical distribution to an
unattached post, etc.; and

Unfortunately,
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competitive
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(j) 1lastly, there were 19 persons promoted frem G to P
without examination as 2 resulb of appeals to the Administrative
Tribunal by G staff members already occupying P postis,

15. Among the cases thus listed, it is possible vo distinguish:

Those which can be put down to 2z dubious interpretation of
resolution 35/210 - in the case in point, the 35 persons recruited
at P-2 level against P-3 posts. The resclution refers Lo the Pl
and P-2 levels and not to posts, so that it should have been
applied to these recruitments.

Those resulting from a previcus situation, such as the
28 persons recruited “for posts that had been vacant before 1982%,
or the 19 persons promoted from G to F without examination as a
result of appeals %o the Administrztive Tribunal. Some of these
cases would appear to warrant a more detailed examination, but it is
to be hoped bhat they will not recur in the fubture.

Those which can be explained by wvwalid reasons during the period
of introducing the reforns, 2.g8. the 12 persons recruited for posts
in occupational groups which did not form the subject either of
G to P examinations or of external examinakbions; or the 8 persons
recruited as replacements in the case of countries whose nationals
serve essentially on Tixed-term contrzchs; or again the
7 recruitments specially authorized by the Office of Personnel
Services.

Lastly, thiose which demonstrate a bureaucratic resistance to
the application of the reforms not readily justifiable. This
applies to the 55 cases in categories {(d), (a), (h) and (i),
especially the cases of recruitment for periods of over 11 months
without immediate submission of the appeintments to APC-APR (in
violation of the provisions of rule 104.14 of the Staff Rules).

16. With regard to the cases o. decided bursaucratic resistance,
the methods used have included:

Invoking every conceivable pretext for making exceptions; in
addition to the recruitment of P-2 level for P-3 posts already
mentioned {the effects of which are set out in detail in
paragraph 14 (a)), candidates have been recruited withouh
examination for overhead posts, "replacement" posts (posts lent by
the Budget Division against posts made vacant by the dismissal or
secondment of their holders), "non-geographical” posts, estc;

Making temporary appointments to vacant posts which are renewed
over long periods by successive short-term conbtracts, or by
alternating periods of recruitment against funds Ffor consultants,
expert posta, etc;

Manipulating post vacancies by the device of transferring a
Professional staff member from one post to another: e.g. a vacant
P-2 post which should have been submitted for competitive
examination is filled by the transfer of a P-2 staff member, wh¢ has
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17. An analysis of the methods used to c¢rganize resistance to the
competitive examinations reveals that the most effective has been
the withneiding of informaticn about vacancies, which has made it
impossible for the J3ffice of Perscnnel Services to submit the posts
in question for examination. The inadequacies of the central
information system on posts and manning tables have long been
criticized, but it has been sztated on numerous cccasionsg that
headway was being made, and that in particular the integration of
the data of the Staffing Lis%, kept up to date by the Budgeb
Pivision, and the daza available %o the O0ffice of Personnel
Services, was under way. 1in fact, if any progress at all has been
made, it nas been sc slow that the information system as it exists
at present does not make it possible for the 0ffice of Personnel
Services either uvo idencify wacant posts {especially if they are
away from Headquarters in New York), or to have much of an idea
what posiz are going to becoue vacant in the next few months.

i8. This sicuation, complicated by a systematic atbtempt teo
withhold informaticrny ina large namber of departments, has resulted
in the situstion where, vear aftepr year, at the woment when the
list is being made up of the posts to be filled by examination
{internal and external} the Office of Personnsl Services is able to
identify only an extremely snall number of vacant posts in
comparison with Gtne number of vacancies that already exist or are
likely to oveour in the months to come. What is more, the invernal
examination has always beep served first, and this means blocking
some 30 posis out of a total of usually about 60. On occasions, as
we saw in paragraph 14 {(d}, more postsz have beer blocked than were
nesded for theinternal competition. In these c¢ircumstances, the
number of posts which it has proved possible to reserve for externall
national competitive sxaminations has been extremely small: 35 in
1982 and 47 in 1983. Since, in addition, no rational use has been
made of the reserve list method, it has not been possible to
increase the number of posts offered for these examinations up to
the level corresponding to the number of posts genuinely available
each year, which is at least 90. Information regarding vacancies
becomes availabie when it is too late, at which point it is easy to
find excellent pretexts such as urgent need, to recruit for the
vacant posts without examination.

19. All this makes it clear that bureaucratic resistance to change
in this area has been extremely strenuous. This is undoubtedly

due to the fact that resolution 35/210 has not met with full and
complete approval. While competitive methods have their advocates
and have been put into effect with courage and determination by the
competent units of the Office of Personnel Serivces, they have also
had their opponents. This organized resistance to decisions by the
General Assembly is quite unacceptable, and steps must be taken to
overcome it. However, before defining such steps; we feel it
necessary to try first of all to understand the reasons behind this
resistance.
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20. The main explanation of this situation ig no dourt a refusal to
change a routine that people have becoue accustomed to. The minor
gratifications felt by such and such a staff meaabe-~ ab being «ble to
"gacure recruitment” for such and such a candidabe whom he Knows
{and who in fact zeems to him ©¢ have mors or lsgs all the qualities
needed); the feeling among most chiels of services thab a system
which does nob allow them to conbinue to choose bheir collsagues
themselves from amo=g people they know is ab variance wiith tneir
normal respoasibii.bies; fthe refusal oy various ¢irficials bo

accept the Yimposition? by the General Asssably of recridiment
methods which they had not thewselves had any pard in defining; and
Finally the armovance ab having to change one's way3, have certainly
playved a considerable role in the establishment of this negative
outlook within the Secretariat.

