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Abbreviations 
Abbreviations of the names of the organizations whose staff are represented by 
FICSA members are not given here, but spelled out in the participants list, 
Annex 12 to the report of the Council. 

ACPAQ  Advisory Committee on Post Adjustment Questions  

AI artificial intelligence 

ASHI  after-service health insurance  

CCISUA  Coordinating Committee of International Staff Unions and 
Associations of the United Nations System  

CEB  Chief Executives Board for Coordination  

COVID-19 Coronavirus disease  
ETA Emergency Telecommunication Application 

FWA flexible working arrangements  

GS staff  General Service staff  

HLCM  High-Level Committee on Management  

HR Network  Human Resources Network  

IASMN  Inter-Agency Security Management Network  

ICSC  International Civil Service Commission  

ILOAT  ILO Administrative Tribunal  

JIU Joint Inspection Unit  

LGBTQI lesbian, gay, bisexual, transgender, and queer/questioning 
(one’s sexual or gender identity) and intersex  

LSSCs  local salary survey committees  

MEDEVAC medical evacuation 

MEDEVAC TF MEDEVAC Task Force 

MoU memorandum of understanding 

OECD Organisation for Economic Co-operation and Development 

OIOS Office of Internal Oversight Services  

OSLA Office of Staff Legal Assistance  

P staff  Professional staff  

Q&A session  question-and-answer session  

SWOT strengths, weaknesses, opportunities and threats  

TWG  Tripartite Working Group  

UN  United Nations  

UNAT  UN Appeals Tribunal  

UNDT  UN Dispute Tribunal  
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UNICC UN International Computing Centre  

UNISERV  United Nations International Civil Servants Federation  

UNJSPB  UN Joint Staff Pension Fund Board  

UNJSPF  UN Joint Staff Pension Fund  

UNSMS  UN Security Management System  

USAID United States Agency for International Development  

 

Terms for FICSA structures  
ExCom Executive Committee 

Standing committees 

FIELD Standing Committee on Field Issues 

GSQ Standing Committee on General Service Questions 

HRM Standing Committee on Human Resources Management 

LEG Standing Committee on Legal Questions 

PSA Standing Committee on Professional Salaries and Allowances 

SMR Standing Committee on Staff–Management Relation 

SocSec Standing Committee on Social Security/Occupational Health and 
Safety 

Permanent technical committees to standing committees 

PTC/GSQ  Permanent Technical Committee of the Standing Committee on 
General Service Questions  

PTC/PSA  Permanent Technical Committee of the Standing Committee on 
Professional Salaries and Allowances  

Ad hoc committees 

A&B Ad Hoc Committee on Administrative and Budgetary Questions 

SD Ad Hoc Committee on Strategic Development 
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Opening of the Council session 
Welcome from the FICSA President  
1. FICSA President Tanya Quinn-Maguire (UNAIDS) welcomed both experienced 
and new delegates to the 74th session of the FICSA Council, held virtually owing to 
the COVID-19 pandemic. The President thanked the FICSA Secretariat, as well as the 
staff association of WHO/EURO, which had originally planned to host the Council, for 
their preparatory work. In continuing to deliver through the pandemic, FICSA 
members had proved, once again, their value to their organizations, despite the 
limitations imposed by the pandemic and, in some cases, the loss of friends and loved 
ones.  

2. The Council observed a moment of silence to honour the memory and service of 
colleagues who had passed away or lost their lives while serving the United Nations 
(UN) and its specialized agencies. 

Opening statements from sister federations  
3. In July 2020, FICSA had signed its first tripartite memorandum of 
understanding (MoU) with its sister federations, the Coordinating Committee of 
International Staff Unions and Associations of the United Nations System (CCISUA) 
and the United Nations International Civil Servants Federation (UNISERV), in addition 
to its previous cooperative agreements with each. UNISERV President Steve Towler 
valued the privilege of speaking to the Council, and noted that partnership among 
federations enabled each to work more effectively than it could on its own. UNISERV 
would continue to work as one with its sister federations on such issues as salary-
survey methodologies, parental leave and a possible new contractual framework, 
aiming to ensure that no changes were made detrimental to staff interests. UNISERV 
would also continue to work closely with the International Civil Service Commission 
(ICSC) and the High-Level Committee on Management (HLCM). He wished FICSA a 
successful Council meeting. 

4. CCISUA President Stefan Brezina was prevented from addressing the Council as 
planned, and sent best wishes.  

Question and answer (Q&A) panel with ICSC and HLCM  
ICSC 
5. Attending the opening session as guests, ICSC Chair Larbi Djacta and HLCM 
Vice-Chair Kelly Clements addressed the Council, answering questions submitted by 
FICSA members before the session. The full statement of the ICSC Chair is available 
here.  

6. The ICSC Chair described 2020 decisions of the UN General Assembly in 
response to ICSC recommendations, and outlined ICSC’s upcoming activities. The 
Assembly had: approved the recommendations regarding the net remuneration margin 
and the base/floor salary scale; noted ICSC’s decision to increase danger pay for both 
internationally recruited and locally recruited staff; not increased the children’s and 
secondary dependents’ allowances; and decided to continue the pilot payment for duty 
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stations with extreme hardship in 2021 and requested ICSC to submit a further 
recommendation on it in autumn 2021.  

7. The next ICSC session had been tentatively postponed to May 2021; ICSC 
would share information on its format and final dates as soon as plans were complete. 
At the session, ICSC would consider topics including the pilot payment for duty 
stations with extreme hardship, review of the salary-survey methodologies for locally 
recruited staff, review of the post adjustment methodology and the operation rules, the 
education grant, geographical diversity, gender parity, age distribution of the 
workforce and measures to address non-compliance with ICSC decisions and 
recommendations. In the first half of 2021, ICSC had scheduled a number of virtual 
meetings including those of: the Advisory Committee on Post Adjustment Questions 
(ACPAQ) (March); working groups on salary-survey methodologies for locally recruited 
staff (February), parental leave (May) and contractual arrangements (June); and the 
hardship mid-year review (June). If conditions permitted, ICSC would conduct the 
cost-of -living survey in New York in summer, which would become the basis for the 
2021 round of surveys.  

Q&A: salary surveys 
8. Addressing questions submitted by FICSA members, the ICSC Chair listed the 
temporary measures taken by the UN to address the impact of COVID-19 on the 
process of updating local salaries in the common system. These included expanding 
the use of telephone, email and virtual contact with employers when face-to-face 
interviews were not an option, but comparators were willing to participate in UN 
surveys. When a minimum number of comparators did not agree to participate, both 
comprehensive and interim surveys had been postponed and salaries had been 
updated through the use of a wage or a price index or a combination of indices whose 
change over time paralleled the movement of local salaries. Different modalities in the 
methodology were used to achieve the goal of reflecting local conditions in the level of 
salaries in accordance with the Flemming Principle. 

9. ICSC saw local salary-survey committees (LSSCs) as essential in the salary-
survey process; they maintained their relevance by adjusting to developments in the 
methodology. As the full details of the revised process had not been finalized and 
the review of the methodology continued, outlining LSSCs’ specific responsibilities 
in detail was impossible. Nevertheless, ICSC had consistently confirmed that the 
important roles of the LSSC and other stakeholders would be adapted to 
incorporate any changes in the process. The working group on the review of the 
salary-survey methodologies had made the issues identified by stakeholders the 
basis for its agenda, was systematically reviewing those issues, was developing 
possible solutions that took account of stakeholders’ views and would address 
every issue identified in its recommendations to ICSC.  

10. Once the new methodology was approved, training materials would be 
developed for and training offered to LSSCs. The ICSC secretariat would train LSSCs 
at headquarters duty stations, and provide some general training workshops on 
revised General Service (GS) survey Methodology 1 for those who would be involved 
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in the upcoming surveys. The UN would be responsible for training LSSCs at field 
duty stations, and conducting regional workshops for duty stations surveyed 
under Methodology II. 

Q&A: child allowance 
11. A 50% decrease in child allowance for GS staff that did not apply to all duty 
stations in the same location (Brindisi, Italy) was a legacy issue. Different scales were 
operating at that duty station, based on those used in Rome and in Brindisi. While 
ICSC had established the Rome scale, the UN administered the Brindisi scale and the 
interim adjustments for both. Accordingly, should further clarification on that matter 
be required, the UN Secretariat could be contacted for further details as necessary.  

Q&A: post adjustment and cost-of-living surveys 
12. At its next session in March, ACPAQ would make final recommendations on the 
methodology for the compilation of the post-adjustment index, covering issues such as 
the post-adjustment index formula and aggregation procedures, weighting schemes for 
the index and its components, and procedures and guidelines for data collection and 
processing. ICSC had already approved a revised system of operational rules for 
application in the 2021 round of surveys. The review of both the methodology and 
operational rules had been conducted with the active participation of competent 
representatives of administrations and staff federations of UN organizations. 

13. Cost-of-living surveys were carried out every five years; the ICSC Chair believed 
that the 2021 round was needed to respond to significant shifts in expenditure 
patterns and price structures. It was time to refresh the data on both to more 
accurately reflect the cost of living of staff in various duty stations relative to New 
York. In the absence of a survey, using 2016 data, which did not reflect the current 
reality, might not be in the best interest of staff. 

14. ICSC had taken a range of measures to mitigate the impact of COVID-19 on the 
surveys. Those included special measures to protect the salaries of international staff, 
which would become unnecessary when cost-of-living surveys could be conducted 
again. In relation to new surveys, any mitigation measures would derive from the new 
system of operational rules, which would also target the current situation related to 
any impact of COVID-19 on the evolution of macroeconomic conditions on salaries. On 
WHO’s recommendation, the ICSC Chair had approved COVID-19-related danger pay 
for eligible staff. In addition, the mid-year and annual hardship review of duty stations 
in the African Region in 2020 took account of the impact of COVID-19 on living and 
working conditions. 

15. ICSC expected that conditions would improve sufficiently over the next few 
months to permit data collection. It had resumed data collection in November 2020 
and had successfully conducted several surveys since then.  

16. At its next session, ICSC was expected to approve ACPAQ recommendations on 
the methodology underpinning the post-adjustment system for the 2021 round of 
surveys. Then the preparations for the launch of the 2021 round of surveys would 
begin, and those would include active presurvey consultations with all stakeholders. If 
circumstances were favourable, the 2021 baseline survey was expected to be launched 
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in New York at the end of summer 2021, and then the full round would be rolled out 
to the rest of the headquarters duty stations in September/October. As in the past, 
ICSC would work with LSSCs of the duty stations concerned at every stage of the 
survey process.  

17. The COVID-19 pandemic had created a range of problems, including budget 
pressures on Member States. ICSC would continue to do its work in a transparent 
manner and address the issues raised by the pandemic, as well as seizing 
opportunities to ensure the future of the international civil service. That could only be 
achieved through complete collaboration among all stakeholders, including the three 
staff federations. 

HLCM  
18. In the first-ever address from HLCM to the Council, the HLCM Vice-Chair 
appreciated the opportunity to talk to staff representatives of UN organizations, 
particularly during a period of unprecedented challenges to public health. As a result 
of the pandemic, most staff had shifted to remote working, a medical evacuation 
(MEDEVAC) framework had been developed and organizations had made business 
contingency plans. The pandemic also represented opportunities to build back better, 
however. Member States would be under immense pressure to drive domestic recovery 
and expected the usual level of support from the UN. Needing to do more with less, UN 
staff had devised new ways to work and support Member States and staff federations 
had played a valuable role. There was an increasing need for long-term psychosocial 
support for staff, to which staff federations could contribute. The full statement of the 
HLCM Vice-Chair is available here. 

19. HLCM had created a Task Force on the Future of Work before the pandemic 
had hit, but it had tried to strike a balance between its original task and new needs. 
The Task Force had three work streams – remote work, agile contracts and enabling 
technology – and some had advanced faster than others, but staff federations’ full 
engagement in all was very welcome. While the contractual framework needed a 
reboot, no concrete proposal was on the table, as discussions were still at a very early 
stage; resources were not the driving factor; and the process would take some time. 
Any proposal would keep staff’s interests in mind. The Task Force was doing due 
diligence on all options; this was a long-term process. The UN needed to remain an 
attractive employer, and any proposal developed would not affect existing staff.  

20. Inclusive, multilateral consultation was essential to prepare properly for the 
future of the UN system workforce. Managers needed to build team spirit, and the 
work on the future of the UN system workforce needed to intersect with that on, for 
example, occupational safety and health, and a harassment-free workplace. The Chief 
Executives Board for Coordination (CEB) Task Force on Sexual Harassment was 
intended to create a zero-tolerance environment across the UN system. It had 
developed a range of tools and was using new data to seek the right balance between 
accountability and trust. In 2021, the Task Force would steer the UN to centre the 
response on victims/survivors, send out training materials to colleagues around the 
world and insist on their use, insist on UN organizations’ using existing tools against 
harassment, and consult and work closely on sexual harassment and related issues 
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such as abuse of authority. The Task Force and HLCM needed help from staff 
federations and members on tackling the cultural issues of organizations that were 
sometimes at the root of sexual harassment.  

Discussion 
21. In the ensuing discussion, the FICSA President welcomed FICSA’s opportunities 
for cooperation with ICSC and HLCM, through active participation in their task forces 
and working groups, particularly on such issues as the contractual framework, sexual 
harassment and the implementation of the mental health strategy.  

22. In view of organizations’ duty of care towards their staff, a speaker asked what 
measures would be taken to help staff in duty stations such as Brussels, Belgium, 
where salary surveys had not been conducted in some time.  

23. The UNISERV President welcomed the offers from ICSC and HLCM of 
cooperation with all staff federations, particularly on the contractual framework, and 
offered cooperation in turn in finding a way to help staff in Libya who were 
experiencing difficulties related to huge fluctuations in exchange rates and inflation.  

24. Chief of the Salaries and Allowances Division, ICSC Yuri Orlov said that ICSC 
had been in touch with the agencies responsible for surveys in the duty stations 
mentioned, and would supply the latest updates to FICSA in writing. While ICSC 
worked for the consistent application of the methodology in all duty stations, it was 
also discussing with counterparts and partners the expansion of the special measures 
to deal with issues such as those illustrated by the situation in Libya.  

Credentials  
25. FICSA General Secretary Evelyn Kortum (WHO/HQ) noted that 28 out of 29 full 
members were present. WHO/HQ had the proxy for WHO/EMRO. UNRWA was the 
only member in arrears. The list of participants comprises Annex 12. The FICSA 
General Secretary also welcomed associate and consultative members, as well as 
observers and guests from ICC, ITLOS, SKAO, UNICTF, and WMU. 

Election of Council officers, adoption of the agenda 
26. As officers for the 74th session, the Council elected David Barrett (WHO/EURO) 
as Chairperson, and Véronique Allain (SBCD) and Rajesh Mehta (WHO/SEARO), as 
the first and second vice-chairs, respectively. The Council also approved the 
appointment of Mary Stewart Burgher as rapporteur, and that of Tatiana 
Parkhomenko and Lionel Shen (IMO) as its polling officers.  

27. Further, the Council confirmed the appointment of Imed Zabaar (IAEA) as Chair 
of the Ad Hoc Committee on Strategic Development and Nizar Zaher (OSCE) as Chair 
of the Ad Hoc Committee on Administrative and Budget Questions.  

28. The Council adopted its agenda as presented.  
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Questions relating to membership status in FICSA  
29. The FICSA General Secretary welcomed UNFCU as a new member with 
consultative status as of July 2020. Two members with consultative status had 
withdrawn – BIPM and the United Nations Women’s Guild – and ITU had withdrawn 
as a full member subsequent to their stated intentions at the 2020 Council.  

Report of the Executive Committee for February 2020–January 2021  
30. The FICSA President gave an overview of the achievements of the FICSA 
Executive Committee as described in its annual report (see FICSA/C/74/4). The 
Executive Committee had represented the membership at 17 formal high-level 
meetings, most often of ICSC and HLCM but also of the UN Joint Staff Pension Board 
(UNJSPB) and the Fifth Committee, along with numerous informal meetings. Work 
with HLCM had focused on COVID-19: return to offices, administrative guidelines and 
staff vaccinations. the Executive Committee had worked with the Human Resources 
(HR) Network on the future of work, addressing agile contracts, remote working and 
digital solutions. The Executive Committee had participated in two meetings of the 
Forum on Occupational Health and Safety (OSH), which had so far had limited results 
to report. The FICSA President was an active member of the Mental Health Strategy 
Implementation Board, at which relevant standing committee contributions were 
raised to ensure that the Board provided guidance on practical implementation by 
organizations. The Inter-Agency Security Management Network (IASMN) was a highly 
technical body, at which UNISERV had represented FICSA’s interests. The Executive 
Committee sought a focal point from the membership to develop capacity on issues 
related to staff security within FICSA so that it could be able to fully contribute to 
IASMN deliberations.  

31. Interaction with ICSC was central to the Executive Committee’s work; it had 
taken part in the meetings of the working groups on local salary-survey 
methodologies, review of the post-adjustment operational rules and the mid-year and 
year-end reviews of field duty stations in the African Region to classify hardship/field 
duty stations. A good compromise had been reached on the operational rules for post 
adjustment and would be submitted to ACPAQ in March 2021. FICSA had advocated 
staff interests in a number of issues addressed by ICSC’s 90th session, including 
special measures for the COVID-19 pandemic (such as danger pay), problems with 
salary and allowance levels in various duty stations, and the contractual framework 
for UN staff.  

32. FICSA was an observer at meetings of UNJSPB and had delivered a statement 
on behalf of the three staff federations in 2020. One issue in 2020 was the effort to 
reduce the size of the Board. The Executive Committee advocated fair, equitable and 
appropriate representation of all stakeholders, and would keep members informed of 
developments.  

33. The review of the jurisdictional set-up of the UN common system was a time-
consuming ongoing issue. While responses from the membership had been limited to 
FAO, IOM and WHO, FICSA had members on both sides of the argument; 
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nevertheless, in principle, the Executive Committee would like to see status quo 
maintained. 

34. To increase cooperation with its two sister UN staff federations, FICSA had 
signed a tri-federation agreement with CCISUA and UNISERV in July 2020, which 
functioned in addition to its existing agreements with each. The aim was to enhance 
the federations’ capacity to represent and defend their members’ collective interests, 
including through joint statements and communications to interlocutors. The 
arrangement was delicate, however, and depended on the willingness of the federation 
officers involved. 

35. Other agreements included MOUs with FICSA lawyers, which had resulted in 
the resumption of legal tips of the month on the FICSA website. Those were a great 
training resource and highlighted key areas for staff representatives. FICSA had a 
long-running partnership with UN Globe; and UN Globe’s active members were invited 
work with the Executive Committee to raise its profile, as per past practice at FICSA 
Council. Further, more FICSA members should take advantage of its agreement with 
ILO ITC, which enabled them to access excellent training and facilities with a 10% 
reduction in cost. 