21. The attempbts thav have been made to sx¥plain the importance of
these new objscbive rscruitment methods have no doabi been
inadeguste Lo ownvince most of the people concernsd. There should
have been more and bettar explanationz, amore demonstrabilon of an
actbive inberest at the highest levels in <she invroaduction of the
reforms, and most of 21l perhkaps, an endeavour Lo ensare that the
competitive examination svstem did uobt from the outse’ have any
disadvantage that could justify bo some extent the irritavion of the
chiefs of zervice.

22. The present organization of the competisive examinations still
haz some defects which have not yet been overcome, the "0sb
important of bthen being the length of time required for recruitment.
The user departments have found in this an argument -~ a perfectly
valid one - against the methods currently in use. The problem is
that the necessiby to reserve posts in advance {or sxamination
purposes prevents any use of these posts for z pericd which
lengthens the standard period needed for recruitment (already very
lonz as 2 rulej. This period consists of the lengbth of time during
which the post is bhlocked after it becomes vacant bo chie date of the
examination plus the time taken for the examinstion itself. This
defect should be corrected in the future, for sxample by 2 more
systematic use of the "reserve list", as we shall explain below.

23, But insbead of working to overcome this arawback +while
applying the new system, it has appeared much simpler to alisge
that the defects damn the reform. The same has been true of cthner
minor drawbacks which couild quite easily bhe removed. Mors
generally speaking, the relationships between the O0ffice »f
Personnel Services and the user departments - which have always
been difficult, as indeed they usnally are in any public office or
company of any size - have not been improved by the problems thatb
have had to bs overcome to implement such a basic peform as the
introduction of competitive examinaticns. Extra efforts should
thus be made in the yvears to come to remove zny drawbacks which
8till remain and to explain the essential interest and importance
of the competitive examination syshtem.

24. Before determining what methods of making the necessary
corrections should be envisaged, however, we musht analyse one final
phenomenon whish is helping to endanger the competitive examination
system: the tendency for the number of P=-1/P=2 posts to fall.
Between 1979 and 1935, the number of P=1 and P-2 posts evolved as follows:




Budget ’W,af”y At end o1 At end of | At end of | Beginning
ayele P 1978-1979 |1980-1981 | 1982-1983 of
cycle cynle eycle 1584-1985

~~"  Situabion budget
Egtablished poszts 613 632 603 615
Temporary posts 13 3 16 14
Net results of

reclassification -4 =23 6 0
Posts resulting from

the conversion of

temporary 0 3 7 0

agsistance
Rede?loyment of -2 -6 0 0

existing posts
Suppression of posts 2 0 -1 0
Transfer of extra-

budgetary posts 0 0 0 0
Total of P=1/P-2

posts 622 603 631 629

25. Thus, while the total number of Professional posts available
at all grades increased from 4,232 to 4,586 between 1979 and 1984,
or 8.4 per cent, the number of P-1/P-2 posts remained almost
unchanged. The pyramid of the Organization's Professional grades
has thus been proportionately narrowed at the base. The most
critical trends are:

The failure to create any new P-1/P-2 posts (although the
total numberof posts is still increasing); and

The appearance of a significant phenomenon of reclassifying
P-2 posts to the P-35 level.

26. The object of this report is not to make heavy weather out of
the errors of the past, but rather to try to define how in the
future, bearing in mind the experience acquired during this
difficult period of introduction, it is possible to apply once and
for all the reform of the recruitment methods defined in
resolutions 33/143 and 35/210, and if possible to consolidate and
strengthen it. Any corrective or complementary measures which the
General Assembly might consider recommending, if it wishes to see
its own resolutions implemented, seem to us to be concerned with:

(a) The over-all application of the rule of recruitment by
competitive examination at levels P-1/P-2, with the exception of
strictly delimited cases;
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27. The General Assembly might indicate that it prohibits
recruitment at P-1/P~2 levels without competition against any post,
whether establishad or temporary, financsad out of extra-budgetary
funds, and whatever their grade, apart from carefully spelt-oub
exceptions authorized personally by the Assistant Secretary-General,
Office of Perschnnel Services, on behalf of the Secretary-General
and within the limits of percentages te be specified. The
examination we have carried osut with the Office of Personnsl
Services of the difficulties which can arise has led us to propose
the following limited exceptions:

28. For established posts, within a meximum limit of 5 per cent,
both in the case of recruitments of nationals of countries not
represented or under-represented, where the lower level of the
desirable range iz bebtween two and four, and in the case where, for
occupational groups with small numbers and few vacancies esach year
it would not be possible either to hold an examination or to use
the reserve list from the competition of a previous yvear. The
difficulbies which these two types of circumscribed excepiions
would make it possible to cope with are the following:

Experience has proved that the compeititive examination system
allows for application to all countries. However, it is quite
obvious that the regular functioning of the system can only apply
to countries where numbers are relatively high. The problem
of representation of countries where the desirable range is very
low can be sclved in such cases more rapidly by direct recruitment.
Furthermore, the countries under-represented or not represented in
this category are no longer very numerous. Thusg the sxception
provided for should not last more than three years.

The mannixg figures for the 14 occupational groups into which
the Professional staff of the United Nations are divided are
unegual. Some groups, such as language staff, general
administration and economists, have a size which allows bhe
recruitment of several dozen Professzional officers at P-1/P-2 level
each year. Others only offer three to eight posts ab P-1/P=2 level
regularly each year (social development, statistics, information,
political affairs, legal mabters, library, electronic data-
processing, finance, etc.). Others again are too small te offer
with any degrees of certainty more than three F-1/P~2 posts each
year. In this group (engineers and architects, publishing and
printing, science and technology) it can happen that it is
impossible to organize external competitive sxaminations or even to
offer a post for internal competition in the course of a givenyear.
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In guna instznwces. Lt wmay be secepzeny o authoring raseroiiment,
excaepbionaily, wittnuul a compebiiive sxamination. For other groups,
Lb Lg Tor the Ciface ofF Personnsi Services Lo ansure thabt Lthere are
alwave, zL least cnee every bLwo veaes, posts svallavle for sxternal
national compebtitive szaminations in sufficient number to enz2ble

recruitment to be macde on the basis of a list thus established untbil
a new competition can be organized for thab group.

25. Wibth regard to temporary posits, or posts financed ocut of extra
budgebary funds or from sugpomt funds, excepbtions could be
authorized within a maximum limit of 30 per cent whenever the
Secretary~General or the Assistant Secretary-General, Office of
Personnel Services, feels that it is nob possible to offer recruited
candidates a two-year contract. The difficulties to be ovarcome
here are the following:

temporary posts or posts financed frow
extra-budgetary funds do not,

in prineciple, make it possible %o
offer candidates recruited fow thesge poats a two-vear contrast.
Actually, a large proportion of temporary posts or posts financed
out of extra-budgetary fundes are held by personnel on che regular
Professional manning table. It is therefore possible, in a large
number of thase cases, Lo offer two~year contracts at the time of
recruitment Lo r-i/Pm‘ levels. All that is necessary here is for
the Organization bo undertake to replace the Profaessional officer
thus recruited in the event of the disappearance of the post befo
that date. Wwe feel thet such an undertaking could be given ia at
leaat 70 per cent 2f csases, Under these circumstances, it
proposed that the number of possible exceptions to recruitme by
competitive examination a4 P=1/F-~2 levels for these posbts should he
limited to the figure of 30 per cent already mentioned.

re

el
is
ent

30. The General Assembly might finally decide:

{a} That For all recruitment at P-1/P-2 levels involving
excaptiong bto the compebtitive examination rule, writien tests would
be organized snabling the candidates chosen from the short lists for
recrultment to bhe corresponding posts to be tested. The
examination service would be responsible for preparing tests
such occasions in advance and arranging for the practical
organization of the examinations.

for

{b) Thab the Secretary-General would each year report to the
Assembly, in the report on the staff situation, concerning the
circumstances in which exceptions to the recruitment by competibive
examination to levels P-1/P-2 had been authorized.

{b} Method of drawing up lists of successful candidates in the
external national competitive examinations, and planning
of the examinations

31. Annex 1 indicates that the examination boards have taken care,

whenever they deemed it possible, to place on a 1ist the names of a
number of candidates not immediately assigned to reserved posts but
recommended for subseguent recruitment. The number of these
candidates varies with each competitive examination between one and
eight, and the tobtal number amounts to approximately 75 per cent of
the total number of reserved posts. This inclusion in reserve lists

The other
cases of
recrulitment
would invoive
written tests
and anaccount
of excspbions
would be given
to the
General
Assembly.


http://sv.cn

Use of the
regerve list
AyShen ...

eoo wWOULd
make it
pesgsible to
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n

has been done since 1981 by cocupabional groupe. The usz made of
the lists for the recruitment of candidates has ¢n the other hand
been exbtremely disappoinbing. In all, only elght csnildates were
recruited in 1981 and 1982 from the reserve iisbs {(two in 1981,

one for France and one for Japan, and six in 13%82: two for Brazil,
two Tor Italy, one for the Federal Republic of Germany and one for
the Ivory Coast}). Nor were we able ¢ ascertain whether Lhese
candidates had been recruited o replace obher successful candidabes
who had decided nobt Bo take up thelr pozts or whebther they had ceen
recruited in addition to succssaful candidates already assigned
posts. These figures show thab the reserve list system neesds Lo be
completely re-~0vganized.

32. The so-callad Vreserve 1list® problem, which might be better
deseribed as the probles of the List of successfu. candidates in
examinations, arises as follows: asincs bthe competitive
examinations are osrganized only once a year, it is necessary Lo
resolve Lhe question of the coincidence in the number of

availabls posts in the cocurse of a glvea year ah P=1/P=2 levels in
each of the existing occupational groups and bthe number of
candidabtes passing the examination in each of these groups. To
ensure this coincidence, the following may be envisaged:

- Advance resservation of avallabliez posts as and when they becone
vacant. This reservation has two practical difficulties - that of
unduly prolonging vacancies arising at the beginning of the year
preceding the examination, and that of identifving the vacancles,
gince informatiocn on this subject is "withheld", as indicated in
paragraphs 17 and 18 above.

~ Forecasts, made by calculating the figures for the previous
years and correcting them on the basis of the most recent
information, of the number of posts which will become available
during the curreni year. If such forecasts could be made, it would
no longer be necessary to reserve posts in advance, and in these
circumstances, sucecessful candidates would immediately be assigned
posts as and when vacancies arose. Unfortunately, such forecasts.
for each professional group cannot be made in a very precise manner,
s¢ that it is impossible to give successful candidates admitted on
the basis of such forecasts a guarantee of assignaent to specific
posta. The risk of making successful candidates wait too long is
also considerable.