36. The discussion of cost-sharing for the FICSA President and General Secretary 
had been under way for over 25 years. The agreement was ready, and had received 
legal clearance, but its operationalization had unfortunately stalled. The Executive 
Committee strongly urged all FICSA members to work with their administrations to 
implement the agreement, to ensure that any FICSA members could nominate 
candidates to the positions of President and General Secretary, irrespective of size or 
financial capacity. 

37. Finally, the Executive Committee had through the Secretariat upgraded 
outreach to members and beyond, primarily through the website and social media 
such as Twitter, Facebook and LinkedIn. Materials on the website included FICSA 
communications, circulars and monthly newsletter. The FICSA Secretariat established 
recurring meetings every second month to increase consultation with standing 
committees, including regular consultation to follow up on Council recommendations 
with the General Secretary. The Executive Committee would further refine this process 
in 2021, to take the greatest possible advantage from new methods such as virtual 
meetings, and would work with standing committee chairs and vice-chairs to improve 
communications 

38. In the ensuing discussion, the Chair of the Ad Hoc Committee on Strategic 
Development urged FICSA members to inform themselves of issues and raise them 
with the Executive Committee, to ensure that it could represent staff’s views as fully 
and accurately as possible. Another speaker agreed with that perspective, and others 
urged the FICSA Executive Committee to engage further with members, perhaps by 
reporting quarterly rather than annually, as well as through virtual meetings or other 
forms of communication. A delegate applauded the Executive Committee’s efforts and 
asked whether, now that remote working was possible for all, the Statutes could be 
changed to allow to the General Secretary to be based outside Geneva. The General 
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Secretary agreed that remote working was possible, stressed that the current terms of 
reference of the General Secretary stipulate that the incumbent should operate from 
the same duty station as the FICSA Secretariat, which was currently Geneva. Face-to-
face contact remained vital, however, especially when events were moving as fast as 
they had in recent years, owing to the upgrading of the office procedures.  

39. An Executive Committee Member for Compensation Issues emphasized the 
importance of the jurisdictional set-up of the common system and urged more FICSA 
members to become involved, to keep in touch with the Executive Committee and to 
ensure their organizations were consulted. The chair of the Standing Committee on 
Legal Questions endorsed that view and urged the Executive Committee to be very 
careful in engaging with that sensitive issue.  

40. In reply, the FICSA President said that the location of the General Secretary 
was for the membership to decide, but also stressed the value of physical meetings in 
the General Secretary’s work and the possibility that the implementation of the cost-
sharing agreement could settle that issue. Particularly in view of the Secretariat’s 
reduced size, member participation, communication and constructive criticism were 
more important than ever. While the Executive Committee was indeed very careful in 
the discussions of the jurisdictional set-up, little negotiation had actually taken place 
thus far. The Executive Committee would continue to seek legal advice on this issue, 
but members’ advice was even more valuable. She welcomed opportunities for further 
communication with members, through increased meetings with head of delegations 
and any other means available.  

FICSA cooperation with the other UN staff federations  
41. The FICSA President reiterated that the tri-federation agreement had 
institutionalized closer cooperation and led to joint statements when all three were 
agreed. She asked members to communicate their views on and suggestions for the 
agreement.  

42. A speaker agreed that the effectiveness of the agreement depended on the 
positive attitude of federation officers, and commended FICSA officers for 
strengthening relationships with those of the other federations, particularly in view the 
weight of joint statements. Council took note of the cooperation agreement with the 
other two UN staff federations. 

Election of Executive Committee officers and regional 
representatives for 2021–2022  
43. The Council Chairperson announced the nominations received (in alphabetical 
order) for election to the Executive Committee for 2020–2021 (see 
FICSA/C/74/5/Add. 2). In plenary, the candidates briefly outlined the strengths that 
they could bring to the offices that they sought, and their priorities for the coming 
year. Table 1 lists the candidates for the Executive Committee and Regional 
Representative positions, and those who were elected. 
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Table 1. Candidates for the Executive Committee and Regional Representative positions, and those 
elected 

Offices Candidates (organizations) Those elected 
(organizations) 

General Secretary Cosimo Melpignano 
(UNGSC/UGSS) 

Cosimo Melpignano 
(UNGSC/UGSS) 

One Member for Compensation 
Issues 

Line Kaspersen (AP-in-FAO) Line Kaspersen (AP-in-FAO) 

Member without Portfolio Tracy Tollman (UNFCCC)  

Christine Tretter (WHO/HQ) 

Tracy Tollman (UNFCCC) 

Regional Representative for Asia  Rajesh Mehta 
(WHO/SEARO) 

Rajesh Mehta 
(WHO/SEARO) 

Regional Representative for 
Europe  

Juan José Coy Girón (AP-in-
FAO) 

Juan José Coy Girón (AP-in-
FAO) 

Approval of the decisions from the reports and the elections of 
chairs and vice-chairs of FICSA standing and ad-hoc committees  
44. Before taking part in the plenary sessions of the 74th Council, all delegates 
worked in FICSA’s seven standing committees and two ad hoc committees: the 
standing committees on Legal Questions, Human Resources Management, Social 
Security/Occupational Health and Safety, Conditions in the Field, General Service 
Questions, Professional Salaries and Allowances and Staff–Management Relations; and 
the ad hoc committees on Strategic Development, and Administrative and Budgetary 
Questions. In addition to meeting individually, the standing committees held three 
joint sessions on topics related to the future of work.  

45. Each committee debated relevant issues on their agendas, made 
recommendations on those issues for the Council to consider and drafted a report for 
the Council to consider. Comprising annexes 2–11, these reports list each committee’s 
membership, describe its deliberations on its agenda, give its recommendations and 
list the officers and core-group membership for 2021. 

46. As was customary, a member of each committee presented its report, 
recommendations and future membership to all delegates in the Council’s final 
plenary session. The Council took note of the committee reports, discussed and 
amended the recommendations submitted, and then adopted them as the decisions 
presented here. The Council also approved the Chairs and Vice-Chairs nominated by 
the standing committees for the period 2021–2022. 

Legal Questions  
47. The Standing Committee on Legal Questions addressed and made 
recommendations on a range of topics, including: following up on developments with 
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legal-protection insurance for FICSA members; the review of the jurisdictional set-up 
of the UN common system; opposing codes of conduct for staff that deviated 
significantly from the UN Code of Conduct for Legal Representatives and Litigants in 
Person; reviewing problems with the implementation of organizational rules on outside 
activities of staff; and taking a legal perspective on remote work. The last of those 
issues was the most challenging. In addition, responding to the proposed amendments 
to the FICSA Financial Rules, the Standing Committee on Legal Questions rejected the 
deletion of Article 10 on emergency funds, and the Ad Hoc Committee on Budgetary 
Questions approved those comments during its sessions (see document 
FICSA/C/74/A&B/CRP.2). The Standing Committee’s full report comprises Annex 2. 

Decisions 
• Staff associations should become familiar with the issues at stake and should 

take note of relevant FICSA communications on the subjects discussed, e.g. 
FICSA/C/73/D/2 on FICSA Executive Committee’s guidelines on neutral 
appeal instance process within the internal justice system.  

• The FICSA Executive Committee should prepare an updated list of 
organizations and agencies under the jurisdictions of the ILO Administrative 
Tribunal (ILOAT) or the United Nations Dispute Tribunal (UNDT)/the United 
Nations Administrative Tribunal (UNAT) and send it to staff representatives.  

• The FICSA Executive Committee should prepare a letter encouraging FICSA 
members to ensure that they are consulted by their respective managements 
on the review of the jurisdictional set-up of the UN common system, and to 
designate formal focal points to follow up matters relating to the review.  

• The FICSA Executive Committee should send a formal letter to all 
presidents/chairs of member staff associations/unions, encouraging them to 
secure legal protection insurance through FICSA where possible, and 
underlining that those FICSA members that signed a contract with Fortuna 
should be aware of the need to exercise due diligence in controlling ongoing 
cases, to ensure that no frivolous cases were filed. 

• Staff associations whose organizations fell under UNAT jurisdiction should 
insist that staff members have access to full Office of Staff Legal Assistance 
(OSLA) services, such that OSLA prepares their cases and pleadings for UNAT.  

• Staff associations should ensure that the UN Code of Conduct for Legal 
Representatives and Litigants in Person was used as a basis for their 
organizations’ codes of conduct. Should an organization seek to introduce an 
onerous code of conduct that departed significantly from the UN Code of 
Conduct, staff associations should consult the Standing Committee on Legal 
Questions, through the FICSA Secretariat, for assistance in raising objections 
against it.  

• Staff representatives should be aware of their organizations’ policies on 
outside activities of staff members, ask for clarification on the criteria for 
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the process of timely review and approval of those activities, and insist on 
transparent and consistent application of those criteria.  

• The FICSA Executive Committee should consistently advocate the 
development of overall administrative guidelines on arrangements for remote 
working, to cover issues relating to, for example, occupational health and 
safety, teleworking away from the duty station, changes in the terms and 
conditions of the employment contract, reimbursement of staff expenditures, 
insurance and post adjustment.  

Human Resources Management  
48. The Standing Committee on Human Resources Management tackled a range of 
important topics, such as agile contractual modalities and the value of the current 
contractual framework for the international civil service; the risks and rewards of 
enabling technologies and the need for a “human in control” principle; and the need 
for the harmonization of flexible working arrangements across the UN common 
system. The Standing Committee’s planned work for 2021 included cooperating with 
the Executive Committee to produce two one-page guides on flexible working 
arrangements and enabling technologies that would be available on the FICSA 
website. The Standing Committee’s full report comprises Annex 3. 

Decisions 
• FICSA and its member organizations should continue supporting the position 

that the current contractual framework in the UN common system was fit for 
purpose when participating in the discussions of both the HLCM Task Force 
on the Future of Work and ICSC. FICSA and its members should continue to 
dismiss the idea of the UN adopting any precarious contract modalities. 

• FICSA leadership should continue discussions on contract modalities with all 
stakeholders throughout the year and with FICSA members at the 75th 
Council, based on the white paper to be developed by the Executive 
Committee and the Standing Committee on Human Resources Management, 
using the Standing Committee’s research into organizations’ use of non-
regular personnel. 

• The FICSA Executive Committee should, with the support of the Chair and 
Vice-Chairs of the Standing Committee on Human Resources Management, 
produce a one-page document with relevant angles for FICSA to use in 
negotiations with the HR Network and HLCM on the enabling technologies 
work stream of the Task Force on the Future of Work. 

Social Security/Occupational Health and Safety  
49. The three main topics for the Standing Committee’s discussions were the 
implementation of the UN strategy on mental health, made even more important by 
the effects of the pandemic; the governance of the UN Joint Staff Pension Fund, 
including the current effort to reduce the size of UNJSPB; the need for a survey of UN 
organizations’ medical insurance plans, in order to determine minimum standards; 
and the continuing importance of after-service health insurance. A Standing 
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Committee working group planned further to refine the questions proposed for the 
survey on medical insurance plans. In view of the Council’s decision on the survey 
below, the working group would continue its work to finalize the survey throughout 
2021. The Standing Committee’s full report comprises Annex 4. 

Decisions 
• The FICSA Executive Committee should continue its collaborative efforts 

with UNJSPF and maintain its proactive participation in the meetings of the 
UNJSPB Participants’ Representatives Group. 

• The FICSA Executive Committee should maintain a presence on all relevant 
committees and engage at all levels in discussions related to the subject of 
staff’s mental health and well-being. 

• The FICSA Executive Committee should continue to follow up with the UN 
Joint Staff Pension Fund Secretariat to provide training for staff 
representatives on pension-related issues.  

• The FICSA Executive Committee should: 

o encourage staff representatives to join the pension committees of their 
organizations and to stay informed of developments; and 

o invite such staff representatives to attend meetings of the Standing 
Committee on Social Security/Occupational Health and Safety, which 
would permit it to report updates and developments to FICSA members. 

• The FICSA Executive Committee should launch a survey to determine 
standard procedures and best practices in place at the UN level to support 
staff representatives in their negotiations related to their organizations’ 
medical insurance plans.  

Conditions of Service in the Field  
50. The Standing Committee on Conditions of Service in the Field tackled four 
topics: the classification of duty stations by level of hardship, following on the work of 
the ICSC Tripartite Working Group; the results of the 32nd session of IASMN; the 
MEDEVAC framework during the COVID-19 pandemic; and the ICSC mobility 
framework, with emphasis on hardship duty stations. The Standing Committee’s full 
report comprises Annex 5. 

Decisions 
• The FICSA Executive Committee should continue its active involvement in 

all the meetings of ICSC and other stakeholders that are held to classify field 
duty stations according to their level of hardship. Further, in coordination 
with the FICSA standing committee chairs and vice-chairs and the regional 
representatives, the Executive Committee should launch a survey on specific 
issues related to local living conditions at hardship duty stations, taking care 
that colleagues based in the field, as well as staff representatives at 
headquarters, would have access to the survey.  

• The FICSA Executive Committee should include questions on local health 
facilities and services in the survey mentioned above, and provide FICSA 
members’ responses and experience to the ICSC Tripartite Working Group 
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(TWG) on Hardship Classification of Duty Stations, aiming to support an 
improvement of the assessments of health in questionnaires used in the 
annual review of hardship classification. 

• FICSA representatives should raise the issue of minimum standards for the 
security and accessibility in UN common buildings in all fora, including 
IASMN, as the opportunity arises. 

• The FICSA Executive Committee should work with UN Globe to identify key 
issues of concern related to security for lesbian, gay, bisexual, transgender, 
and queer/questioning (one’s sexual or gender identity) and intersex 
(LGBTQI) staff that might be raised during IASMN meetings. 

• The FICSA Executive Committee should request membership in the 
MEDEVAC Task Force, and support the establishment of a UN-system-wide 
communications mechanism to ensure that staff improve staff knowledge of 
the MEDEVAC process, and to ensure that the MEDEVAC processes are 
adequately included in and aligned with the hardship-classification 
framework. This should form an information packages for FICSA members 
based in the field. 

• In view of the discussion of the ICSC mobility framework, the FICSA 
Executive Committee should ascertain through a survey what mobility 
policies and processes FICSA members’ organizations have.  

General Service Questions  
51. The Standing Committee on General Service Questions discussed the progress 
of ICSC’s working group on review of salary-survey methodologies for GS and other 
locally recruited staff; and prepared its input for the joint sessions on remote work, 
agile contract modalities, and enabling technology (see below), particularly in the light 
of a study on the implications of digitalization and artificial intelligence for the 
international civil service. It adopted the recommendations made by the Permanent 
Technical Committee of the Standing Committee on General Service Questions 
(PTC/GSQ) on the former. The Standing Committee’s full report comprises Annex 6. 

Decisions 
• The FICSA Executive Committee should pursue the discontinuation of the 

use of dual salary scales in case of negative results of the salary survey. 

• The FICSA Executive Committee should; continue monitoring developments 
related to salary surveys globally, survey FICSA members to identify the duty 
stations lacking a mechanism for interim salary adjustments between 
surveys, and conduct research and provide technical assistance on putting 
forward proposals to establish such interim adjustments. 

• Although all LSSC training had been suspended pending the finalization of 
the review of the methodologies, FICSA members should identify LSSC 
participants in their organizations and start their training well in advance, at 
least a year before the date of a salary survey, once the new methodology was 
approved and the schedule had been made available. 
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• As soon as the methodology for salary surveys was finalized, FICSA should 
update its training materials and organize training sessions according to the 
new survey schedule. 

• In view of the impact on staff of digitalization and artificial intelligence (AI), 
the FICSA Executive Committee should advocate during discussions at high-
level fora: 

o equitable access to technology for all staff across the UN system, 
irrespective of grade or location;  

o a multidisciplinary approach to this issue by all relevant actors identified 
by the Executive Committee.  

Professional Salaries and Allowances  
52. The Standing Committee on Professional Salaries and Allowances focused on 
decisions made at the 90th session of ICSC, particularly on the gap-closure measure, 
compliance with ICSC standards for qualification requirements for Professional (P) 
staff positions, agile contracts and entitlements of staff working remotely. The 
Standing Committee’s full report comprises Annex 7. 

Decisions 
• The FICSA Executive Committee should: 

(a) prepare, preferably in a tabular format, a document highlighting the 
differences between the old and the new operational rules agreed, by the 
ICSC at its 90th session, once ACPAQ adopted it; 

(b) organize training in the methodology and operational rules for post-
adjustment calculation for interested members of the Standing Committee on 
Professional Salaries and Allowances and share with them the example 
simulations available; 

(c) encourage FICSA member organizations to actively participate in and provide 
input to cost-of-living surveys and related matters. 

• The FICSA Executive Committee should participate in the discussions of the 
ICSC TWG and the HR Network, remain vigilant, actively keep the 
membership informed of the proceedings of ICSC and HLCM on this matter, 
and seek input from members on any type of proposed contracts that might 
affect staff benefits.  

• To the extent possible, the FICSA Executive Committee should reject any 
proposal made by ICSC or HLCM that would negatively affect the conditions 
of employment and relevant benefits, entitlements and allowances of staff.  

• The FICSA Executive Committee should provide information to member 
organizations on the status of the changes to the education grant proposed 
by ICSC, as part of its workplan for 2021. 

• The FICSA Executive Committee should discuss in detail with affected 
members in Montréal their specific concerns related to the education grant, 
with a view to identifying options to raise with the relevant bodies. 
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Staff–Management Relations  
53. The topics addressed by the Standing Committee included a report on the 
results of FICSA survey on arrangements for staff associations, the cost-sharing 
scheme for release of FICSA officers, the state of staff–management relations in 
various UN organizations, and staff associations’ potential to serve as a bridge between 
staff and management in relation to remote working arrangements and to help their 
organizations deal with financial issues. It also discussed collaboration with 
management on policies dealing with whistle-blowing, bullying, abuse of authority and 
fear of retaliation. The Standing Committee’s full report comprises Annex 8. 

Decisions 
• The FICSA Executive Committee should send a standard form, created by a 

working group of members of the Standing Committee on Staff–Management 
Relations, to member organizations for completion on a recurring/annual 
basis. The form would: provide feedback on the status of a staff association’s 
arrangements within its organization, monitor developments in staff–
management relations (deterioration, stability or improvement), help to 
identify best practices and provide useful statistics.  

• The FICSA Executive Committee should continue to work with the HLCM 
working group on sharing the costs of securing the release of the staff serving 
as FICSA’s two full-time officers – President and General Secretary – and 
encourage members whose organizations were not participating in the 
agreement to contact the FICSA Secretariat for more information on how 
their organizations could become part of that agreement.  