33. In view of Lhe difficulties arising in respect of both these
methods {wholesale regsrvation of posts offered for competition or
advanced forecasts of posts to be filled), only a combination of
the two methods could make it possible bo obtain acceptable
results, in obther words to achieve a reascnable degree of accuracy
wibthout making either the departments or the successful candidates
walt too long. A sound system might bherefore consist of the
following:

-~ Reserving approximately half the posts which have become
vacant during the course of the year (all posts becoming vacant
six months prior co the date of the competition);
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- Offering Tor couwpebtitive examination z numbe anpioximately
twice that of the noshts reserced, so as Lo €ilL tie vacesncies
arising within a pericd ol 33 months Tollowing tre dale of the
competition, .m addition £ Lhose represepting Lie resemed
posts. 2/

34, If such a svsien were apniled in lis entlirar -, In- drawdach Plarnning of che
pointed out ir maragraph 22 - $he pratractinm of recrvitcos L diiays [2orpetitive
because of the addibicral :im= wnesded “op rese-vi-tr prsny ond examiratiors

holding compctitive exa mdvq?ﬂuqa a ronld b peance’ angidencbd g

shoulc be part

gince in half the ooees a5 Jeasd the sroblsm wom 1L be Yoarger arige, Iof recaivmans
It would ever %a prasible gra.wually., as aue whan ‘e sy"er sag LA,

perfected, Lo redunce the number of posts reserved 1 aivance apd ro
arrive ultimavzly at g aygtewm bw whoch a Tist ~w be aparm e of

available sicressfl candidates shose recruitment ,ould take placs

immediately the moment a wacancy =ocurred,

35. This system of forecashs should alsco make .t e
up a competition rrogramue over several years wiba'n
of the long~taerm recruifment rlan by Lhe esbabl.aimen
three rea-g “n agvance of 1igis 27 couwnbrass iy whidh B
competitive cromivatises ri’ L be hald. TFheze ¢ » &5 would be
provided wibh an 2nproyiiate idea of the numnbes O p“»“eﬁ witich
could be olffercy -5 rham. by ~coupational arousnsg o d *his sdvancs
indication would ernarie then tn pake bebher public Lty and o train
candidates hettep 4% the sare time 1L should »g »+ zelibl>-

Graduaily to increase the nuwber of counbriee ia whiolh che
competitive examinations sre reld each year;

To offer more poshs st sgch axsmination [in peoportuor b the
quotas of the countries in queshion);

Gradually to extend the ~xaminatinne bo counbtries s1vle
representation lg withir thei: cearrable range. While appraciating
the reason why the Office of Fersgnnel Servicer bag sines 1982
confined the examinziion to countries nobt reprasentad or undere-
represented,; narely as praviding an averllent oppotunity o neet
the wishey of the Caperal Assembly ag w0 the appl calioa of &
fairer geographlcal cisbtribution, sn sffort <hould new “e made to
extend the competitive examinsticus bo all counir.oes

This lasi suggesiion scena Lo nus o be justified by the fact
that the increase in the mumber o7 pogsts offered For coupstitive

examination each year as a resalb of fthe applizableor 07 the measures

2¢ An estimalz o' the =umher of vecroitmectn "o be env.osaged sach year is
furnished ir table T of the recruibment plan For 1983-198%., It proves tnat such
calculation is possible, However, it must Le keplt constanlly up to date. ITndead
such a forecast will only be seriousiv p@ssib&e stee the sreskdown of all existing
posts by cccupaticral zroups s rvade. In this respecl, it may be hoped that the
nt =2

Career Developmen 1d Placenent Unit which was recently rewrganized
Office of Peraonne
1

1
e
pessible (it showld Sn Cect have been completed sevepral monbhs agol.

webhin the

-
Servicnss will carry oat this indispendable task as rapldly as
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cecomnentad 3L0ve 8% ,aLld make 1. 0338 bis to reduze sy repudly the
nunber of countrias unger-reprasent.d or 2ot reprssented. These
measures seem Lo vs all Lhe rore Jurgenb .n thac tasy coald be a

means of gorrecting one of the aefechs in uwre oresent rethods, walep
in some small and nlghly-specialized occupzational groups such as
data processing leads to the recruir.ment of naticnals of one or two
countries only, thus running the risk of giving a2 monopoly among

the professional grouns to these couu.ries - whicn i1s clearly not
desirable.

{c} Broadening 28 the coupebitive sxwemination ani objenitrve
methods of vecruitment o the ?-3 lsvel

35. In paragraphs L4 and 16 above 42 saw pie avule thalt nad led to
recrvitment at P-2 level for P-3 pcgw. and the manipulations
ancoaraged by this opseratiocn (bransfers., ete.). 1L ssems to us
ighly des:irable, "or a varieby of concourdant veasons, to develop
objeativs meshods of recruibment a2t all levels: wnu zake a decisive
step in the direclion »f crgerizsbion o7 rrofs ssﬂonag careerz: Lo
put an end to the aouse described aoove: Lo increase considerably
the mumber of posts offered for competibion, and 2o ~7Trark
resclubely on the extension of the sxamirar Lons - L8 "=3 level.