• The FICSA Executive Committee should advocate to HLCM and in other fora 
the consistent implementation across all UN organizations of the best 
practice of 60 days accrued leave payable upon separation. 

• The FICSA Executive Committee should encourage staff association 
representatives to be an integral part of their administration’s decision-
making processes on all alternative/remote working arrangements to ensure 
the interests of staff are well represented. 

• The FICSA Secretariat should alert the membership to the need for all staff 
association representatives to ensure they proactively seek information on 
the financial status of their organizations, in order to play an active role and 
be part of any potential solutions.  

• The FICSA Executive Committee should collect good practices via a survey 
developed by the SMR working group on bullying, misconduct, and unethical 
behaviour. 

• FICSA member organizations should take advantage of all available training 
related to bullying and harassment, including that offered through FICSA.  
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Joint sessions on the future of work  
54. The FICSA standing committees held joint sessions to discuss issues of concern 
to all, the three work streams of the HLCM Task Force on the Future of Work: remote 
work, agile contracts and enabling technologies. HLCM had already issued a draft 
policy on the first of the three. As to contract modalities, the standing committees 
found that the current framework was still fit for purpose. The full report on the joint 
sessions comprises Annex 9. 

Decisions 
• FICSA members should inform the FICSA Secretariat of developments related 

to the future of work in their organizations. 

• The FICSA Executive Committee should formalize the relationship with the 
UN International Computing Centre (UNICC). 

• The FICSA Secretariat should organize virtual “Ask the FICSA Expert” 
sessions on the three work streams of the HLCM Task Force on the Future of 
the UN System Workforce. 

• The FICSA Executive Committee should propose to HLCM that it develop 
guidance for the UN common system that is based on the European Social 
Partners Framework Agreement on Digitalization.  

• The FICSA Executive Committee should continue to raise the importance of 
the consistent implementation of the UN strategy on mental health across 
the common system in all fora. 

Ad Hoc Committee on Strategic Development  
55. The Ad Hoc Committee on Strategic Development reviewed the structural 
changes in the FICSA Secretariat as a result of the functional review; explored FICSA’s 
need to call upon the resources in the wider membership, as well as those of the 
Secretariat; welcomed FICSA’s closer cooperation with its two sister staff federations, 
CCISUA and UNISERV; and reviewed FICSA communications and the need for 
stronger engagement by staff in their staff associations/unions. The Ad Hoc 
Committee’s full report comprises Annex 10. 

Decisions 
• As the unprecedented circumstances resulting from the COVID-19 pandemic 

made proposing any changes to FICSA’s budget structure premature, the 
FICSA Executive Committee should monitor budget performance in 2021 and 
provide an analysis and recommendations for consideration by the heads of 
delegations before the 75th FICSA Council. 

• The FICSA Executive Committee should survey the membership and use the 
results to establish a knowledge inventory, which should be updated at least 
every two years.  

• The FICSA Executive Committee should establish a working group to analyse 
the causes of staff members’ lack of engagement with staff 
associations/unions and to develop a strategy to help motivate staff to 
become more involved.  
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Administrative and Budgetary Questions  
56. The full report of the Ad Hoc Committee on Administrative and Budgetary 
Questions comprises Annex 11. 

57. The Ad Hoc Committee considered developments since the 73rd Council; 
proposed amendments to Articles 2, 9, and 13 of the Financial Rules, as shown in 
Appendix 2 of Annex 11, in order to complete the implementation of 73rd Council 
decisions 33–35; addressed the establishment of the FICSA Training Fund, including 
establishing its terms of reference and guidelines for the level and use of the Fund and 
their incorporation into the Financial Rules; and reviewed the financial reports for the 
year: the audit report for 2019 (FICSA/C/74/A&B/1), the Treasurer’s report for 2020 
(FICSA/C/74/A&B/2), the report on all funds (FICSA/C/74/A&B/3) and the report 
on contributions received (FICSA/C/74/A&B/5).  

58. The Ad Hoc Committee agreed to set up a working group to improve the 
formatting of the financial statements.  

59. The Ad Hoc Committee presented to the Council the proposed budget and the 
scale of contributions for 2021 (documents FICSA/C/74/A&B/4 and 
FICSA/C/74/A&B/6; see also Appendix 3 and 4 to Annex 11, respectively). The 
budget of CHF 431,179 proposed for 2021 showed a reduction of 16% from 2020, 
owing to the impact of the pandemic and as a result of more efficient use of available 
resources. The budget for 2021 was exceptionally low, due to COVID-19, and an 
increase of 20–25% could be expected in 2022, as new norms were adopted.  

60. The Ad Hoc Committee also discussed other possible revenue streams for 
FICSA, in addition to membership dues, including sponsorship and activities.  

Decisions 
• The 74th Council renamed the Terminal Indemnity Fund as the Termination 

Indemnities and Installation Fund.  

• The 74th Council would write off a total of CHF 34,000 spent on financial 
support for legal costs, as these funds would not be recoverable (see 
document FICSA/C/74/A&B/3 for a detailed explanation).  

• Further to the 73rd FICSA Council’s decision D/34, the 74th Council set up a 
new Reserve Fund separately, as per the terms of reference defined, and 
approved the changes to the financial rules proposed in Appendix 2 to Annex 
11.  

• The Council agreed that FICSA should write off the outstanding CHF 2,300 of 
outstanding membership dues of UNWG Rome, which had resigned its 
membership. 

Draft programme and budget 2021–2022 and membership contributions to FICSA for 2021  
61. The Council took note of the proposed budget, and adopted the budget shown 
in Table 2 (see also Appendix 3 to Annex 11) and the scale of contributions (see 
Appendix 4 to Annex 11). 

Table 2. Summary of FICSA budget for 2021–2022 
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Chapter Content Amount (CHF) 

1 FICSA representation 53,600 

2 FICSA Council and the 
Executive Committee 

6,000 

3 FICSA administration  371,579  

 Total budget 431,179 

 

62. In addition, the Council approved the use of CHF 25,000 to cover the cost of 
discounts offered for early payment of dues, which was reflected in the budget, and 
the use of a further CHF 50,000 from the fund balance against the budget proposed 
for 2021, which would result in membership dues for 2021 being kept at a similar 
level to 2020.  

63. In view of the anticipated increase in membership dues for 2022, The FICSA 
Executive Committee would meet with heads of delegations on that topic before the 
75th Council.  

Date and place of the next Council session  
64. The General Secretary announced the date and venue for the 75th Council 
session: 1–4 February 2022 at the IAEA premises in Vienna. Pending further 
discussions with the FICSA membership, the 75th Council was likely to be a hybrid, 
combining virtual and face-to-face sessions. Various possibilities were raised for the 
venues of the 76th and 77th Council sessions, and would be followed up during 2021.  

Other business and the closing of the session  
65. As the Council had no further business, the FICSA President thanked the 
General Secretary, the members of the Executive Committee, and the Secretariat for 
their work, including efforts to prepare for the session; the Chairperson for his hard 
work; and the delegates for all their efforts. In particular, she thanked the outgoing 
General Secretary for her considerable contribution to FICSA’s work, as well as to the 
outgoing Member for Compensation Issues and Member without Portfolio. Special 
thanks were owed to the officers and members of the standing and ad hoc committees 
for adapting to work in virtual meetings.  

66. The FICSA General Secretary extended her thanks to all for their cooperation 
and contributions, including the FICSA interns, and welcomed the new General 
Secretary and the Executive Committee members. She suggested, for example, that 
standing committee chairs should meet with officers and members between Council 
sessions.  

67. The Chairperson thanked the Council members for their contributions to the 
success of the session. and closed the 74th session of the FICSA Council. 
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Annex 1. Plenary Programme for the 74th FICSA Council 
1. Opening of the Council Session 

• Welcome statement from FICSA President 

• Opening statement sister federations (CCISUA – UNISERV) 

• Q&A panel with ICSC Chair and Chair of HLCM (questions submitted in advance) 

2. Credentials 

3. Election of the Chair and Vice-Chairs; approval of the appointment of the 
Rapporteur  

4. Adoption of the agenda 

5. Presentation of Candidates  

6. Organization of the Council’s work 

• Election of the Chairs and Vice-Chairs of the Ad hoc Committees on Strategic 
Development and Administrative and Budgetary Questions 

7. Constitutional matters 

8. Questions relating to membership status in FICSA (changes in membership) 

9. Report of the Executive Committee for 2019–2020 (February 2020–January 2021)  

10. FICSA cooperation with the other staff federations 

11. Election of the Executive Committee Officers and Regional Representatives for 
2021-2022 

12. Approval of the decisions from the reports and the elections of chairs and vice-
chairs from the standing committees 

(a) Legal Questions 

(b) Human Resources Management 

(c) Social Security/Occupational Health and Safety 

(d) Conditions of Service in the Field 

(e) General Service Questions (including PTC/GSQ) 

(f) Professional Salaries and Allowances (including PTC/PSA) 

(g) Staff/Management Relations 

(h) Joint sessions on the Future of Work 

13. Ad Hoc Committee on Strategic Development 

(a) Report of the Ad hoc Committee 

14. Administrative and budgetary questions 

(a) Draft programme and budget 2021 – 2022 The scale of membership contributions 
to FICSA for 2021 
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15. Date and place of the next Council session 

16. Other business 

17. Closing of the session 
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Annex 2. Report of the Standing Committee on Legal Questions 
Introduction  
1. The Standing Committee on Legal Questions (LEG – see Appendix 1 for 
participants) met on 14 and 16 December 2020 to address the agenda that it adopted. 
It elected Shaina Erika Seki (FICSA Intern) as its Rapporteur.  

Follow-up from the 73rd Council decisions: legal protection insurance  
2. Further to the discussions held at the 72nd and 73rd FICSA councils regarding a 
collective legal insurance contract for member staff associations/unions and their 
membership, the FICSA General Secretary (WHO/HQ) presented an overview of the 
conditions of global insurance that had been negotiated with Fortuna Insurance as a 
result of decision D/1 from the 73rd FICSA Council (FICSA/C/73/D/1). The section of 
the FICSA website on Legal Protection Insurance contained all relevant information. 
By virtue of the master contract, all contracts with FICSA member organizations would 
start from 1 October 2020. 

3. Members of the FICSA Executive Committee (ExCom) stressed that the 
premium should, in principle, remain the same; nevertheless, Fortuna would regularly 
review the premium with each of the signatories. The premium should only change if 
there were a major issue with claims or excess cases, in which case Fortuna should 
bring that to the signatory’s attention. Staff associations should refer to the FICSA 
webpage, which included information on this issue and manage cases accordingly. 
Only cases accepted by Fortuna would be counted in calculating the premium. Cases 
that were withdrawn before reaching a stage where Fortuna incurred costs, or that 
Fortuna refused to cover would not be counted.  

Conclusions 
4. Interested member staff associations/unions needed to email the FICSA office 
(ficsa@un.org) to send the names or numbers of members interested in joining 
Fortuna insurance. 

Recommendations  
5. LEG recommended that the FICSA ExCom should send a formal letter to 
all presidents/chairs of member staff associations/unions, encouraging them to 
secure legal protection insurance through FICSA.  

6. LEG recommended that the FICSA ExCom should ensure that those FICSA 
members that signed a contract with Fortuna were aware of the need to exercise 
due diligence in controlling ongoing cases, to ensure that no frivolous cases were 
filed.  

Review of the jurisdictional set-up of the UN common system  
7. The Chair described the ongoing review of the jurisdictional set-up of the UN 
common system, which was decided following UN General Assembly resolution 
74/255 – United Nations common system, and encouraged participants to read 
FICSA’s communications for more details. 

8. In the ensuing discussion, a speaker called for the governing bodies of the 
specialized agencies to be consulted on the review and on any proposals affecting the 
current jurisdictional set-up of the United Nations common system before the UN 
General Assembly could make any decisions, as it was important for the governing 
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bodies to assess any alternatives to the current jurisdiction. The best way forward 
would be to establish a working group to further examine different modalities for the 
jurisdictional set-up and make a recommendation to CEB for consideration by the 
governing bodies of each organization.  

9. The FICSA President noted that FICSA had called for staff-association members 
to comment on the second draft report of the review of the jurisdictional set-up. FICSA 
had taken account of that input when preparing its review of the second draft report, 
which had had been sent on 10 December 2020.  

10. A speaker called the review of the set-up an important step towards restoring 
the consistency of the UN jurisdictional system, as long as the objective was to achieve 
a coherent international jurisprudence. Others thought that harmonizing the two 
systems would be difficult, due to the important differences between the ILOAT and 
UNAT systems. The review could result in a solution that was unsatisfactory for staff 
and would push the agencies dissatisfied with ILOAT rulings towards UNAT, and 
reduce the legal security of staff members currently under ILOAT. 

11. A delegate pointed out that the report on the review of the jurisprudence of 
ILOAT and UNAT did not provide any clear justification, although, as the report 
indicated, the review did not reveal divergent case law. The problem lay less with the 
set-up or ILOAT judgements, than with ICSC, which had been found to have acted in 
breach of its Statute.  

12. A further speaker recalled that universal changes to the jurisdictional set-up 
had previously been considered but were ultimately not pursued, and encouraged 
FICSA to use the findings of those past reviews to inform comments on the new review 
as to why changing the status quo was not recommended.  
13. The discussion shifted to focus on the question of whether UNAT favoured 
management while ILOAT tended to rule in favour of staff. Although the UN had 
conducted no official comparative study, some external studies had suggested that the 
UNAT tended to rule in favour of the administration. Several participants pointed to 
other reasons why management might favour UNAT more. For example, UNAT could 
not question decisions made by a governing body, and did not explicitly recognize the 
doctrine of the acquired rights of staff. The exorbitant costs associated with bringing a 
case before ILOAT, versus the cost-saving package deal of OSLA services under 
UNAT/UNDT, contributed to some agencies’ willingness to move towards UNAT. In 
addition, OSLA was less willing to entertain cases against organizations.  

14. A delegate recalled that some organizations that had moved to UNAT had 
decided to keep their joint appeals boards; while UNAT considered such boards as a 
first judicial instance, practices such as having no oral hearings significantly 
weakened them, to the detriment of staff. A discussion ensued on the importance of 
accepting UNDT as a neutral appeal of first instance. OSLA services could not be 
leveraged without the organization being part of UNDT. Unlike ILOAT, UNAT would not 
award legal fees, as it assumed staff members had access to OSLA services. 
Nevertheless, various specialized agencies that were not part of UNDT did not have 
access to OSLA. Other protections available under UNAT, such as interim measures, 
were not available to staff of organizations that were not part of UNDT.  

15. FICSA had worked to increase the awareness of staff associations of 
organizations that were considering adhering to UNAT, of the requirement of a proper 
neutral first instance in the appeal process. It had issued guidelines for staff 
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representatives to defend the legal requirement of a neutral appeal instance process 
within the internal justice system (FICSA/C/73/D/2, communicated on 21 October 
2020). That included a recommendation for staff representatives to include UNDT as 
the most appropriate intermediary instance in case an organization were or would 
become part of the UNAT two-tiered system of justice. 

Conclusions 
16. Staff associations needed to become familiar with the issues at stake in the 
review of the jurisdictional set-up of the UN common system, and particularly take 
note of FICSA’s communications on the subject: FICSA Communications 64/20, 
68/20, 82/20) and FICSA/C/73/D/2 on the FICSA ExCom's guidelines on neutral 
appeal instance process within the internal justice system. 

17. Closer involvement by staff associations was necessary to ensure that staff’s 
interests were known and protected at every step of the process of the review. FICSA’s 
communications on the review of the jurisdictional set-up may not be enough for staff 
associations to become well-acquainted with the process. Designating a formal focal 
point in each staff association would enable such people to follow the process of the 
review closely and ensure that staff voices are included in the process by keeping in 
touch with the FICSA ExCom, which was involved in high-level meetings on the review 
of the jurisdictional set-up. 

18. FICSA ExCom opposed so-called forum-shopping by organizations, but 
stressed, to staff associations of organizations that sought to move under UNAT 
jurisdiction, the importance of ensuring that they had a proper neutral first instance. 
In that sense, UNDT appeared to be the most established option for providing a 
neutral first instance, and would allow staff members access to OSLA services. 

Recommendations  
19. LEG recommended that the FICSA ExCom should prepare an updated list 
of organizations and agencies under the jurisdictions of ILOAT or UNDT/UNAT 
and send it to staff representatives.  

20. LEG recommended that the FICSA ExCom should prepare a letter 
encouraging staff associations to designate formal focal points to follow up 
matters relating to the report on the review of the jurisdictional set-up of the UN 
common system, decided following UN General Assembly Resolution 74/255 – 
United Nations common system. 

21. LEG recommended that staff associations should become familiar with the 
issues at stake and should take note of relevant FICSA communications on the 
subjects discussed (e.g. FICSA/C/73/D/2 on FICSA ExCom's guidelines on 
neutral appeal instance process within the internal justice system).  

22. LEG recommended that staff associations should insist that staff members 
have access to full OSLA services when their organizations moved under UNAT 
jurisdiction, such that OSLA prepares their case preparations and pleadings for 
UNAT.  

UN Code of Conduct for Legal Representatives and Litigants in Person  
23. The LEG Vice-Chair presented the UN Code of Conduct for Legal 
Representatives and Litigants in Person. An important element of the Code permitted 
staff members to choose to be represented by an external lawyer or a person not 
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otherwise licensed to practice law, rather than using OSLA services, and set standards 
and ethics by which those legal representatives must abide. 

24. As a specialized agency and thus not directly subject to the UN Code of 
Conduct, WHO was attempting to introduce its own code of conduct for legal 
representatives. WHO’s draft code contained several onerous provisions that were 
absent from the UN Code of Conduct. 

(a) The cumbersome approval process required the responsible official of the relevant 
body within WHO’s internal justice system to recognize all representatives 
separately before proceedings could take place.  

(b) The authorization procedure prevented staff representatives from accompanying 
staff members during the investigative process.  

(c) Legal representatives could not previously have been employed by WHO before, on 
the claim of an apparent conflict of interest.  

(d) People who were not legal or paralegal professionals could not represent staff 
members.  

25. Those provisions effectively limited staff’s choice of representative. People not 
licensed to practice law may nevertheless be competent to represent staff on certain 
issues. Such people charged comparatively lower rates than legal and paralegal 
professionals; the former were more tenable for staff. Lawyers often had larger case-
loads and therefore might be unwilling to take on cases. Finally, legal representatives 
previously employed by WHO could be desirable for staff, because they were the most 
familiar with its policies and processes. For those reasons, WHO staff associations 
were attempting to push back against the draft code of conduct, as it impinged on 
staff’s rights to legal representation and freedom of association.  

Conclusion 
26. Consultation with LEG could help staff representatives if the administrations of 
specialized agencies attempted to implement a code of conduct that was as onerous as 
WHO’s draft code or that represented a significant departure from the UN Code of 
Conduct. LEG would aid staff associations in raising objections against the 
implementation of such codes of conduct. At minimum, staff associations of 
specialized agencies needed to accept codes of conduct that were similar to the UN 
Code of Conduct, as its provisions were even-handed and did not impinge on staff’s 
rights.  

Recommendation 
27. LEG recommended that staff associations should ensure that the UN Code 
of Conduct for Legal Representatives and Litigants in Person was used as a basis 
for their organizations’ codes of conduct. Should an organization seek to 
introduce an onerous code of conduct that departed significantly from the UN 
Code of Conduct, staff associations should consult LEG, through the FICSA 
Secretariat, for assistance in raising objections against it.  

Organizational rules on outside activities of staff  
28. After the presentation of a sample WHO policy on staff’s engagement in outside 
employment or occupations, LEG discussed the policies and procedures for requesting 
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approval of outside activities in various UN organizations. The discussion raised 
several general issues, including the following.  

29. The approval process for outside activities included assessment of requests to 
determine whether the outside activity were compatible with the staff member’s 
employment with the organization and organization’s interests and principles. What 
activities were considered incompatible was still subject to interpretation. This might 
prevent staff from employment in a personal capacity if the activity did not relate to 
their professional and technical competencies under the organization, and inhibit staff 
from taking on activities that would allow them to develop marketable skills or provide 
opportunities for career advancement. The approval process was often cumbersome or 
slow in handling requests, which could lead to lost opportunities. 

30. The policies applied to all staff, including those employed under part-time or 
50% contracts with their organizations. The latter must seek approval from their 
organizations to take on other employment. Nevertheless, it was not clear when staff 
members could accept remuneration from outside activities, or when remuneration 
would be approved by top management or be considered incompatible with staff’s 
status as employees of their organization and as international civil servants. 

Conclusions 
31. While staff had no explicit right to take on outside activities, the approval 
process needed improvement: for example, by implementing a time frame for approval, 
and clarifying what outside activities were incompatible with organizations’ interests 
and principles, to prevent arbitrary decision-making.  

32. The issues presented were intrinsically linked with the future of work at the UN; 
as growing numbers of staff had flexible or part-time working arrangements and as 
more were searching for job security. Staff representatives needed to establish 
communication with those in charge of the approval process for outside activities, and 
take note of the global framework on outside employment and activities in ICSC’s 
Standards of Conduct for the International Civil Service.  

Recommendation 
33. LEG recommended that staff representatives should be aware of their 
organizations’ policies on outside activities of staff members, ask for 
clarification on the criteria for the process of timely review and approval of 
those activities, and insist on transparent and consistent application of those 
criteria.  

Remote work from a legal perspective  
34. The Chair reviewed working remotely from a legal perspective, pointing out a 
study showing the gradually increases in the number of people teleworking over the 
years, and the importance of the global COVID-19 pandemic in prompting employers 
to fast-track the adoption of teleworking modalities. Organizations such as ILO had 
issued recent guidelines on remote working, provided to staff and management in 
2020 in the context of COVID-19. In addition, service notes and specific instructions 
issued to agencies and organizations during the pandemic acted as temporary and 
emergency regulatory frameworks. Such rules and regulations had not been sufficient 
to cover all the situations that had arisen.  
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35. In the discussion that ensued, participants indicated several pending legal and 
contractual issues related to working remotely during the COVID-19 pandemic. These 
included:  

(a) whether staff were allowed to telework away from their duty stations and what 
criteria organizations used to permit that;  

(b) what were the implications regarding income tax and social security payments 
when staff teleworked from a different country than that in which the employer 
was located; 

(c) how to request work visas and residency permits for staff teleworking outside their 
country of origin;  

(d) whether employees’ terms and conditions of employment would remain the same 
while teleworking and whether their overall salary and benefit packages would 
remain at the same level as before the pandemic; 

(e) whether organizations would reimburse their staff’s utility costs;  

(f) whether ergonomic equipment such as chairs should be considered work 
equipment and therefore reimbursable;  

(g) whether accidents while teleworking should be considered work related, or 
whether illnesses should be considered service incurred, and how insurance 
premiums would change to reflect that; and  

(h) whether some entitlements (e.g. post adjustment) would need to be adjusted after 
a cumulative period of full-time remote work outside the duty station. 

36. FICSA had raised many of these issues in its discussions with CEB when 
consulted on the drafting of CEB’s Administrative Guidelines for Offices on the Novel 
Coronavirus (COVID-19) pandemic: framework for the management of staff members in 
United Nations Common System Headquarters and Field Duty Stations.  

37. The FICSA President and General Secretary reiterated that FICSA had sought to 
ensure that the CEB guidelines included these issues, but noted that the current 
version did not address some critical issues, such as whether accidents at home 
should be considered work related.  

38. The FICSA President noted that such issues, particularly post adjustment, were 
intrinsically linked to the future of work in the UN. The HLCM Task Force on the 
Future of the UN Workforce was reviewing the contractual modalities of the UN system 
and considering flexible working arrangements in response to the COVID-19 
pandemic. HLCM had identified several elements that would need to be considered 
when developing the new model contract, such as whether entitlements may need to 
be adjusted for remote work outside the duty station. FICSA would raise those issues 
be brought up during the Council’s joint session on the future of work.  

Conclusions  
39. The COVID-19 pandemic had ignited a large-scale movement of the UN global 
workforce to start working remotely, and these exceptional circumstances had caused 
various related technical, financial, occupational health and safety, and legal issues to 
become apparent.  
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40. Neither the general rules of the UN system nor the specific regulations of each 
organization or agency covering remote work covered all the situations that had arisen 
during the global health crisis, so an adequate legal framework needed to be 
established to cover those situations in a consistent manner during and beyond the 
pandemic.  

Recommendation  
41. LEG recommended that the FICSA ExCom should consistently advocate 
overall administrative guidelines on arrangements for remote working, to cover 
issues relating to, for example, occupational health and safety, teleworking away 
from the duty station, changes in the terms and conditions of the employment 
contract, reimbursement of staff expenditures, insurance and post adjustment.  

Other business  
42. The Ad-hoc Committee on Administrative and Budgetary Questions sought 
LEG’s comments on proposals to update FICSA’s Financial Rules (FICSA Statutes, pp. 
21–22) regarding the establishment of new funds as per 73rd FICSA Council decisions 
FICSA/C/73/D/33 (Training funds) and FICSA/C73/D/34 (Reserve funds), and 
regarding the use of rebates/discounts as per 73rd FICSA Council decision 
FICSA/C/73/D/35.  

43. In commenting on the proposed amendments, LEG rejected the deletion of 
Article 10 regarding emergency funds. The Ad-hoc Committee on Administrative and 
Budgetary Questions considered and later approved those comments during its 
Council sessions. That was reflected in its Conference Room Paper 
(FICSA/C/74/A&B/CRP.2).  

Nomination of LEG officers and core group members  
44. The following delegates were nominated as LEG officers: 

• Gemma Vestal (WHO/HQ) as Chair 

• Andres Orias-Bleichner (WMO) as first Vice-Chair 

• Jakob Skoet (AP-in-FAO) as second Vice-Chair  

• Charles Forrest (IFAD) as third Vice-Chair.  

45. The following participants in LEG were nominated as members of the core 
group: 

• Susan Murray (FAO/WFP-UGSS) 

• Viera Seben (ICAO)  

• Birahim Fall (UPU)  

• Christine Tretter (WHO/HQ). 
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Annex 3. Report of the Standing Committee on Human Resources 
Management 
Introduction  
1. The Standing Committee on Human Resources Management (HRM – see 
Appendix 1 for participants) met on 12 and 14 January 2021 to address its agenda. It 
adopted an agenda and elected Fernando Russo (UNIDO) as Rapporteur.  

Agile contractual modalities and the international civil service  
2. During the meeting of HLCM in August 2020, the CEB Task Force on the 
Future of Work sought HLCM’s endorsement to proceed with the development of a new 
model contractual modality that would: 

(a) complement existing contract modalities; 

(b) support the UN in becoming a more agile organization; 

(c) provide personnel with transparency around contract durations and predictability; 

(d) enable career development and agility; 

(e) be simple to administer and to understand; 

(f) be financially sustainable for the organizations; 

(g) ensure appropriate cover for social-protection and duty-of-care provisions; 

(h) foster diversity and inclusion; 

(i) allow for flexible and virtual working arrangements; and 

(j) be fair and transparent, and ensure accountability. 

3. The Task Force’s scope of investigation included soliciting experiences from 
organizations, as well as best practices and benchmarks from the private and public 
sectors, and considering environmental factors. A key request was to explore options 
with sufficient flexibility for individual UN system entities to adapt the modality to 
their specific needs. Well-being in general, family care, part-time work, career 
development, mobility and compensation were most often cited as critical areas to take 
into account. 

4. HLCM based its discussion on ICSC’s review of the implementation of the 
current three types of contract: continuing, fixed term and temporary. The Interim 
report of the CEB Task Force on the Future of the United Nations System Workforce 
(CEB/2020/HLCM/16), submitted to HLCM as a conference paper, included the 
findings collected in a questionnaire circulated in 2019. 

5. While HLCM’s overarching ambitions were admirable, the conference paper 
failed to mention organizations’ other cited drivers of their pursuit of additional 
contractual modalities: 

• greater need for technical cooperation staff on extrabudgetary positions and 
positions funded with programme support income;  

• budgetary constraints; 

• budgets with zero nominal growth;  
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• refinement of temporary appointments; 

• alternative sources of funding; 

• quick deployment for accelerated project delivery outside of seasonal and peak 
workloads; 

• reducing obligations to long-term staff. 

Interestingly, some entities with sufficient funding and widespread political support 
had already found that existing “contractual arrangements continued to meet their 
needs”.  

6. A 2020 ICSC report, Contractual arrangements: review of the implementation of 
the three types of contracts (ICSC/90/R.3), on which HLCM based its work, noted 
recent trends that indicated the need for diversification in the use of contractual 
arrangements, including the rise of the gig economy and business models such as 
Uber’s, which had led to greater and more flexible opportunities for employers and 
employees around the world. HRM agreed that that staff unions and associations of 
civil service bodies needed to reject that trend in its entirety, even though it was 
already a reality in many organizations’ overuse of irregular employment practices. 
Noting HLCM’s guiding principles, HRM concluded that the gig-economy approach was 
in any case incompatible with the Task Force’s ambitions.  

7. HRM noted that the work going forward on the new model contract would need: 

• to consider lessons learned from COVID-19, in terms of both opportunities and 
risks; 

• to build a stronger foundation for the UN in the longer term; 

• to be financially sustainable, and to include efforts to provide transparency on the 
financial implications of the proposal (including potential savings); 

• to consider fully virtual or non-location-specific contracts that explore cost-savings 
as a result of not granting expatriate entitlements; 

• to be developed in consultation with relevant stakeholders, including staff unions 
and ICSC; 

• to embed considerations of the diversity of the workforce, to ensure that no 
particular group was left behind, including such dimensions as: nationality, 
gender, ethnicity, age, dis/ability, sexual orientation, marital status, parental 
status including single, childless or childfree status, religion and hierarchical level; 

• to permit virtual work locations when an organization wants to maximize mobility, 
and flexible working arrangements to allow a staff member to work from a different 
location (post-adjustment work-around); 

• to be voluntary, allowing organizations to choose whether to participate. 

8. HRM appreciated seeing that a role for the staff union was considered from the 
start in negotiating the new contractual modality, which indicated the seriousness of 
political leadership’s consideration of the endeavour. HRM questioned, however, the 
necessity of an endeavour originating from financially and politically challenged 
organizations.  
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9. As all staff associations’/unions’ primary objective was to protect the interest of 
their constituencies, HRM thought that continuing FICSA’s conservative stance on the 
definition international civil servants was entirely appropriate. The term was over 100 
years old, and the core concept relied on a service that catered to multilateral needs, 
rather than those of individual countries. Imminent challenges, such as climate 
change, and emerging ones, such as new digital technologies, increased the need for a 
high-quality civil service. In addition, UN staff provided continuous service to world 
and were not a pool of individual experts. The core work of UN staff was enshrined in 
Article 100 of the UN Charter:  
 
In the performance of their duties the Secretary-General and the staff shall not seek or receive 
instructions from any government or from any other authority external to the Organization. 
They shall refrain from any action which might reflect on their position as international officials 
responsible only to the Organization.  
 
HRM therefore could not support notions that would make employment overly reliant 
on short-term budgets and extrabudgetary resources, when advocated by Member 
States and other stakeholders expecting that such a business culture be replicated in 
the United Nations common system. 

10. While phrases such as “being flexible to better serve our Member States” were 
popular and familiar, in reality UN staff did not serve Member States, but the mission 
they had chosen. Similarly, national civil services served their constitutions, not the 
current political leaders. The principle of independence from national governments 
was why executive heads enjoyed full diplomatic immunity, and staff travelled with 
laissez-passers. 

11. Looking at how Member States deployed their civil services, HRM found a 
distinct employment framework for statutory civil servants across all Organisation for 
Economic Co-operation and Development (OECD) countries, while private-sector 
labour law governed other personnel, such as government employees, and 
consultants, who enjoyed a different set of employment conditions. Deviations in 
conditions entailed compensation, pension, health benefits, access to training and 
career progression. Most national administrations had recognized the impact of a 
strong civil-service framework on public employment systems’ effectiveness in 
attracting and retaining skilled employees and motivating them to realize their 
potential to produce good governance outcomes. Finding a good balance between the 
different employment modalities was critical to give public services the flexibility they 
needed to develop and manage a workforce with the optimal range of skills. Without a 
clear understanding of the ideal mix of modalities and employment contracts for 
various occupational functions, however, public administrations risked fragmentation 
of their internal labour market. 

12. Across OECD countries, an average of 68% of government employees were 
statutory civil servants. Good governance required clear and transparent employment 
modalities, that aligned to the principles of government work and supplemented 
specific labour-market requirements. A sound framework for civil service employment 
was also key to enticing prospective candidates to join and remain in the public sector, 
and be dedicated, knowledgeable and impartial in their work.  

13. Impartiality would remain an international organization’s biggest strength and 
competitive advantage in finding and implementing solutions to multilateral problems. 
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Nevertheless, impartiality was not easy to maintain, and those attempting to re-
engineer the core of the UN contractual framework needed to ask themselves whether 
the UN could remain impartial under the new circumstances proposed. Reviewing 
anecdotal evidence of Member States or other stakeholders trying to influence 
organizations through their officials and networks, HRM wondered whether agile 
contracts would facilitate or impede such efforts. HRM also noted that future staff 
members employed under the proposed provisions would be equal members in their 
staff associations/unions, but unequal in terms of the benefits and privileges of its 
employment framework. That would create a cultural divide across a number of 
employment dimensions. 

14. HRM agreed on the need for FICSA and all its members to stand behind UN 
staff and remained confident that the status quo fully reflected the meaning of Article 
100 of the UN Charter. It therefore concluded that the best way forward was firm 
advocacy of retaining the current contractual framework.  

15. While acknowledging public criticism of the UN’s impartiality and 
independence, HRM agreed that the challenges faced by the multilateral system 
required a framework driven by cooperation, science and global governance, thus 
requiring a functioning, impartial international civil service. Because Member States 
still primarily sought a fully global multilateral system that took a coordinated 
approach to the current, unprecedented opportunities and threats, which transcended 
political borders, FICSA and staff associations/unions could confidently advise 
caution to those attempting to alter the status quo, particularly if financial motives 
were not the most important driving factors.  

Conclusions  
16. HRM found no convincing evidence that a new contract modality could be 
verifiably more effective and/or attractive to potential staff, UN organizations, Member 
States and other stakeholders. It agreed, however, that more data could be collected to 
substantiate this hypothesis. 

17. Because the UN could look back at a system that had proved itself a reliable 
driver for global collective action for over 100 years, change would need to be carefully 
considered, and not based on short-term expectations of value for money. 

18. Staff representatives’ scepticism about new contractual modalities stemmed 
from caution, risk awareness and the knowledge that the current framework was the 
most suitable to deliver on the UN Charter’s ambitions, not from fear of change.  

19. Discussions on adopting a more supposedly agile contractual framework for 
international civil servants were luckily still in their infancy. Looking at similar 
exercises, HRM anticipated that concrete action was still years away. As the Secretary-
General would have strong involvement in those discussions, his re-election would 
further delay proceedings, giving staff representatives ample time to prepare further. 

20. Looking at the wide possibilities and tools available to the UN General Assembly 
to shape the international civil service, HRM concluded that introducing a competing 
employment framework was not feasible. 

21. With the support of the FICSA ExCom, HRM would collect data from the 
membership on organizations’ use of non-regular personnel, particularly on their 
geographic representation and educational background. That research would also 
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include analyses of risk and strengths, weaknesses, opportunities and threats (SWOT), 
focusing on business needs rather than budgetary advantages.  

22. HRM would use those data to draft a white paper that would dive deeper into 
the nature of the international civil servant and present a credible vision for the future 
working culture and sustainability of the UN workforce. The paper would give data-
driven arguments for use by negotiators. 

Recommendations  
23. HRM recommended that FICSA and its members should continue 
advocating the current contractual modalities available in the UN common 
system as fit for purpose to both HLCM and the Task Force on the Future of 
Work. FICSA and its members should continue to dismiss the idea of the UN 
adopting any gig-economy practices. 

24. HRM recommended that FICSA leadership should continue discussions on 
contract modalities at the 75th Council, based on the white paper to be 
developed by HRM based on its research into organizations’ use of non-regular 
personnel. 

Joint standing committee session on flexible working arrangements 
25. HRM acknowledged the importance of finding a common set of principles to 
ensure the fair and equitable implementation of flexible working arrangements (FWA) 
across all organizations. Discussion at the previous joint session on that topic had 
highlighted the status of various agencies and the specific transformative changes due 
to COVID-19. Organizations would strongly reflect on their current provisions for FWA 
going forward and significant changes were imminent. FWA lacked both clear 
definitions across most agencies and equal application among field duty stations, and 
involved post-adjustment and logistical complications and dimensions; further, 
organizations’ established policies on FWA varied widely. 

26. Recalling its commitment to provide progressive talking points and guides for 
members and concise opinions for the FICSA ExCom to use during negotiations, HRM 
called for agencies to follow the principles below by when developing or amending FWA 
policies.  