7. The sinmplest and most comprehensive solunt ol mignt be Lo set

up for il cutaside recruitment ab P-3 ssvon. v.e  for all
nominations at Sl g sevel made oubsids Zhe 2cope >F internal
promobion frow F-L Lo P=3, 3/ a systew of recruztment using external

national exan . onat.ons ab P-2 level, tiough wibn tne following
aifferences:

&) <andidates would be required Lo produce avidence of
five vears professivnal experience in the occupational group for
teay were applying.

ih)  fhe unaiversiiyy gualificatlions cequired woule be raised to
the nininuem level of masber’s degree (M.L.) instead of the first-

level degree igacence or B.4,)

(s, Conseguentially, the age-linit for bhe compeblition would
be raised from 32 to 36 years, 2.g. for candidates meeting the
firat two conditions.

{d) Candidates for recruitment at P-3 level would git the
same examinablong as candidates for the P-2 leve., bub would also
have t0 pass a sopecial additional test relating to the

occupational group concerned and designed o previde evidence of a
level of professionzl compebtence h.gher than that for candidates at
P~2 level,

ﬁj For which no new procedure differiiag froum the present one would he

introduced.



- 17 -

38. Such a sysbem, which in .articular could be a.apted uc Ln2
level of the suboccupational grmups by prov.ding for the grec

selective test covering various specialities wobhl 0 Yhe otcumational
group concerned, wo.ld make i1t possible to receult bjeciively, with

a greater guarantee of level of qualifications tnan the direuct
recruitment system, candidates meeting the requirsvents Jo =3
level.

39, It seems to us nevertheless bhat a system of {hise kind sannob
be organ.zed without z perica of prepsrabion aad =2 mbab ou,
Unexpectad dilTiculities <an sris- which orly exper.zacc will
reveal. Thiz is why it seems to us posaible tv enviszgs a
progressive pian walch wouid cover:

The establisihment or an experipencal basis ol a0 §y&oal
proposed in paragraph 37 for one large OCCULALLONALl £ /1) UMY,
for example the numericallyv mesi important growp Loy ore
Administration;

The parallel
at P-% leval ¢f a
oceupational & su

establisamnent of writben tests (oo v er uwitoert
11 ocubside cenclidates iln another lardl.

¢ i =& bhe economishe gruup;

safe Loent., +f one

The QY‘adUa}. Eat~m3 Ll after two yearsa Uf:
e}
91 GC*VUL)QE»'L‘.Z.{WIVVE?

or other of the above sysbohs Lo cover all bo
groups,

40. The measures just advocauvsd wowld nelp Lo iul 3ase the oumber
of posts available foc¢ competiizve examinabion. The wumber of
outside recruitments abt P=3F ievel varies bebwesn 70 aad 30 oach
year; the number of recruitmencs ln tae general administration
occupational group alcae is approximately 17 aud n the sconomist
group, 30 to 35. In 211, therefore, it may he said that the
immediate applicatilon of propused measures would fesd 10 possibie.

To offer avout 100 places at the sxternal examinstlons
(85 to 100 at P=1/P=2 level, Lscause of the extension of the
competition to posts financed out of ex!ra-budgebary funas, and
15 at P-3 level)-

Gradually to prepare the extersion of objecb.v: raseultvent
measures in bthe forw of wriliteuy Lests to sapplemeal ths ora’ Tesbtsz
or interviews, by aprlyirg them to bhe excepbional cases whore the
competitive examinatlicn is »not ugsed at PalfPe?2 level and bo wae
occupational group of economists ab P-) leveli.

This would mesn a resolute movemeal bowards an entension of
cbjective recruitment methods v a grealer and grescer proportion
Y

of the total recruitments of profeseional stall, «2ol 3 view 5O
preparing for their subsequent wholesale asdoption For the aucle of

the Secretariat.

Various
methods could
he cestad lor
the two
largest
professional

groups, herare
their
applicacion
becamegeneral,



Resulis to bLe axpescted from the whole body of decisions advocated

The situation
in regard to
the examination
for G to P
promotion ...

431 . The measures justi advocated are complementary. Thev would

make it possible, among other things:

To ensure henceforth the observance of the resolutions already
voted by the General Assembly, and in particular resolution 35/210;

To transform radically the conditions governing the recruitment
of Professional staff, and consequently to improve decisively the
quality of the Secretariat;

Te interest all the Member States in the functioning of the
competitive examination system;

To prepare for the extension of the competitive examination
machinery to the United Nations system as a whole, with a view to a
decided modernization of this group of institutions.
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CHAPTER TI

THE COPETITTVE BXAMINALTON FOR MOVEMERY FROL ¢ 70 © JAVELORY

42. The situstion .n regawd 1c the coumpelitive sxaunrat_on .1
¢ to P promotior is diflerent I-ou lhat jusbt gesc.rbed 21 celasion
to the ex™ermsl nat.onal compstiilive esaminationi, » . w2 in T is
case the aumrer of mosts offerel Lo recrnitwent "~ ~iwiy- 220 &%
the leve. required by sesclation 25,210, Ihe quession Swed .m o
regard to this system of promoii-a are gquive il leoabh Lron wanse df?ié&ﬁﬂ From

we have just dealt with i:i tle [izs7 chapter. Shat ~»r the
external

43, It should he nnted flrst of a1 that as In e waf. ol "he ra*tions]

external competitisas, ﬁhe xam¢naticﬁ arzangemerLs wm e seoweeled lcowpesitive

sabisfactorily. THere ﬁﬁe varinatiors were at worade s"le Laiel, g evguivaticns,
!