(a) The organization and its varying levels of management support and adopt a default 
positive stance to FWA, based on the recognition that good work is based on 
performance, not staff’s presence on premises. 

(b) Recommendations for new/improved FWA policies are evidence-informed, and 
open to adopting or innovating on best practices from other UN agencies, NGOs, 
and the private sector. 

(c) FWA are made available to all remunerated on-site members of the workforce, 
where practicable. This includes, for example, middle and senior management, 
professional staff, general services staff, national professional officers, and 
consultants in all duty stations. 

(d) Organizations select appropriate FWA mechanisms based on an individual's roles 
and responsibilities, rather than their contract type or duty station. 

(e) FWA mechanisms and their application avoid discrimination and stigmatization at 
all levels 
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27. FICSA needed to continue its nondiscriminatory approach, meaning that FWA 
were neither a right nor a reward. Multiple accounts reported stigmatization of FWA by 
linking them to either performance or predefined personal circumstances. Further 
risks were identified relating to post adjustment and salary.  

Conclusion 
28. All members of FICSA needed to have a common understanding of FWA, 
including using a common set of principles in negotiations around them.  

Enabling technologies 
29. In anticipation of the joint session of standing committees on that topic, HRM 
discussed the increasing role of digital technology in the ways that the UN worked, 
connected, communicated and collaborated. New technologies were one of the three 
focus areas and proposals highlighted in the Interim report of the CEB Task Force on 
the Future of the United Nations System Workforce (CEB/2020/HLCM/16) for HLCM. 

30. The current high-level discussions showed that organizations and their 
personnel needed to embrace new technologies and maximize personal learning and 
training, to keep up with the digital transformation. The risks to personnel 
management identified included virtual micromanagement, expectations that 
personnel were always online and irregular working hours. General risks were 
identified in relation to data and personal privacy, bias embedded in algorithms for AI, 
and legal concerns. All those issues would be further discussed at the joint session.  

31. HRM had sent out a short questionnaire on enabling technologies to FICSA 
members (see Appendix 2 for slides showing its results). The collected data suggested 
that members were most concerned about compliance, unbiased use of data and 
ethical issues.  

Conclusions 
32. HRM concluded that the principle that the human remained in control needed 
to be pursued across all tools and processes, and endorsed FICSA’s plan to hold 
expert sessions to discuss the topic in more depth throughout 2021. HRM encouraged 
interested staff representatives to take part in any upcoming joint sessions, as well as 
the expert sessions. 

33. Training would be fundamental to the success of any endeavours to implement 
new technologies. Training was needed not only for the users of technology but also 
their managers, who needed to know how to manage, evaluate and fully utilize a 
workforce enabled by technology to meet organizations’ goals. Organizations needed to 
plan and execute any major upskilling and reskilling efforts in cooperation with staff 
associations/unions, to avoid overburdening their information technology 
departments and to ensure that existing technologies we correctly and efficiently used. 

Recommendation 
34. The FICSA ExCom should, with the support of the HRM Chair and Vice-
Chairs, produce one-page document with relevant angles for FICSA to use in 
negotiations with HR Network and HLCM. 

Nomination of HRM officers and core group members 
35. The following delegates were nominated as HRM officers: 

• Steven-Geoffrey Eales (UNIDO) as Chair 
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• Ambretta Perrino (UNFCCC) as Vice-Chair 

• Sofya Hambaryan (IAEA) as Vice-Chair 

36. The following participants were nominated as members of the core group: 

• Veronique Allain (SCBD)  

• Andrea Palazzi (UNAIDS)  

• Silvia Mariangeloni (WFP)  

• Paola Franceschelli (FAO) 

• Anthony Ndinguri (ICAO). 
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Appendix 2. Results of HRM’s poll on enabling technologies  
The survey was sent to all FICSA members on 14 December 2020 and closed on 20 
December. It asked respondents to evaluate (on a scale of 1 to 5) the relevance of some 
questions in order to have a more focused discussion during the joint standing 
committee session on 15 January 2021. (The original results are available here.) An 
average of 11 members answered the survey. 

73.  
 

74.  
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75.  

 

76.  
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Annex 4. Report of the Standing Committee on Social 
Security/Occupational Health and Safety 
Introduction  
1. The Standing Committee on Social Security/Occupational Health and Safety 
(SocSec – see Appendix I for participants) met on 7 December 2020. It adopted an 
agenda and elected Andrew Brown (ICAO) as rapporteur.  

Implementation of the mental health strategy  
2. The SocSec Chair and the FICSA President summarized recent developments. 
The 73rd FICSA Council had recommended that members keep abreast of tools to 
implement the mental health strategy proposed by the Implementation Board and 
share any effective tools used in their organizations. Despite the current pandemic, 
the Mental Health Board had continued its work on a strategy and the Advisory Panel 
on Mental Health had started work on an awareness campaign on the reduction of 
stigma linked to mental ill health.  

3. The issue of staff’s mental health and well-being had been on FICSA’s agenda 
for about five years. It started in response to concerns expressed by staff 
representatives, as well as SocSec members, who had observed a steady increase in 
the number of cases related to mental health and called for the UN to take a stand on 
this subject. That had led to the creation of a working group, with FICSA as a 
founding member, to devise the strategy. Consequently, the UN had developed the 
United Nations System Mental Health and Well-being Strategy: A healthy workforce for 
a better world. 

4. Owing to the COVID-19 pandemic, all Strategy-related activities planned for the 
first half of 2020 had been suspended and the impact of the mental health 
developments due to workplace lockdowns received special focus. The main issues 
addressed included isolation, managing family responsibilities, dealing with 
uncertainty, and supporting children and dependents. In addition, requests for 
emergency support were received, including for domestic violence suffered by staff 
working from home.  

5. The UN had developed training on domestic abuse for managers, as well as 
guidance for survivors, and rolled them out in parallel with the other work to 
implement the Strategy, and posted information on all these issues on the Mental 
Health Matters website. In addition, UN headquarters had recognized efforts made to 
offer headquarters-comparable support to staff in the field during the pandemic. 
Indeed, a concerted effort by UNISERV and FICSA to support staff in the field had 
achieved increased involvement of the field staff unions. 

6. The Mental Health Board would address the stigma related to mental health 
issues, including during the pandemic. The UN Secretary-General and numerous 
world leaders had helped to raise awareness by stressing the need for a healthy 
workforce. 

7. FICSA had focused on the creation of a template to guide staff representatives 
in keeping track of their organizations’ implementation of the Strategy. When finalized, 
representatives could access the template on the Mental Health Matters website early 
in 2021. In the meantime, FICSA had promoted the rollout of Mental Health Month as 
a way of expanding the activities of Mental Health Day, 10 October 2020. The event 



 

42 

prompted extensive discussion around the need to reduce stigma. FICSA offered 
extensive training on mental health that could help representatives to be more 
effective when dealing with staff’s problems and related issues. 

8. The Advisory Panel, which advised and issued recommendations to the 
Implementation Board, had started its work despite the impact of the pandemic. It had 
met twice to develop terms of reference, and determine the governance of the Panel 
and the structure of its work. It aimed to develop procedures and protocols for staff 
requiring assistance.  

9. The Advisory Panel’s planned work would address a variety of issues faced by 
staff, including reporting on suicidal tendencies, post-traumatic stress disorder for 
staff working with refugees, and stress and burnout for the most vulnerable groups 
affected by the pandemic, such as young people and women. It recognized the need to 
train managers, to equip them with the competency and soft skills to better address 
the issues related to the mental health of the staff they supervised.  

10. Further, the Strategy and Duty of Care needed to be viewed as a framework to 
help staff deal with issues related to harassment, bullying, abuse of power, 
discrimination and racism. Training and other activities would lead to a collective 
understanding of the real issues surrounding mental health, as well as the need for 
cultural and social behavioural change. Social media might play a major role in raising 
awareness on these important issues.  

11. Finally, there were no limits on membership of the Advisory Panel; the 
participation of FICSA members would ensure that it represented staff’s experiences. 
FICSA’s ExCom could use SocSec’s recommendations in its meetings with the 
Implementation Board and the Advisory Panel, and other fora. 

12. In the ensuing discussion, participants commended the ExCom’s work to 
support implementation of the Strategy, asked it to maintain its efforts and stressed 
the needs for organizations to share information, to ensure training for managers and 
to hold managers accountable for the implementation of the Strategy.  

13. The joint sessions of standing committees, taking place in January 2021 as part 
of the 74th FICSA Council, would enable joint discussion and the inclusion of each 
committee’s perspective. They could also provide the basis for future discussions on 
such cross-sectoral themes as remote working, agile contract modalities and enabling 
technologies. Those collective efforts could inform staff representatives of all the 
questions that they needed to raise with management, including those related to social 
security and mental health.  

14. Other participants described their experiences in dealing with staff affected by 
mental ill health, noting that in most cases the challenge was to deal with managers 
who lacked the training effectively to support staff and the staff representatives’ 
efforts. The recruitment process could include testing managers’ soft skills, to ensure 
they have the capacity to manage people. 

15. Speakers expressed concern about requests for long-term sick leave from staff 
experiencing bullying, abuse or harassment by managers – sometimes senior 
managers. Staff representatives faced difficulties in obtaining information about such 
requests because HR units classified them as confidential. The Standing Committee on 
Staff–Management Relations had raised similar concerns, particularly in relation to 
abuse of authority and bullying by managers and the increased staff requests for 



 

43 

extended sick leave. In addition, a staff satisfaction survey had revealed the need for 
more accountability by managers and concluded with an appeal for better use of 
performance management to ensure accountability at all levels. 

16. A participant described the efforts of new management at FAO to address 
mental health issues. A staff-satisfaction survey had led to the creation of a task force 
at various levels of the organization to deal with the issues raised. The latest would 
involve the Ethics Office, the Ombudsman’s office and the Office of the Inspector 
General. 

17. The FICSA President thanked the participants for their comments and assured 
them that FICSA would continue to work to deal with toxic workplaces, which caused 
the bulk of mental ill health in staff. Information from each organization would be 
shared with others, and the new template would support staff representatives in their 
efforts to implement the Strategy. 

Recommendation 
18. SocSec recommended that FICSA should maintain a presence on all 
relevant committees and engage at all levels in discussions related to the subject 
of staff’s mental health and well-being. 

UNJSPF 
19. The FICSA Executive Member for Compensation Issues (IAEA) provided 
background information and an update on matters including the work of UNJSPB, the 
Office of Internal Oversight Services (OIOS) audit report on the governance of UNJSPF, 
and an ad-hoc governance working group that UNJSPB had established to review the 
OIOS report and to make recommendations on the way forward. UNJSPB’s 
recommendations to the UN General Assembly had included extending the mandate of 
the ad-hoc working group to allow for a further review of the numerous items relevant 
to governance raised in the OIOS report.  

20. Unfortunately, the UN General Assembly did not accept any of the Board’s 
recommendations but requested that an external entity conduct a similar review and 
make recommendations. Mosaic Governance Advisors, LLC was selected, and 
presented a list of recommendations in a report to UNJSPB. Owing to the limited 
amount of time between the reception of the Mosaic report and the start of the next 
UNJSPB session, it was agreed that the governance working group would review the 
recommendations on UNJSPB’s behalf, and gather feedback from the various staff 
pension committees.  

21. The working group included representatives of the UN General Assembly, the 
UN Secretary-General, the retirees’ federation and specialized agencies. The group 
presented a report to UNJSPB in advance of a special session, planned for February 
2021, to discuss the Mosaic report and to make recommendations to the Fifth 
Committee of the General Assembly. 

22. Mosaic’s recommendations included reducing in the size and changing the 
composition of UNJSPB. Some current members, concerned by the potential exclusion 
of their voices and that a small number of large entities would make decisions 
affecting all, opposed that recommendation. While the recommendations also covered 
the frequency of UNJSPB meetings, the length of terms and continuity, many aspects 
required clarification, including terms of reference and the Ethical Code of Conduct. 
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The working group had prepared a long list of questions for Mosaic, and sought to 
receive the answers before meeting with its representatives.  

23. Members of the Fifth Committee asked that the working group’s report be 
issued as soon as possible. Through the Chair of UNJSPB, the working group 
responded that it had analysed Mosaic’s recommendations, but had not yet considered 
the input from all the staff pension committees of member organizations.  

24. In addition, the pandemic had not affected the time required to process new 
separation cases; Mr Pedro Guazo had been confirmed as the new Representative of 
the Secretary-General on UNJSPB, and the end-of-year evaluation showed the 
required contribution rate had been sufficient to ensure that UNJSPF’s liabilities were 
met. The FICSA President had participated in UNJSPB and other pension-related 
meetings, and provided valuable support. 

25. In the ensuing discussion, a speaker expressed concern about the work of the 
ad-hoc governance working group and the need for SocSec to be kept informed of 
developments. 

26. The FICSA President stressed the need for staff representatives to remain 
involved with all activities related to UNJSPF and the work of the pension committees 
in their organizations, and to keep FICSA informed of any relevant issues. The FICSA 
General Secretary suggested that staff representatives who belong to their 
organizations’ pension committees consider becoming more involved in SocSec’s work, 
since UNJSPF was a matter of concern for all. Further, FICSA approached the UNJSPF 
Secretariat about providing training for staff representatives to ensure that they could 
transfer knowledge. 

27. A participant raised the question of staff struggling with mental health issues, 
such as work-related stress, and the impact on the pensions of those who must take 
early retirement because they could no longer work. The FICSA President responded 
that staff with work-related mental health issues could obtain disability pensions, but 
the information was very difficult to obtain and current rules, regulations and 
processes made such disability claims difficult to prove. 

Recommendations 
28. SocSec recommended that the FICSA ExCom should continue its 
collaborative efforts with the UNJSPB and maintain a strong presence in all 
relevant committees and working groups. 

29. SocSec recommended that FICSA should continue negotiations with the 
UNJSPF Secretariat to ensure training be made available to staff representatives 
on matters related to staff pensions.  

30. SocSec recommended that the FICSA ExCom should: 

• encourage staff representatives to join the pension committees of their 
organizations and to stay informed of developments; and 

• invite such staff representatives to attend SocSec meetings, which would 
permit it to report updates and developments to FICSA members. 

Survey of medical insurance plans for minimum standards 
31. The Chair provided background information on the survey, which would be 
conducted to obtain information from FICSA membership on the different medical 
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insurance plans used by various organizations. The systems of payments and 
premiums differed widely, with no uniformity of providers and procedures. 
Recommendations FICSA/C/73/D/12 and D/13 suggested hiring a consultant to 
compile information on the different plans; before doing so, FICSA would present an 
initial set of data to enable members to see the common features and the procedures 
that may be adopted as baseline information. The aim was to use the information 
gathered to recommend basic, standard procedures and best practices at the UN level, 
as a tool for staff representatives to use when negotiating insurance contracts in their 
organizations. 

32. Participants were requested to comment on the proposed list of questions 
(Appendix 2), to ensure consensus on the questions and their reflection of the issues 
of concern to staff. In view of the need for the survey to be concise, SocSec agreed to 
set up a working group to rework the questions and return them to SocSec by the end 
of January 2021. Participants from AP-in-FAO, CTBTO and ICAO agreed to serve on 
the group and the FICSA President offered to review its work.  

Recommendation 
33. SocSec recommended that FICSA should launch a survey to determine 
standard procedures and best practices in place at the UN level to support staff 
representatives in their negotiations with providers of medical insurance.  

Other business  
34. The SocSec Chair referred the Standing Committee to decision #9 of the the 73rd 
Council, which was related to after-service health insurance (ASHI). SC had 
recommended that the FICSA ExCom voice its concern on the UN General Assembly 
resolution on cost-containment through the appropriate channels. Unfortunately, no 
action had been taken because the relevant committee had not met. She asked the 
Standing Committee members for their support to monitor the issue and for 
suggestions on how best to follow up on this matter. 

35. The FICSA President noted that the ASHI working group ceased to exist in 
2019. The funding of ASHI was an issue for the UN Secretariat and some of the 
specialized agencies, although several had taken steps for the funding of their after 
service commitments. Members should keep the ExCom informed of issues related to 
ASHI. 

Nomination of SocSec officers and core group members  
36. The following delegates were nominated as officers: 

• Paola Franceschelli (FAO/UGSS) as Chair 

• Michelle Delinde (CTBTO) as Vice-Chair 

• Andrew Brown (ICAO) as Vice-Chair  

37. The following participants were nominated as members of the core group: 

• Mary Jean Abrazado (UNFCCC) 

• Khalid Aizat (WHO/GSC) 

• Birahim Fall (UPU) 

• Silvia Mariangeloni (FAO/WFP-UGSS) 
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• Rajesh Mehta (WHO/SEARO) 

• Cosimo Melpignano (UNGSC) 

• Tanya Quinn-Maguire (FICSA) 

• Viera Seben (ICAO) 

• Tracy Tollmann (UNGSC) 

• Christine Tretter (WHO/HQ). 
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Appendix 1. Participants 
Officers 

Chair/Coordinator Paola Franceschelli (FAO/UGSS) 

Rapporteur  Andrew Brown (ICAO) 

President, FICSA  Tanya Quinn-Maguire (UNAIDS) 

General Secretary, FICSA Evelyn Kortum (WHO/HQ) 

Member, FICSA ExCom  Imed Zabaar (IAEA) 

Regional Representative Rajesh Mehta (WHO/SEARO) 

Staff Association/Union  

AP-in-FAO Jakob Skoet 

FAO/WFP-UGSS Susan Murray, Silvia Mariangeloni  

IAEA Katja Haslinger, Andrea Kamara, Gwendolyn 
Prajisteanu-Kourie, Debra Weisweiller 

ICAO Viera Seben 

IFAD Victoria Valenzi 

IMO 

IPU 

Juan Lyu 

Sally-Anne Sader 

SCBD Lisa Pedicelli 

UNFCCC Mary Jean Abrazado, Miguel Alejandro 
Naranjo Gonzalez, Tracy Tollmann 

UNGSC Cosimo Melpignano, Vito Musa 

UPU Birahim Fall 

WHO/AFRO Hamidou Bague 

WHO/EURO Kay Miller 

WHO/GSC KL Khalid Aizat 

WHO/WPRO Roxanne Divina 

Members with associate status 

OPCW 

CTBTO 

Alberto Fernández 

Michelle Delinde, Grace Sseruwagi, Glenda 
Wolstenholme 

Associations with consultative status 

AMFIE Svend Booth 

Guests  
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WMU 

FICSA Intern 

Anne Pazaver 

Shaina Erika Seki 
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Appendix 2. Initial set of questions for the survey of medical insurance plans 
1. Name of insurer 

2 A. Breakdown of staff insured, by category and the average age 
(Professional/GS/NOs/Retirees) 

2 B. Breakdown of staff insured by contractual status 
(Permanent/Continuing/FT/ST/Consultants/Retirees) 

3. Is there an internal committee dealing with the contract? 

4. Are staff reps present on this committee? [Please attach ToRs of the Committee 
to the reply] 

5. Are staff reps involved at any stage during the tender process? 

6. Structure of the plan: 

• Who is entitled to join the plan? 

• Is the plan compulsory for staff members? 

• Are there optional plans available in addition to the basic plan? If YES, how is 
the relevant premium calculated and paid for? 

7. What is the coverage provided by your plan? 

a. full reimbursement of claims 

b. partial reimbursement of claims (please specify percentage) 

c. are the following type of medical expenses capped: 

• dental 

• psychotherapy 

• physiotherapy 

• others (please specify). 

8. Is the plan subsidized by your organization? If yes, please specify percentage 
contribution of your organization. 

9. Is the insurance premium paid by the staff member calculated as:  

(a) a flat amount(s), irrespective of the staff member's salary, only depending on the 
number of insured persons/family members/dependents; or 

(b)  a percentage of the staff member's salary? 

10. If the answer to question 9 is b, what is the basis for calculation of the premium 
paid by the staff member? 

(a) net salary 

(b) net salary + post adjustment 

(c) net salary + post adjustment + allowances 

(d) gross salary 
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(e) pensionable remuneration 

(f) other (please specify) 

11. If the answer to question 9 is b, is the percentage applied for calculation of 
salary deduction equally applied at all grades/salary levels, or does it change across 
grades? (If the latter, please provide details.) 

12. Is a ceiling applied on the premium paid by staff, beyond which the 
organization is required to pay for the difference (gap-filling measure)? If yes, please 
provide details on how the ceiling is calculated. 

13. Is a specific recourse mechanism in place to handle controversial issues 
regarding the application of the insurance policy? If YES, please provide details 

14. Is there a profit-sharing account, funded by the financial surplus (if any) 
carried forward from one insurance year to the next?  

15. Does staff have access to national health care in their duty station? If yes, is the 
access equally applicable to local and non-local staff? 

16. Are the same insurance terms equally applied to headquarters and field staff? 

17. What is the percentage of retired staff in your organization? 

18. Which of the provisions above apply to retirees’ medical/health coverage? 

19. What is the present coverage for COVID-19-related pathologies? 
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Annex 5. Report of the Standing Committee on Field Issues 
Introduction  
1. The Standing Committee on Field Issues (FIELD – see Appendix 1 for 
participants) met twice to address its agenda, elected Véronique Allain (SCBD) as 
Rapporteur and took part in a joint session on 11 January 2021 to discuss remote 
working.  

Important events in classifying field duty stations in 2020 
2. The Member of the FICSA ExCom for Field and Regional Issues reviewed 
important events in classifying field duty stations during 2020: the mid-year review of 
a selected list of hardship duty stations (June) and the annual review of the ICSC 
working group for the classification of field duty stations according to living and 
working conditions for the Africa Region (December), along with special discussions of 
the factor of health in the classification of duty stations (July).  

Review of duty stations 
3. The ICSC Secretariat – working through the TWG composed of representatives 
of the ICSC Secretariat (Mobility and Hardship Division), the UN Secretariat human 
resources policy staff, HR policy specialists in UN specialized agencies (including 
UNHCR, WFP, the UN Secretariat and UNICEF) and the three staff federations – 
classified duty stations according to their level of hardship: the conditions of life and 
work for internationally recruited UN staff present for one or more years. This was 
done every two years, usually in June and November.  

4. Duty stations in five regions (Africa, Asia and the Pacific, Latin America, the 
Middle East, and Eastern Europe/Commonwealth of Independent States) were 
classified with rankings from A to E. A hardship allowance was paid for duty stations 
rated B–E, its level increasing with the level of hardship. Duty stations where security 
conditions posed risks were reviewed annually. If conditions had changed enough to 
merit a review in the period between mandatory reviews, a duty station could request 
the Chairman of the ICSC for an out-of-cycle review, and ICSC could request an out-
of-cycle review for a duty station that it was monitoring closely. 

5. The results of a questionnaire completed by staff members posted in these duty 
stations determined hardship, on the basis of six factors:  

(a) climate: e.g. severe weather incidents affecting the health and the local living 
conditions of UN staff; and environmental factors including air, water and noise 
pollution and food contamination; 

(b) housing: e.g. whether there were adequate housing and proper water/electricity or 
sanitation systems; secured compounds; adequate refurbishing and repair 
available locally; 

(c) isolation: e.g. difficulty in communicating in English because of the local language, 
lack of cultural events, lack of easy changes of scenery, extreme or high levels of 
isolation with unreliable Internet connections, distant airport or poor flight 
connections, and no entry or residency for family members; 

(d) local conditions: e.g. lack of availability of the basic amenities for an acceptable 
standard of living for staff and their families, decent food distribution systems and 
local recreation facilities; low level of general hygiene in the duty station; and poor 
quality of running water, reliability of the electricity and public transportation; 
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(e) health (assessed by WHO or UN Medical Services): e.g. availability of proper 
hospitals, specialist care and access, health infrastructure and facilities in general 
and access to them for UN staff; and 

(f) security and safety (assessed by the UN Department for Security and Safety): e.g. 
security concerns, rate of criminality and civil unrest, direct threats to UN staff 
and buildings, and security phases 1–5.  

A duty station rated E for security and safety would have serious security concerns. 

6. The ICSC Secretariat had held a virtual mid-year review of 18 duty stations, 
including new and reactivated ones under a temporary classification, and those that 
were in transition or that had to be classified temporarily prior to deployment of staff 
from different UN agencies. Since the questionnaires had been sent out before the 
pandemic had broken out or its effects could be properly assessed, TWG had been 
asked to refrain from applying a blanket COVID-19 hardship rate to the duty stations 
under review, but to assess them case by case. COVID-19 had severely affected many 
headquarters duty stations and their UN staff.  

7. TWG adjusted its global rating of nine of the 18 duty stations under review, 
mostly owing to the effects of the pandemic: Manaus (Brazil), Cartagena (Colombia), 
Huaquillas (Ecuador), Nekemte (Ethiopia), Esquipulas (Guatemala), Shiraz (Iran), 
Palenque and Tijuana (Mexico), Beira (Mozambique) and Gaziantep (Turkey). A FICSA 
report (FICSA/CIRC/1332) provided further details. 

8. The annual review of duty stations on the African continent, held virtually in 
December, covered 291 duty stations. The region contained the largest number of duty 
stations where the UN deployed staff. Close to 51% of all duty stations in Africa were 
rated E, 23% were rated D; 11.5%, C; close to 10%, B; and 5%, A. The top five 
countries in Africa with the most hardship duty stations were the Democratic Republic 
of Congo (33), Sudan (27), Ethiopia (20), South Sudan (19) and Nigeria (18).  

9. UN organizations’ and TWG’s duty of care included giving staff being deployed 
to hardship duty stations accurate and credible information, to enable them to make 
informed decisions prior to deployment. The revised classification methodology, 
introduced in November 2017 for the previous review of Africa, had proven to be, 
although not perfect, better at assessing the factors other than security and health. 
This had resulted in reclassifying a wide range of formerly A-rated duty stations in 
Africa as B, and making it easier to establish the difference between A and B duty 
stations in the 2020 review. For example, Lomé (Togo) and Cotonou (Bénin) were rated 
B overall, as they compared better with Luanda (Angola) or Brazzaville (Congo) than 
Dakar (Sénégal) or Windhoek (Namibia). 

10. TWG’s experience over the past few years had ensured various perspectives on 
and careful treatment of special cases. This had enabled the UN General Assembly to 
adopt a pilot project for 25 special E duty stations in 2018, where security was rated B 
but the other factors were not conducive to the deployment of families. An exceptional 
payment of a non-family service allowance of US$ 15,000 had been introduced as a 
result. ICSC had been requested to submit a recommendation on the continuation of 
this payment, based on a review of its impact, including workforce planning and the 
actual costs to the organizations. The UN organizations with staff in these E duty 
stations were advised to work on building a strong business case that would help 
ICSC advise the UN General Assembly at the end of 2021. The COVID pandemic, 
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however, hampered UN organizations with staff deployed in these E duty stations in 
gathering the information needed. 

11. In the ensuing discussion, a participant asked what bearing climatic conditions 
would have on health ratings. The review of the methodology to classify hardship duty 
stations in 2017–2018 had allowed for a better reflection of those situations on 
another important factor: local conditions. The questionnaire now invited UN staff to 
provide as much information as needed to showcase effects on their everyday lives.  

Special health discussions 
12. For at least 10 years, TWG had called for more scrutiny of and attention to the 
health information and data collected through the hardship questionnaires. A separate 
discussion on this subject was highly needed, to improve the quality of the data 
provided. The important underlying issue was the staff’s health and access to local 
health facilities meeting good standards. As a result, the FICSA ExCom Member for 
Field and Regional Issues, with the FIELD Chair and vice-chairs, had taken part in a 
special meeting on strengthening the capacity of data collection process for the health 
factor, organized by the ICSC Secretariat in July 2020. Several key high-level UN staff 
responsible for the health of their colleagues, in both the UN Secretariat and some 
specialized agencies (WHO, UNHCR, IMO), and members of TWG used that 
opportunity to stress the necessity to better capture the effects of COVID-19 on the 
health of staff in field duty stations.  

13. The meeting: 

(a) reaffirmed that other sources of information and data should be explored to better 
assess the health factor, including the methodology for assessing health risks; 

(b) called for improved cooperation beyond WHO Representatives during the data 
collection phase, to capture the required health data from other available sources; 

(c) acknowledged that the health-assessment methodology should be reviewed, to 
better capture the overall classification level of a duty station; 

(d) confirmed the need to modernize and simplify the process of collecting health data, 
so that questionnaires captured more qualitative data, rather than too many 
quantitative data; and  

(e) encouraged the creation of an online tool to collect all available data on health in 
the UN system.  

Conclusions 
14. The classification exercise of December 2020 confirmed that resources for 
assessing the health portion of the hardship questionnaires continued to be limited, 
and that global health-risk assessments required more manpower and resources, 
particularly in the context of the COVID-19 pandemic. The disconnect between capital 
cities (where resident coordinators lived) and the smaller duty stations in the same 
countries continued to impede good assessments of the health facilities used by UN 
staff locally.  

15. FICSA would continue to advocate interagency collaborative efforts to conduct 
global health-risk assessments and to inform UN staff working in the field of the 
available local health resources. This would only improve the overall process of 
hardship classification and help to fulfil UN organizations’ duty of care.  
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Recommendations 
16. FIELD recommended that the FICSA ExCom should continue its active 
involvement in the meetings and discussions called for by ICSC and other 
stakeholders, to classify field duty stations according to their level of hardship. 
This would include gathering as much information as possible from the FICSA 
membership on specific issues related to their local living conditions.  

17. FIELD recommended that the FICSA ExCom should strongly support an 
improvement of the assessments of health in questionnaires used in the annual 
review of hardship classification, by gathering information from FICSA members 
on their experience with local health facilities and services and supplying the 
information to TWG. 

Summary of the 32nd session of IASMN 
18. IASMN comprised staff from the UN Secretariat and the specialized agencies 
who were highly knowledgeable in the field of security. IASMN usually met twice a 
year, inviting staff federations to attend; the Vice-President of UNISERV had 
represented FICSA at the 32nd session, held virtually in June 2020. 

19. The 32nd session had had three main outcomes. First, it had established a new 
Strategic Communications Working Group to sell the role of UN security inside and 
outside the UN Security Management System (UNSMS) and to enhance the 
effectiveness of messages on security in the UN at large. Second, downloading the new 
eTA (Emergency Telecommunication Application – part of the Security Risk 
Management framework) was not yet mandatory; it should not be taken as a travel 
application but would facilitate providing assistance to UN personnel in crisis in a 
mission setting. As eTA showed many shortcomings, in comparison with other 
available security communications and analysis networks, however, UN agencies, 
funds and programmes were asked to put its introduction on hold for the time being. 

20. Third, it was important to include the consideration of staff with disabilities or 
those with difficulty coping with crowds in the plans for security-risk management in 
emergency evacuations from UN buildings. It was suggested that the FICSA 
Secretariat inform IASMN as soon as possible that such plans did not consider 
disability in many UN duty stations.  

21. A participant asked about the level of information available before the 
deployment of UN staff belonging to the LGBTQI community. The rules and laws in 
many countries where the UN was active could lead to traumatic experiences for 
LGBTQI staff.  

Recommendations 
22. FIELD recommended that FICSA representatives should raise the issue of 
minimum standards for the security and accessibility in UN common buildings in 
all fora, including IASMN, as the opportunity arises. 

23. FIELD recommended that the FICSA ExCom should work with UN Globe to 
identify key issues of concern related to security for LGBTQI staff that might be 
raised during IASMN meetings. 
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MEDEVAC framework for UN personnel in a COVID-19 context  
24. The COVID-19 pandemic had posed unprecedented challenges to all staff, which 
required the UN to rethink its operational model for MEDEVAC to ensure staff’s 
wellbeing. The UN system had taken a number of steps – including establishing the 
MEDEVAC Task Force (MEDEVAC TF), constructing hospitals in the field in several 
countries and renewing operational procedures – although many staff were not aware 
of them. Staff representatives had a responsibility, under the duty of care, to assess 
the systems put in place and to ensure that they were adequate for the evolving 
environment.  

25. Dr Nazar Al-Dabbagh, Chief of FAO Medical Services and a member of 
MEDEVAC TF, briefed FIELD on this subject. The UN system-wide MEDEVAC TF in 
response to COVID-19 had been established with a mandate until 31 December 2020. 
It had rapidly made agreements with countries (Australia, China, Cuba, Egypt, 
Kuwait, Singapore, the Russian Federation, Uganda and the United Arab Emirates) to 
accept COVID-19 patients on a case-by-case basis, and established regional hubs in 
Accra (Ghana), Nairobi (Kenya) and San José (Costa Rica). As the need to inform UN 
staff of available services became more obvious, 130 coordinators had been assigned 
and trained.  

26. As of 2 December 2020, 100 MEDEVACs had been carried out. The top 10 
countries with COVID-19 MEDEVACs were: Afghanistan and the Central African 
Republic (14 from each), South Sudan (9), Uzbekistan (7), Sudan (6), Bangladesh (5), 
Madagascar and Somalia (4 from each), and Albania, Tajikistan and Yemen (3 from 
each).  

27. WFP was the financial administrator of MEDEVAC funds, and WFP, WHO and 
the UN Department of Operational Support (DOS) were responsible for contracting 
services and procuring equipment and other consumables for TF. The budget was on 
the order of US$ 100 million; about US$ 40 million had been spent on MEDEVACs by 
the end of October 2020. That boded well for requesting an extension of the MEDEVAC 
TF until the end of 2021 and for rolling over the unspent funds.  

28. The COVID-19 MEDEVAC TF was a well functioning mechanism with a good 
governance structure, and compensated very efficiently for the gaps in the normal 
MEDEVAC infrastructure available for UN staff. Robust mechanisms needed to be put 
in place in UN entities to inform their staff bout the system, particularly those working 
and living in the field.  

29. The ensuing discussion included a description of the first line of defence 
(FLOD): finding local medical facilities to treat UN staff for COVID-19 in order to avoid 
MEDEVACs. The best system of medical clinics was linked to IOM, which had the 
most extensive health network available in many countries, particularly for duty 
stations with substandard health facilities. FAO had approved FLOD arrangements for 
staff members and their dependents in 17 countries, and the FLOD plan covered 
consultants and their dependants through IOM.  

30. Participants asked what categories of staff were entitled to MEDEVACs and 
what happened in the current context of teleworking outside of the assigned regular 
duty station. Entitlements to MEDEVACs were organization specific and based on 
factors such as the allocated budget, the size of the workforce and the mandate of the 
organization. In FAO in particular, consultants’ dependents were not entitled to 
MEDEVACs that were not related to COVID-19. As to teleworking outside the regular 
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duty station of assignment, staff members to be located in high-risk countries for 
COVID-19 cases, were warned that going to the countries would be too risky and to 
avoid travel. When the staff member would telecommute out of a duty station where 
the health facilities would be able to cope with the pandemic, there would be no 
problem.  

31. FIELD supported carrying forward of MEDEVAC TF and its funding into 2021.  

Recommendation  
32. FIELD recommended that the FICSA ExCom should request membership in 
the MEDEVAC TF, and support the establishment of a UN-system-wide 
communications mechanism to ensure that staff know their rights, and that the 
MEDEVAC processes are adequately included in and aligned with the hardship-
classification framework and the information packages provided to FICSA 
members based in the field. 

ICSC mobility framework 2020, with emphasis on hardship duty stations  
33. Staff mobility both helped the UN properly to develop its activities and 
programmes and to adapt its operations to the constantly changing global 
environment, and strongly influenced the professional and private lives of staff. Any 
policy on mobility needed to consider the requirements of both paties.  

34. UN-system organizations moved staff through transfers, secondments and 
loans. ICSC, the UN System CEB and the Joint Inspection Unit (JIU) revised the Inter-
Organization Agreement and periodically examined mobility between agencies: those 
examinations consistently found that mobility was limited and staff driven, with little 
evident organizational interest; organizations knew the barriers well, but usually did 
nothing about them.  

35. While many administrative tools had been provided to enable transactions to be 
carried out, a vital element was still lacking: a set of organizational policies and 
strategies that framed the use of interagency mobility in both the corporate interest of 
the UN system and the interest of staff. A 2020 ICSC guide contained updated 
information on the mobility and hardship scheme and related arrangements. Their 
primary aim was to offer a comprehensive approach to compensation for service in the 
field and provide incentives for staff to accept assignments to the difficult and 
sometimes dangerous locations where staffing and effective programme delivery were 
often the most challenging. The ICSC booklet was intended as a general information 
tool, however, and did not supersede organizations’ staff rules and regulations. 

36. In conclusion, the FICSA Council’s discussion of mobility was meant to keep 
the dialogue open, not to find an immediate solution to the policy’s many 
shortcomings. A survey of FICSA member organizations could show what mechanisms 
were in place to implement a mobility policy across functions, departments and duty 
stations. An additional analysis could look at the harmonization of practices within 
the UN system, if any, to facilitate interagency mobility. Those would eventually lead to 
a suite of unique tailored policies. 

37. In the ensuing discussion, a participant asked about the overall guidance 
available from ICSC on the duration of stays in hardship duty stations. Unfortunately, 
no clear guidance was available, so each UN agency was left to implement its own 
framework. FIELD considered that detrimental to staff’s wellbeing. Staff deployed in 
hardship duty stations raised many concerns about the improvement of working and 
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living conditions, and potential of the implementation of the mobility policy as a 
means to share the burden among staff deployed in very challenging field locations 
and lacking the opportunity to move.  