and could be said o revresent & ﬁhervwcpon whick ~o o suoscran for

H

d '“O

ests a8ve hai to be rat- gt o

Ty
]
P
i
£

b
p
i

the f-rsh ~ine ever. ffe

&, [

. ; ;N |
time 2 a lavee numnocy 2. <S3atres.  this dvificult, nss reen !
ggtisfactoritey mearc e The raker of <entres vavytog niswesn §
eight and twe v« 4 cve. the 7eaTs, and corraspoodivpg respec. vely §

to bhetween 25 and . O Uy gvsiions. I'or the fow corpe lic v
examinations ﬁ@Ld i *w/is Lo, 1902 and 1983, e vumbor of
candidates was appreeyimziely 47 in eacn Instance (4hele 423 3
slight decline from 454 in 19740 to 32 L‘SE}M Lae »naghar of

posts cffered vavied hetweer 46 ann Y5, or ahour ore oot At
10 to 15 candidates {see anrex 2}

44, The allocaticn of porte sev aside for success! I cuna.da bes
by occupaticnal gromps was difforent from tnet 3L aticag!
competitive examinationss AD wew cent in tTha caze »f *he general
Administration group (as comparsa wivh 27 per ceml for he

)

national zompetitive evaminations), 12 per cent fox
group las against 60 per cent tou the nsiiocusl examinations,
& per cent for the Librarian grouwn, recruitmsut here beirg for
practical purvoses Jimived to this imbermal examin-tiop. T
zendency to reserve the posts 1 certeain groups b pr%f; renc
promoticn from inside is ecxplained by the quallficstions pos
by personnel ir category Z. Bubt it has some dAdgadvin aas
could only be removed by ewtending the oulsides compeciowy
examinations to all yposts st the &=1,/0-2 Lsvel,

( \L.‘
o
)
E
:‘r‘
.
\

45. Thre academic Lovel of canoidzvess was higher than {irste . evel
degree "licence” or L.A. 1n 24*n 27 cenl o7 casas. egual to that
level in 38,8 per ceni, ant lovrer an 3€.5 per zerd of casegg This
lagt siwation is ewplained Ty toe provisions ¢f vesniu 23/143,
which merely requires poglb-seco~dary adnvatioual @uaLif,”atiul
{plus five years' e: kerkenee)o

fzjm

éf In 1983%: Addis Apabe, fagndad, Rangkok, Rew York. Jeiusalewm, Santiage,
Vienna, Cenevra. 11 olher years, cenires were selt wp alsce atb Vexico Sity, Ismaliluis
3 4 w § ¥

Nairobi, Nicosis smd Buelrut.
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&, Annsw 2 ghows t,ﬁ raiﬂ “abionalities to whick Ths candidsies
and the successinl T 1ly all cases
they are frowm count i mnioh are wwl l-repres oY OVEr-
vepresented., In certain cases it is preclsely'%ecause of the
existence of this inbternal examination that the couniries remain
regalarly in the well or over-represented catbegory, which has the
affect of making it virtually impossible to crgenize outside
competitive examirations in those scuntries. This is one of the
drawhs cl% cf the system of internal promoticn. It should be noted,

howewer

4

Tnat ¢ tc ¥ promoticn as it tock place before the institution
of the prowcticon examinstion had exsctly *he sgme conssquences as
far as nationality was concerned

That the nationality of candidstes and of successfnl candidates
veflects proporbionally the present netionality distribution of the
whole of ﬁ e ereral Service category.

poy even®; here again, an Increase In the number of vposts
cherea for competition cutside cculd overcoms this drevwdack To a
Tre questicn | great eztent.
cen pe esked

nather 1t is { 47. Zike any change in sebiled hebates, the "ms~ifuticn of this
a system of internal exsminsticn has created wmsycnclicgicsl vifficolties. I

recruibtment | is oftben Torgotten that the Generel Assewoly set up this gsystem
or a system te gzet »id of manrfest avuses and serious shoricomings. 7/ O the
of prouction | other rand, 1t has seewsld regretisbhle, for exarple, that the new
e systen makes it less easy Than dif vhe previous system to reward
gtaff mewmbers who have spent & long career i the ssrvice but have
neither the qualifications nor the desire to sit the examination.
In cther words, the guesticr raised has been whether the system of
internal examicsitlons was a meil>cd of recruitment or & system of

vrometion.

46, A4 paper dated 12 August ;,83 {SMCo,/VIT/9) prepared by the
Joint Advisory Committee {JAL) at Eeadquar+ rsi New York for the
Staff Maragement Cc~ordination Compittee {SMCC) at its

severth sesaion In New York ir Sex aem%e“ 187 and envtitled

tflternatives to the Competitive Bxaminaticr for Movement from the
General Service and Related Categoriss to the Professiomal
Category® summerizes the problem in this respect very neatly. It
points out that any promotion syster. should:

Be part and parcel of a career development plan based on
clearly defined professional groups and g job classification
systems

Apply on a Secretariat-wide tasis:

Be as objective as possible.

In that connecvion, see for example the reports d[U/?EP/? /7,

5/
76/85 T7/4s 78/4.



- 2] -

It also points out that the crucial question ls whether the
movement from cne category te the other should be regarded as a
system of recruitment or of promotion., After locking at various
options, it recommends the examination of a dual system which would
address two groups smong the General Service staff:

Those who have reached the highest levels within their
category (ow alternatlvbuv have at least 15 years'® sgervice
their credit

o

Thoge who have acadenic
occupational group (P category) and five yoars!
group is the same as under the preseat syshem, T b Wil
academic level reouirement raised).

gualifications correspoaliing 5o an
experience (this
+tha

tests woald Te

2 "’"’)r

For each of the groups, difd
i}
congidered, in the first case mainily o

rent systems o
test the

ey | Ehalag=}

kT

acquired on the job, and in the second tr test the cacdidate's
technical and gereral gualifications. The paper explaing in

1
e ither

conclusion that this 32l oplicn ip any case regulien sivdy
and that essentisl ir o pution ls lacking.