Recommendation 
38. In view of the discussion of the ICSC mobility framework, FIELD 
recommended that the FICSA ExCom should ascertain through a survey what 
mechanisms that FICSA members’ organizations have to implement a mobility 
policy across functions, departments and duty stations.  

Nomination of FIELD officers and core group members 
39. The following delegates were nominated as officers: 

• Susan Murray (FAO/WFP-UGSS) as Chair 

• Polin Chan (WHO/WPRO) as Vice-Chair 

• Vito Musa (UNGSC) as Vice-Chair 

• Véronique Allain (SCBD) as Rapporteur 

40. The following participants were nominated as members of the core group: 

• Jakob Skoet (AP-in-FAO)  

• Anthony Ndinguri (ICAO) 

• Andrea Palazzi (UNAIDS) 

• Nizar Zaher (OSCE) 

• Osadolor Akpata (UNIDO) 

• Hamidou Bague (WHO/AFRO) 

• Rajesh Meta (WHO NEW DELHI) 

• Sanid Vlajcic (WHO/EURO)  

• Priya Mannava (WHO/GSC).  
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Appendix 1. Participants 
Officers 

Chair Cosimo Melpignano (UNGSC) 

Vice-Chair Line Kaspersen (AP-in-FAO) 

Vice-Chair Vito Musa (UNGSC) 

Rapporteur and FICSA ExCom Member Véronique Allain (SCBD) 

FICSA President  Tanya Quinn-Maguire (UNAIDS) 
FICSA General Secretary  Evelyn Kortum (WHO/HQ) 
FICSA Regional Representative Anthony Ndinguri (ICAO) 
Staff association/union  

AP-in-FAO Jakob Skoet 

FAO/WFP-UGSS Dina Franchi, Paola Franceschelli, Susan 
Murray, Silvia Mariangeloni 

IAEA Jean Bartocci 

ICAO 

OSCE 

Andrew Brown 

Nizar Zaher 

SCBD Lisa Pedicelli 

UNAIDS Andrea Palazzi 

UNIDO 

 

UNESCO 

UNGSC 

Osadolor Akpata, Laura Reynaldo, Steve 
Eales 

Elia Matias,  

Cosimo Lunedi 

WHO/AFRO 

WHO/EURO 

WHO/GSC 

WHO/WPRO 

Hamidou Bague 

Sanid Vlajcic 

Aizat Khalid 

Priya Mannava, Po-lin Chang 

Members with associate status 

IOM 

Members with consultative status 

UNFCU 

 

Deborah Fanin 

 

Timothy Challen, Elisabeth Philippe 
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Annex 6. Report of the Standing Committee on General Service 
Questions  
Introduction  
1. The Standing Committee on General Service Questions (GSQ – see Appendix 1 
for participants) met on 7 and 8 January 2021 to address its agenda, and elected a 
Rapporteur.  

Report on decisions adopted during the 73rd FICSA Council  
2. The Chair reported on the six decisions made by the previous Council. As to 
decisions 19 and 20, FICSA representatives attended the ICSC session in October 
2020, and the report of the working group on the review of the methodologies for 
conducting General Service (GS) salary surveys was finalized. Pilot surveys and all 
related action had been suspended owing to the COVID-19 pandemic, however.  

3. As to decisions 21 and 22, a repository of all relevant materials for members of 
LSSCs was made available on the GSQ page of the FICSA website, so that training 
materials could be updated when the review of the methodologies was finalized. 

4. As for decisions 23 and 24, FICSA had commissioned Professor Aditya Jain, 
University of Nottingham, United Kingdom, to study the impact of digitalization and 
artificial intelligence (AI) as causes and enablers of organizational change and their 
implications for the international civil service, and presented the results to GSQ. The 
LSSC training for East Africa in Arusha, Tanzania, had been cancelled, owing to the 
pandemic. 

Report of the PTC/GSQ  
5. The report of the PTC/GSQ comprises Appendix 2. GSQ adopted the following 
PTC/GSQ recommendations. 

Recommendations 
6. GSQ recommended that the FICSA ExCom should pursue the 
discontinuation of the use of dual salary scales in case of negative results of the 
salary survey. 

7. GSQ recommended that the FICSA ExCom should continue monitoring the 
situation of salary surveys globally, should survey FICSA members to identify 
the duty stations lacking a mechanism for interim salary adjustments between 
surveys, and conduct research and provide technical assistance on putting 
forward proposals for establishing such interim adjustments. 

8. Although all LSSC training had been suspended pending the finalization of 
the review of the methodologies, GSQ recommended that FICSA members should 
identify LSSC participants in their organizations and start their training well in 
advance, at least a year before the date of a salary survey, once the schedule has 
been made available. 

9. GSQ recommended that, as soon as the methodology for salary surveys 
was finalized, FICSA should update its training materials and start organizing 
training sessions according to the new survey schedule. 
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Input for the joint sessions on remote work, agile contract modalities, and 
enabling technology  
10. Presenting the results of his study, Professor Jain highlighted how digitalization 
was a primary driver of organizational change, bringing both opportunities and 
challenges. The many opportunities included work efficiency, cost–effectiveness, 
flexibility, accessibility, risk reduction, accurate hiring of staff, data processing, 
distribution of work, performance monitoring and appraisal, and facilitation of less 
hierarchical, more participative management practices, with a potential for adopting 
new models for collective bargaining.  

11. The challenges identified included threats to job security and the potential 
increase of precarity; working conditions with increased workload, working time, and 
less autonomy, depending on how organizations made changes; and increased stress 
and negative effects on health, particularly mental health, well-being and work-life 
balance, with blurred boundaries between work and private life. Further, staff might 
not have the skills and competencies to use technologies; a timely response to the rate 
of technological change was critical. Increased monitoring and surveillance of 
employees could have a negative impact where implementation did not adhere to good 
standards and practices. Finally, digitalization typically helped the workers with more 
education and access to resources, which could further divide the workforce. 
Digitalization created a range of issues, including the needs:  

• to balance flexibility with workers’ autonomy and control over their work, which 
increased the importance of workers’ participation and collective bargaining;  

• to ensure social protection for independent workers;  

• to protect workers’ privacy while using algorithmic monitoring and surveillance;  

• to ensure ethical hiring by addressing inherent biases and the participation of 
diverse and marginalized groups.  

12. In the UN civil service, organizational performance needed to be balanced with 
the workforce’s health, safety and well-being. There was a need to develop a 
multidisciplinary approach and holistic policy framework for digitalization, and codes 
of conduct and governance that adopted a lifelong perspective to working life with a 
strong focus on well-being. 

13. In the EU, the European Social Partners, employers, trade unions and 
governments had signed the Framework Agreement on Digitalization in June 2020, 
which was based on a human-oriented approach. The Framework took account of four 
broad key areas: work content and skills; employment terms and conditions and 
work–life balance; work environment and health and safety; and work relations. 

14. In the ensuing discussion, Professor Jain explained that he had based his study 
on global literature, and that areas with fast Internet connections would feel the 
greatest impact of changing technologies. Other implications for diversity would be 
related to the use of data, AI and built-in biases. It was vital for organizations to adopt 
policies and procedures to retrain and redeploy staff in different areas, whose 
jobs/functions will be lost and or diminished through digitalization.  

15. The distinction was made between teleworking and remote work, and collective 
bargaining was essential to the conversation. The pandemic had forced organizations 
to use technologies for good or ill. It was important both to establish clear frameworks 
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before introducing technology deemed beneficial and to prepare in advance to address 
negative implications. Organizations needed to invest in technology and provide 
training for staff in both the field and headquarters. Addressing all those issues was in 
the interest of all organizations, and that required clear commitment from senior 
management. 

Recommendation 
16. GSQ recommended that, in view of the impact on staff of digitalization 
and AI, the FICSA ExCom should, during discussions at high-level fora, advocate: 

• equitable access to technology for all staff across the UN system, irrespective 
of grade or location;  

• a multidisciplinary approach to this issue by all relevant actors identified by 
ExCom.  

Nomination of GSQ officers and core group members 
17. GSQ nominated Alberto Fernández (OPCW) as Chair and Silvia Mariangeloni 
(FAO/WFP-UGSS) and Eugenia Agostini as Vice-Chairs. (Pilar Vidal Estevez 
(PAHO/WHO) and Imed Zabaar (IAEA) were nominated as joint coordinators of 
PTC/GSQ.) 

18. GSQ agreed to include all participants in its meetings as core group members.  
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Appendix 1. Participants 
Officers 

Chair  Alberto Fernández (OPCW) 

Vice-Chair and Rapporteur  Silvia Mariangeloni (FAO/WFP-UGSS)  

FICSA President Tanya Quinn-Maguire (UNAIDS) 

FICSA General Secretary Evelyn Kortum (WHO/HQ) 

FICSA ExCom members, Veronique Allain (SCBD), Kay Miller (WHO/EURO), Pilar Vidal  
(PAHO/WHO), Imed Zabaar (IAEA) 

Speaker Aditya Jain, Associate Professor and Head of Department,  

Nottingham University Business School, United Kingdom 

Staff association/union  

FAO/WFP-UGSS Paola Franceschelli, Dina Franchi, Susan Murray 

IAEA Fernand Agboge, Eugenia Agostini, Balazs Zsigo 

ICAO Andrew Brown, Sanya Dehinde, Viera Seben 

ILO ITC Cristina Pierini 

IMO Shereen Barry, Fola Odulana 

OSCE Roman Langthaler, Nizar Zaher 

SCBD Lisa Pedicelli 

UNESCO Elia Matias 

UNFCCC Mary Jean Abrazado, Ambretta Perrino 

UNGSC Laura Reynaldo 

UNIDO  Cosimo Melpignano 

UPU Birahim Fall, Stephane Vuillemin 

WHO/AFRO Hamidou Bague 

WHO/EURO Nathalie Germain Julskov 

WHO/GSC Khalid Aizat 

WHO/SEARO Ritesh Singh 

WHO/WPRO Roxanne Divina, Modesto Beligan VI 
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Appendix 2. Report of the PTC/GSQ  
Introduction  
1. PTC GSQ (see Appendix 1 for participants) met on 6 January 2021 to address its 
agenda. It observed a minute of silence in memory of Franco di Pancrazio, FICSA trainer 
and resource person for many years. PTC GSQ adopted an agenda and elected Silvia 
Mariangeloni (FAO/WFP-UGSS) as Rapporteur. 

Review of the GS salary-survey methodologies  
2. The Chair and a FICSA resource person briefed attendees on the work of ICSC’s 
Working Group on the review of the salary survey methodologies for GS staff and other 
locally recruited categories, which had been initiated in 2019.  

3. The working group had held its third meeting in February 2020, just prior to 
the 73rd FICSA Council. Since then, not much had happened, although two task forces 
had met online. The review was expected to be finalized in 2021, even though a long 
list of items remained to be discussed. The review still focused on the possibility of 
using data from external vendors to replace the current methodology, in which the 
LSSC surveyed a number of comparators. Simulations had been conducted using data 
provided by three vendors for 12 selected duty stations; the compared results showed 
significant variance. In addition, the working group planned to conduct pilot 
applications of external data implemented prior to the next round of conventional 
salary surveys in selected locations. 

4. The working group had discussed the possibility of using transitional measures 
to address concerns about the use of dual scales resulting from negative salary 
surveys, which had led to significant changes in salaries. The ICSC Secretariat had 
proposed transitional measures aimed at a more gradual implementation of the survey 
results, where they were exceptionally higher or lower than certain thresholds. The 
working group rejected the proposal and recommended that the ICSC Secretariat 
continue to work on it.  

5. Further, the working group had established a task force to make proposals on 
the categorization of duty stations by the number of employers/employees, for 
submission to the working group at its next meeting. At present, there were five 
categories, with category V including duty stations for which a reference check was 
held instead of a comprehensive survey of employers. The working group had 
discussed the experience with reference checks obtained through the use of external 
data for category-V duty stations.  

6. Other issues addressed included reviewing the questionnaire, the role of the 
LSSC with a view to maintaining or strengthening it, and the quantification of benefits. 

7. The working group would meet in the first quarter of 2021, and possibly again 
before ICSC’s summer session, in order to draft a new salary-survey methodology for 
ICSC consideration and approval at its spring session in 2022. 

Recommendation 
8. PTC/GSQ recommended that the Standing Committee on General Service 
Questions should request the FICSA ExCom to pursue the discontinuation of the 
use of dual salary scales in case of a negative result. 
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Schedule of salary surveys in 2021  
9. The schedule of comprehensive salary surveys for 2021 had not been made 
available. A number of salary surveys under methodology II were still 
outstanding/pending. 

Impact of COVID-19 on upcoming salary surveys  
10. Discussion of the impact of COVID-19 on upcoming salary surveys gave great 
emphasis to the deterioration of economic and financial conditions, specifically the 
increase of the unemployment rate and the likelihood that several companies would 
shut down. Those circumstances would create unfavourable conditions for conducting 
salary surveys, and might provide a strong justification to support the use of external 
data. Further, COVID-19 restrictions might preclude physical interviews in the data-
collection phase of surveys.  

11. FICSA could assist LSSCs that lacked a mechanism to adjust salaries between 
surveys in identifying a reliable and reputable source of data to be used for the 
adjustment of salaries within the purview of the current methodology.  

Recommendation 
12. PTC/GSQ recommended that the Standing Committee on General Service 
Questions should: 

(a) request the FICSA ExCom to continue monitoring the situation globally; and  

(b) instruct the ExCom to survey FICSA members to identify those duty stations 
lacking a mechanism for interim salary adjustments between salary surveys, 
and to conduct research and provide technical assistance in putting forward 
proposals for establishing such adjustments. 

FICSA training material and resource persons 
13. Considering that the methodology for salary surveys was under review, in 
accordance with Council’s decision, no training had been held in 2020. Appendix 2 
lists FICSA resource persons on GS salary-survey methodology for 2021: individuals 
conversant with the methodologies and conducting or undergoing training of trainers. 

Recommendation 
14. PTC/GSQ recommended that the Standing Committee on General Service 
Questions should urge FICSA to allocate the necessary funds and give priority to 
updating its training material, as soon as ICSC approved a methodology; and 
then hold training sessions in duty stations according to the new schedule of 
salary surveys.  
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Appendix 2.1. Participants and PTC membership 
Officers 

Chair  Imed Zabaar (IAEA)  

FICSA Resource Person Mauro Pace, FICSA Expert  

Rapporteur  Silvia Mariangeloni (FAO/WFP-UGSS)  

FICSA President  Tanya Quinn-Maguire (UNAIDS) 
FICSA General Secretary  Evelyn Kortum (WHO/HQ) 

Member for Field Issues Véronique Allain (SCBD) 

FICSA Treasurer  Kay Miller (WHO/EURO) 

FICSA Regional Representative for 
Africa 

Anthony Ndinguri (ICAO) 

Staff association/union  

FAO/WFP-UGSS Paola Franceschelli, Susan Murray 

ICAO Andrew Brown 

OSCE Nizar Zaher 

UNFCCC Mary Jean Abrazado, Melita Kolundzic 
Stabile, Ambretta Perrino 

UNGSC Cosimo Melpignano 

UPU Birahim Fall 

WHO/GSC Aizat Khalid 

Members with associate status 

CTBTO Michelle Delinde 

IOM Berta Fernandez 

ITER Sophie Miras 

OPCW Alberto Fernandez 

 

PTC membership 2020–2021 

Organization  Name  Email address  

FAO/WFP-UGSS Silvia Mariangeloni  silvia.mariangeloni@wfp.org  

IAEA  Imed Zabaar i.zabaar@iaea.org 

OPCW Alberto Fernández alberto.fernandez@opcw.org 

PAHO/WHO  Pilar Vidal Estevez vidalpil@paho.org> 
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SCBD Véronique Allain veronique.allain@cbd.int 

UNGSC Cosimo Melpignano melpignano@un.org 

WHO/EURO 80. Kay Miller millerk@who.int 

WHO/GSC Irwan Mohd Razali mohdrazalii@who.int 
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Appendix 2.2. FICSA resource persons on GS salary-survey methodology 2021 
Name Working language E-mail 81. Location 

(region) 
Trainer (level) 

Jeanne d’Arc Matuje Mukamwiza (non-HQ) English/French dArc.MatujeMukamwiza@fao.org 82. Africa Intermediate 

Varghese Joseph (HQ and non-HQ) English/French vjosephvarghese@gmail.com Europe Advanced 

Edmond Mobio (HQ and non-HQ) English/French mobioed@gmail.com 83. Europe Advanced 

Mauro Pace (HQ and non-HQ) English/French/ Spanish Mauropace58@gmail.com Europe Advanced 

Imed Zabaar (HQ) English/French/ Arabic i.zabaar@iaea.org Europe Advanced 

Irwan Mohd Razali (non-HQ) English mohdrazalii@who.int Asia Intermediate 

Pilar Vidal Estevez English/Spanish vidalpil@paho.org Americas Intermediate 

Veronique Allain English/French/Spanish veronique.allain@cbd.int Americas Intermediate 
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Annex 7. Report of the Standing Committee on Professional Salaries and 

Allowances 
Introduction  
1. The Standing Committee on Professional Salaries and Allowances (PSA – see Appendix 1 for 
participants) met on 10 and 11 December 2020 to address its agenda, and took part in the joint 
session of FICSA standing committees. It adopted its agenda and elected Juan José Coy Girón 
(AP-in-FAO) as Rapporteur.  

2. PSA’s work did not include considering a report from the Permanent Technical Committee 
on Professional Salaries and Allowances (PTC/PSA) because PTC had not met, owing to the 
ongoing ICSC reviews of the operational rules on post adjustment. PTC would meet after ICSC 
approved new rules, to update members and subsequently gather feedback on experience with 
implementation of the rules. 

ICSC discussions on the post-adjustment methodology 
3. The key decisions from the 90th session of ICSC comprised approval of: 

• the recommendations from the working group on operational rules to maintain the current 
gap-closure measure of 3% and changing the calculation of personal transitional allowance 
(PTA) according to the so-called “consistent PTA approach”; 

• a twelve-month review rule for Group I duty stations; 

• a four-month review and ten-point rules for Group II duty stations. 

4. A FICSA ExCom member and the ILO Statistician presented the review of the post-
adjustment operational rules. The reinstatement of a gap-closure measure at 3% was an 
important achievement, as it had been supposed to be a temporary measure when put into place 
in 2017. FICSA had worked with statisticians on simulations of the gap-closure measures, which 
showed that the 3% measure based on the new formulation yielded better results than the 
previous 5% measure based on the old formulation. The gap-closure measure would help to 
ensure predictability of post-adjustment multipliers and staff salaries.  