49, The ideas exoressed in this paper sesn to vy o he of interest
and desexrve sericu. stody. Fowever, the problem ich arvises in
this connection appesas (o g to Ve wider still. The guestions
which the Institution of the competitive swaminz” . hies “hus

brought to light are concerned not merely with the specific matter
of how to move from G to P o*tngrym tut actually with the entire
concept of a2 staff policy for Jeneral Servize s%afl They alsc
indicate that the present policy is undochledly ill-defined.

50. This gquestion, pariicularly the pard concerred with career
development in the General Se=rmvice calegory, has ween vader
(‘

consideration foxr many years: but progress has
It would be tiresome to ¢1st all the documents 3
with this problem and all the wo-king groups which have stulied 1t
without reaching either conclusiuns that can be awplied, or
decisions. For more than 12 years, the Joint Inspaction Unit has
in report after report beern reccmuending the restroucturing of the
General Service category le.g. Tecommendztion No. of

report J’IU/R’EIP/’71/"7 of July 1971), and has time al=er iime called
for the adoption of an m"‘upa&lonam Qwuwps lis% of cavesr planning,
of a system of training, and of oeureh recruitment mebthods. Some
progress appesars b h& e been made in the Unﬂﬁfmuupdlﬁg of the
problem, in the formal adopilon of the above concenite and in the
study of certain aspects of the question. Receni proposals for
setting up two complementery G-6 and G-7 grades in New Vork are
certainly a step in the right lirections butb no over-all policy
has been either formulated ov put Into practice.

teen extrenely aslow.
lvich rave deal?t

AJ.?_

eso DU
nothing can
be regolved
finally
until a
system of
career
development
for Genersl
Dervice stafd
has beeun
established.
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5.. The CGeneral Service category In the United Nztions couprises
sbout 10,000 gtaff members. é/ These are broken dcwn a
spproximately 31.7 per cent in New York (3,116); 15,23 per cent
at Geneva (1,496)3 10.47 per cent at Vienna (1,029); 6.50 per
cent at Bangkok {438)3 5.32 per cent at Addis Ababa {523);
4,17 per cent at Santiago (410); in other words, nearly 74 per
cent at six dubty stations, the rest teing spread over a very large
number of countries throughout the world. The nationaiities
represented are those of practically all the countries, but in the
case of wmore than 65 per cent they are essentially those of a
dogen countries. Zf The only policy which appears to exist as
regards recruitwent is that of recruiting leccally; in other words
in the zones surrounding the duty stations., On the other hand,
apart from a few tests in shorthand and typing for secretaries
{tests varying according to the duty'stations)y there is no
objective method of recruitment and there are no principles which
ayply to the proporiions to be recruited at the begimners! grades,
nor rules concerning age, work experience or qualifications
required, While the cdd document may give reason to hope that
some progress has veen mades in defining occupational groups, it
does not appear thet the existing posts have been classified into
A& report by {such groups, let alone that career procedures have been established

the for each of the groups. Nor does there appear to e eny oubside
Secretary- system of training, either prior to recruitment cr of an in-service
General on kind.

these

problems 52 This means trat there is a long way to go to provide a

wounld make itisuitable status for this category of staff, which is of great
possible to Jimportance as regards the number of its members and the functions
clarify the {it serves. Asg everyone knows, one of the fundamental bases for

sibuation good management In arny administration znd in any large undertaking
and to lock |[is the existence of a beody of subordinate perscnnel fully trained
into and adeguately movivated by ifts career prospecis. In spite of the
sossible devetion of a large part of this personnel, and the often heavy
solutions. responsibilities entrusted %o it, the United Nations leaves much

t0 be desired in this direction.

§/ The statistics concerning General Service staffl would appear to suffer
from the same shortcomings as the staff statistics in general. For example,
the report on the Composition of the Secretariat (A/38/347 of 14 September 1983)
indicates for 30 June 1983 a figure of 8,218 gtaff members in the General
Services and 1,153 in other related categories, making a total of 9,371
(table 20), and another figure of 9,980 for staff belonging neither to the
professional category nor to that of experts (table 4)s whereas for
31 December 1982, report ACC/1983/PER/32 of 30 June 1983 published by the
secretariat of the Consultative Committee on Administrative Questions (CCAQ)
indicates for the United Nations a figure of 9,821 staff members in the General
Service category (tables 1, 2 and 17), and then, in ftables 11A and 11B, figures
of 7,707 General Service staff members paid out cof budgetary funds and 5,329 paid
out of non~-budgetary funds, or a total of 13;0%6.

zf United States, Thailand, Philippines, Ethiopia, United Kingdom, France,
Austria, Chile, India, Bangladesh, Switzerland, Xenysz.



- 23 -

53. For this reason it seems to us essential, before making any
proposal to the General Assembly for possible amendment of the
present system of competitive examinations for G to P promotion,
that the Secretary-General should let the Assembly lock closely
into the present situation of the General Service stall as a whole.
A study such as the Assembly might see fit to ask for on this
question should comprise at least the following informations

(a) A seriocus statistical basis including (for a recent date
but the same for all data):

The number of budget and non-hudget posts covering General
Service and other related stalif, with a breakdown By duty station
and by grade;

A list of recognized occupational groups and the number of
D
posts, with grades, assigned tc each of thems

The number of staff by grade {(with an indication of the
<
[

equivalences making it pQSSLOWe to add together the results for
the various duty stations)}, by length ol service, age ZLCUD,
nationality, occusational group, sex, level of academic

qualifications and Job experiences

The combinationg of these various characterisiics:

{JJ
(6]

Occupaticnal group, grads and length of servicey

Ceccupational group, age and length of service;
Occupational group, age and grade; etc.

Comparative data on the systems of G to F prowotion prior te
and following the iunstituticn of the competitive examinations

~

(same indications as sbove for the staff members promoted),
(b) Proposals concernings

Improvements in the methods of recruiting General Service
staff to achieve greater objectivity for each cccupational group;

The determination of age standards, qualificaiions,
recruitment procedures, etc. in each gxaap, including beginy
grades, for each occupational group. (This is pariticul v
important. It is not possible to organize the caveers of a category
of staff unless the recruitment proportions st the beginners' grades
and higher grades are clearly established. In generalg
desirable that the bulk of recruiitments are effected at heginners!'
grades);

near

Training m@chods applicable prior to recruitment, in the course
of recruitmert and for the preparation of the promotion examination,
at least at the eight most important duty stationss




-2 v" .

Career organization, including career pro ccedures in each
occupationai group: examination of the possibilidy of harmonizing
grades at the wvarious dubty stationsy and conditicns for promotion
to the highast grades:

ona

Posgible mcodifications of the system of G to P promotion,
inciuding a thorough study of a dual system of internal recruitment
(ﬂt a level equal %o that of the external competitive examinations,
gspecially in re“?ra to academic gualifications) and of promotion
in the case of staff members who have reached the highest grades.



-25 -

CHAPTER ITII
CONCIUSIONS AND RECCOMMENDATIONS

54. The establishment of a staff policy calculated *to provide the
United Nations with the high quality staff it needs is a long-term
undertaking. The staff policy reforms recommended by the Joint
Inspection Unit since 1971 have been implemented in part, sometimes
cautiously, more often with a slowness which serves no purpose and
can hardly be Jjustified. The balance-sheet to be drawn up today
is still only relatively in the black, so that it would seem
necessary to take one or two more steps in the right direction and
to speed up the tempo somewhat.

55. This balance-sheet has on the credit side:s

The institution and systematic implementstion of competitive
examinations for recruitment at levels P-1/P-2;

The definition of 14 occupational groups for the professional
staff categorys

The development and modernization of the recruitment rosters
for professional staff and project staffy

The establishment of a long-term recruitment plang

The work done on preparing a career development plan for
professional staff;

A rmmber of studies on the occupational groups foxr
General Service staff.

This report has described one or two of the phenomena which
must be placed on the debit side:

Resistance to the wholesale application of extermnal
competitive examinations and the continuation at P-l and P-2 levels
of recruitment practices which are not objective and areat variance
with resolution 35/210;

Difficulties in the implementation of a careexr development
system for professional staffy

The inadequacy of studies concerning General Sexvice staff,
the lack of a definition for this category of a career development
plan and an over-all policy.

56. The purpose of this report is to suggest to the

General Assembly that it give the necessary stimulus to get rid of
these shortcomings. The main recommendations in this respect are
the following:

MATN
RECOMMENDATTIONE




Recommerdation No. L

e

Recruitment zt P"a/v_z level, against any post {whether
establlsned temperary or financed cut of extra-budgetery funds, and
whateve 2] gra&e) should be by competitive examination; apart Ifrom
very’speOszc exceptions authorized bty the Assistant Secretary-
General, Cffice of Personnel Services, on behalf of whe
QecretarwaeneraL sunject to the limits and conditions lsgi
in paragraphs 28 and 29 and to the provisions defined in
paragraph 30.

Recommendation No. 2

The preparation of a 1ist of successful candidates at the
external nationsl competiftive examinations should be carried out
in accordance with the procedures described in paragraphs 31-34.

Recommendation No. 3

A plan for external national competitive examinations should be
established for a minimum period of three years within the
framework of the long-term recruitment plan in accordance with the
procedures described in paragraph 35.

Recommendation Noa. 4

The General Assembly might consider seeing to it that the
creation of new posts in budgets include a substantial proportion
of P-1/P-2 posis, so as to re-establish the normal pyramid of
Professional grades. It might also consider limiting or
prohibiting the reclassification of P-2 posts at higher levels.

Recommendation Noo, 5

As of 1 Janunary 1985, recruitments at P-3 level should follow
the methods defined in paragraphs 37-39, and these methods should be
fully applied from 1 January 1987 onwards.

Recommendation No, 6

The General Assembly might consider the possibility of
recommending the extension of the rules applicable to competitive
examinations toc UNDP, UNICEF, WFP and HCR.

Recommendation No. 7

The General Assembly might consider the possibility of
requesting the Secretary-General to provide a report on the
situation of General Service staff in the United Nations, in
accordance with the procedures defined in paragraph 53.
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Annex 2

| " Fumber of Main nationalities Number of posts by Number of candidates recruited | Main nationslities of .
i Date . . - . - . Academic level
g}@ candidates of candidates occupational group by occupational group successful candidates
L1979 434 Philippines 11 Admin, 18 | Admin, 21 USA 16 > MA 13
i Ush 65 Libx, 4 | Libr. 4 Philippines 6 R 14
§ France 31 Econ. 7 1 BEcon. 6 1ndia 4 LBA 21
; Thailand 29 Soc, 7 Soca 5 United Kingdom 4
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L
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