5. In the ensuing discussion, participants raised three concerns. The first was the need to 
ensure that the cost-of-living survey was based on a robust methodology. FICSA considered the 
interests of all duty stations in discussions on the operational rules, after closely reviewing 
simulations. The 3% gap-closure measure was likely to be the best fit for both Group I and 
Group II duty stations. 

6. Second was a question about the sensitivity of the post-adjustment calculations to 
fluctuations in exchange rates, rather than local consumer prices. Fluctuations in post-
adjustment based on currency exchange were due to comparisons with New York prices, based 
on complex prices, to ensure a standard quality of life across duty stations.  

7. Third, had ICSC made an official communication on the issue of two post-adjustment 
multipliers being used in Geneva. Although ICSC had not yet made an official communication, 
the situation was expected to end once the new methodology was approved and implemented.  

8. PSA agreed on the need to ensure that all its members were familiar with the new post-
adjustment methodology, once approved. In addition, the members took a survey through 
Mentimeter to identify their key concerns on P-staff salaries and allowances over the past year, 
and their familiarity with matters discussed by PSA. The responses showed that most members 
were concerned about the fairness and transparency of ICSC decision-making on post-
adjustment methodologies and staff salaries, and the use of New York as a comparator for duty 
stations globally with different contexts. Over half responded that they had little or no familiarity 
with PSA issues, highlighting the need for training. 
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Recommendation 
9. PSA recommended that the FICSA ExCom should: 

(d) prepare, preferably in a tabular format, a document highlighting the differences 
between the old and the new operational rules adopted by the ICSC at its 90th session; 

(e) organize training in the methodology and operational rules for post-adjustment 
calculation for interested PSA members and share with them the example simulations 
available; 

(f) encourage FICSA member organizations to actively participate in and provide input to 
cost-of-living surveys and the handling of related matters. 

Implementation of recommendations on eligibility for P-staff positions  
10. At the 73rd Council, PSA had recommended that FICSA urge the HR Network and heads of 
agencies to apply ICSC standards for job classification and qualification requirements. FICSA 
had written to ICSC requesting further information on organizations’ compliance with these 
standards. The response stated that, while organizations used the codes, there might be 
variation in how the information is stored and linked with other human-resources systems. 
Further updates would be available once ICSC conducted its next review, which seemed to cover 
only GS positions. 

11. Participants agreed with FICSA’s proposed way forward: 

(a) to wait for ICSC to publish more information after its next review, to gain a better 
understanding of compliance and then raise issues with the HR Network; and  

(b) to request that ICSC conduct a similar review for International P positions.  

Agile contracts and benefits and entitlements during remote working  
12. Discussing that issue on its own and in a joint session with other FICSA standing 
committees, PSA concluded that agile contracts had the potential for severe negative effects on 
staff members and agreed on the need for FICSA to reject any proposal made by ICSC in that 
regard.  

Recommendations 
13. PSA recommended that the FICSA ExCom should participate in the discussions of the 
ICSC TWG and the HR Network, remain vigilant, actively keep the membership informed 
of the proceedings of ICSC and the HLCM on this matter and seek input from members on 
any type of proposed contracts that affect staff benefits.  

14. PSA recommended that the FICSA ExCom should reject any proposal made by ICSC 
or HLCM that would negatively affect the conditions of employment and relevant benefits, 
entitlements and allowances of staff.  

Other business 
15. The Chair provided updates on various items, including the following.  

(a) ICSC had organized a 2019 global survey to solicit staff’s views on compensation and 
performance management. While a detailed analysis was yet to be made, the initial results 
showed that staff were concerned about lack of career opportunities and support for 
interagency mobility. 

(b) The 2018 Noblemaire study (identifying the highest-paid national civil service and reference 
checking with other international organizations) had retained the United States federal civil 
service as a comparator and found that OECD and the World Bank were ahead of the UN 
common system by 28–37%. ICSC had agreed to report to the UN General Assembly that 
those data should be viewed as supplementary to the Noblemaire study.  
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(c) ICSC had agreed to recommend to the UN General Assembly an adjustment of the unified 
base/floor salary scale for the P and higher categories of 1.9%, to be implemented through 
the standard no-loss/no-gain consolidation method. 

(d) The recruitment incentive was an incentive payment for recruitment of experts in highly 
specialized fields when organizations were unable to attract suitably qualified staff. Three 
years after implementation of the incentive, the ICSC had found that only one organization 
had made such payments. Another review was proposed after two further years. 

(e) ICSC had proposed an increase in the ceiling of the education grant to the UN General 
Assembly, but no decision had yet been made. 

Recommendations 
16. PSA recommended that the FICSA ExCom should advise member organizations in 
Montréal on how to obtain a fair education grant for all staff members in that duty station. 

17. PSA recommended that the FICSA ExCom should provide information to member 
organizations on the status of the changes to the education grant proposed by ICSC. 

Nomination of PSA officers and core group members 
18. The following delegates were nominated as officers: 

• Santhosh Thanjavur Prakasam (UNFCCC) as Chair 

• Priya Mannava (WHO/WPRO) as Vice-Chair 

• Andrea Palazzi (UNAIDS) as Vice-Chair 

• Juan José Coy Girón (AP-in-FAO) as Rapporteur 

19. All PSA members were nominated as members of the core group. 
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Appendix 1. Participants 
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Chair Santhosh Thanjavur Prakasam (UNFCCC) 
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AP-in-FAO Ny You 
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IAEA Frank Campbell, Borona Shehu, Diego Telleria 

ICAO Sanya Dehinde, Andrew Brown 

IMO Shereen Barry, Juan Lyu 
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WHO/SEARO Ritesh Singh 

WHO/WPRO 

WMO 

Huajing Liang 
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IOM Deborah Fanin 
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Association with consultative status 

EMBL Maria Cerezo 

Guest 

ILO Kieran Walsh, Statistician 
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Annex. 8. Report of the Standing Committee on Staff–Management 

Relations 
Introduction  
1. The Standing Committee on Staff–Management Relations (SMR – see Appendix 1 for 
participants) held two virtual meetings, elected Andrew Brown (ICAO) Rapporteur and addressed 
its agenda.  

Report on the previous year’s activities  
Results of FICSA survey on arrangements for staff associations  
2. The Chair provided background information on the survey, which had been launched after 
the 72nd FICSA Council. Owing to an initially low response rate (eight), the 73rd FICSA Council 
recommended improving the survey and relaunching it with a message that encouraged all 
members to respond. 

3. The revised survey, launched in April 2020, included questions related to the current 
pandemic, and 28 responses had been received. Although not ideal, the increase allowed for a 
summary of the results. While the survey results showed that hosting agencies/organizations 
supported staff associations to some extent, further work was needed to ensure that that 
support was uniform throughout the UN system. As to the time release for staff representatives, 
keeping statistics would help build a case for some member associations to request more release 
time, using examples from other organizations. 

4. In the ensuing discussion, a speaker proposed that FICSA send a short and concise 
survey to the membership, in a set form and on a recurring basis, and worded in a way to 
facilitate the ranking of associations according to the level of support received from management 
and to cover the most important aspects of staff associations’ positions and conditions of work. 
That would allow FICSA to monitor staff associations’ relationships with management. SMR 
agreed on the need to set up a working group to prepare a standard form with key questions, 
elaborating and improving the questions from the previous survey. The following delegates – Jalil 
Housni (WMO), Kay Miller (WHO/EURO), Susan Murray (FAO/WFP-UGSS), Tracy Tollmann 
(UNFCCC), and Viera Seben (ICAO) – agreed to comprise the group.  

Recommendation 
5. SMR recommended that the FICSA ExCom should send a standard form created by 
an SMR working group to send to member associations for completion on a 
recurring/annual basis. The form would: provide feedback on the status of a staff 
association’s arrangements within its organization, monitor developments (deterioration, 
stability or improvement) in staff–management relations, help to identify best practices 
and provide useful statistics.  

Cost-sharing for release of FICSA officers  
6. A long-term solution was needed for the cost-sharing of staff representatives elected to 
serve on the FICSA ExCom as President and General Secretary; both were currently seconded 
from their organizations for the duration of their term. They were elected on alternate years for 
terms of two years each. The FICSA President had been elected in February 2020, and 
nominations had been requested for the FICSA General Secretary, who would be elected in 
February 2021. The goal of cost-sharing was to ensure that the full-time positions on the FICSA 
ExCom were not limited to staff representatives from large organizations.  

7. The topic had been discussed at a meeting of the HR Network in early 2020. Owing to the 
pandemic, however, the release of a draft memorandum of understanding, outlining the terms of 
the cost-sharing scheme, had been delayed; FICSA had only recently received it, and was 
reviewing it. The following organizations had agreed to the principles of the cost-sharing scheme: 



 

 
74 

AIEA, ICAO, IMO, UNAIDS, WHO (globally, except PAHO) and WIPO. The more organizations that 
joined the scheme, the lower the costs would be to each. The SMR participants could contact 
FICSA for additional information on the scheme, along with estimates of costs for each 
organization, and were welcome to bring the proposal to their administrations.  

8. The methodology to determine the cost per organization would be proportional, and 
similar to that used for membership dues to FICSA. The calculation, purely for demonstration 
purposes, was based on a P-4/step VI level, with one position in Geneva and one in New York, 
with a weighting methodology applied to reflect the number of G and P staff of each organization. 

Recommendation 
9. SMR recommended that the FICSA ExCom should continue to work with the HLCM 
Working Group on sharing the costs of securing the release of the staff serving as FICSA’s 
two full-time officers – President and General Secretary – and encourage members whose 
organizations were not participating in the discussion on the cost-sharing agreement to 
contact the FICSA Secretariat for more information on how their organization could 
become part of that agreement.  

Follow-up on issues in staff–management relations  
10. As issues in staff–management relations comprised a recurring topic of discussion, 
participants provided updates on the situation in their organizations. The discussion covered 
improvements in some organizations, difficulties arising from restructuring at others, and the 
issue of the number of accrued days of annual leave for which staff could be compensated at 
separation.  

11. Participants from two organization – AP-in-FAO and IMO – reported improved staff–
management relations, largely resulting from collaborative efforts involving new key managers. 
For example, the new HR director at AP-in-FAO had developed a comprehensive strategy for 
reform of human resources policies to improve working conditions. At IMO, a new head of 
administration had overseen collaborative efforts to make and implement improved policy on 
flexible working arrangements.  

12. In contrast, participants from three organizations – WHO/EURO, WMO and UNFCCC – 
focused on problems created by restructuring. Although the details and timing of the processes 
varied between organizations, they had included mapping-and-matching exercises that had 
negatively affected a proportion of staff. Staff associations had worked to provide input, mitigate 
negative effects and promote transparency and fairness. Their efforts included carrying out or 
proposing surveys of staff to inform management of their views. Where conducted, surveys had 
revealed concerns about the fairness and transparency of the restructuring processes, which 
management had tried to address through such means as establishing a transparency and 
fairness body and options for staff not matched with positions, including the ability to apply for 
an upgraded position or have a “privileged” status for future vacancy notices to be issued for a 
particular period.  

13. In the ensuing discussion, a delegate noted that restructuring in any organization was 
brought to the attention of JIU. It would conduct a study of the organization and seek feedback 
from members of both the administration and the staff association. A delegate provided links to 
the latest JIU reports. 

14. In addition, a 2020 FICSA survey on restructuring had received only 10 responses. The 
wording of the survey questions had made it difficult to provide accurate responses, and the 
survey had not allowed the uploading of files or other related information. As the Standing 
Committee on Human Resources Management would address the issue, that would be an 
opportunity to propose that it rework the survey on restructuring as a joint effort with SMR. If 
agreed, a working group would be established for this purpose. 
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15. A speaker noted that any restructuring gave management an opportunity to change the 
rules. For example, some organizations had reduced the 60 days of accumulated annual leave 
for which staff could be paid on separation, to 30 days, on the justification that other 
organizations had done so. In fact, WHO had initiated the practice, with other organizations 
following suit. Staff at UNAIDS, which is administered by WHO, worked with UNAIDS 
management to retain the 60-day limit, reaching a mutual understanding that it was an integral 
part of staff’s social security benefits, as unemployment benefits were not available to them. 
PAHO/WHO had done the same. The FICSA President appealed to delegates to resist any similar 
change if their organizations considered it, or to renegotiate the issue after the fact. 

16. A speaker noted that some Member States did not even consider limiting the payments to 
30 days, since that did not provide cost savings. The 30 or 60 days, whether taken as leave or 
paid for the end of service, had no additional cost to Member States, since annual leave was 
already a part of staff benefits, and therefore already factored into staff costs.  

17. Exploring at an interagency level what the correct practice should be could serve as a 
guideline of best practice for organizations. While delegates acknowledged the limit of 60 days of 
accrued leave, staff deserved to have the choice between full payment or a combination of annual 
leave and payment. As staff did not have access to elements of social security, such as 
unemployment benefits, maintaining a minimum of up to 60 days accrued leave to be paid upon 
separation was indispensable. 

Recommendation 
18. To maintain the status quo at the upper level and to address the current disparity 
between organizations, SMR recommended that the FICSA ExCom should raise the need to 
maintain up to 60 days accrued leave to be paid upon separation, with the HLCM. 

Staff associations as a bridge between staff and management in relation to remote 
working arrangements  
19. Owing to the pandemic, UN organizations had made arrangements for remote working. 
SMR explored the level of involvement of staff representatives in that process. SMR would bring 
interesting points raised to its joint session with the Standing Committee on Human Resources 
Management on this issue in January. 

20. Speakers acknowledged that management had involved staff associations to various 
extents throughout the current pandemic and had been more flexible with staff working 
arrangements. Organizations concentrated on providing staff with tools, resources and 
infrastructures to work remotely. The location of the duty station influenced those efforts, which 
included striving to provide mobile connectivity to all staff. In some cases, the policies or 
guidelines on remote working were presented afterwards, or did not reflect experience with the 
current situation. Some organizations would not consider remote working, since all staff could 
not do it. 

21. Working remotely could present a danger by establishing new management practices in 
hiring staff in locations with lower living costs, when the physical presence of staff was not 
required. In addition, there was a need to distinguish between the rules on remote working that 
might have been considered before the pandemic and those that had resulted from it; the second 
scenario entailed certain obligations on and contributions from management. The involvement of 
staff associations in making policy in this area varied widely. 

Recommendation 
22. SMR recommended that the FICSA ExCom should encourage staff association 
representatives to be an integral part of their administration’s decision-making processes 
on all alternative/remote working arrangements to ensure the interests of staff are well 
represented. 
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Role of staff association/unions in organizations’ handling of financial issues  
23. The SMR Chair noted that the pandemic might result in difficulties for some Member 
States in honouring their contribution commitments, leading to financial challenges for UN 
organizations that might result in job cuts, the freezing of posts and other cost-saving measures. 
As early as possible in organizations’ efforts to deal with such problems, staff associations 
needed to be informed and involved, to the extent possible, through active dialogue with the 
administration, in order to avert and/or negotiate any management measures that could be 
detrimental to staff. The discussion involved the use of several Mentimeter slides (see Appendix 
2).  

24. First, most participants said that staff associations had no involvement in such 
discussions. Despite some debate as to whether a staff association’s remit included financial 
challenges faced by organizations, SMR agreed that staff associations’ representatives should be 
involved in case of any potential financial limitation of their organizations and any subsequent 
change to contractual relationships, to ensure that the issue could be negotiated with 
management.  

25. The participants listed a number of best practices to ensure that staff associations were 
informed of their organizations’ financial concerns. For example, maintaining constant dialogue 
with management on the financial situation was important; such dialogue could be secured 
through an open-door policy, periodic meetings or discussions as the need arose. When 
management initiated a discussion on cutting costs, the staff association needed to ensure that 
other measures had been considered before any job cuts were considered. Managers and staff 
associations had sometimes worked together on arguments for their governing bodies, to 
demonstrate the rationale for not cutting staff. 

26. While most delegates reported not having been involved in financial decisions, they had 
had access to documents related to Member States’ discussions on the programme and their 
finance committees, and some had been able to make statements to their governing bodies. 

27. Second, delegates identified factors that hindered their involvement in addressing their 
organizations’ financial situation. Those factors ranged from believing the issue to be outside of 
staff association’s remit, or never having approached management on the issue, to 
management’s not providing access to the information and a lack of time to devote to this issue. 
In further discussion, participants agreed both that staff associations should not be directly 
involved in organizations’ financial and budget discussions and that an increase in constructive 
dialogue between management and staff representatives on an organization’s financial concerns 
could lead to an increase of information shared, reduce staff concerns and improve the chance 
that the decisions made would consider the interests of staff and ensure they would result from 
a fair and equitable process. 

28. Third, delegates suggested ways to increase their participation in the handling of their 
organizations’ financial concerns, including regular and more frequent meetings, open and 
continuing dialogue, a proactive approach and working together on financial issues. The FICSA 
President pointed out that all issues effecting staff and staff’s wellbeing fall under the staff 
associations’ mandates, and encouraged staff representatives to be part of any discussions 
involving staff’s conditions of employment.  

Conclusion 
29. Staff association representatives needed to ensure that they are proactively informed of 
the financial status of their organizations by exploring options to improve their dialogue with 
senior management and increase the exchange of information. Upon learning of any financial 
shortages and possible cost-cutting initiatives by management, staff representatives need to play 
an active role in the evaluation and establishment of corresponding measures, bearing in mind 
the interests of staff, and keep FICSA updated on their efforts and any serious concerns that 
may arise. Upon learning of any financial shortages and possible cost-cutting initiatives by 
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management, staff representatives should play an active role in the evaluation and 
establishment of corresponding measures, bearing in mind the interests of staff and further 
encourage Staff Representatives to keep FICSA updated on their efforts and any serious 
concerns that may arise 

Recommendation 
30. SMR strongly recommended that the FICSA Secretariat should alert the 
membership on the need for all staff association representatives to ensure they 
proactively seek information on the financial status within their organizations, in order to 
play an active role and be part of any potential solutions.  

Collaboration with management on policies dealing with whistle-blowing, bullying, 
abuse of authority and fear of retaliation  
31. SMR started the discussion of this topic with an example from UNFCCC, where a survey 
of staff satisfaction in 2018–2019 had showed that staff had either not refrained from reporting 
bullying or abuse of authority from fear or retaliation, tried to report them but received no 
results, or reported cases and had to leave the organization while the person accused of 
misconduct stayed. The poor results surprised management, which had expressed a desire to 
work collaboratively on a solution to address this situation. An earlier large campaign against 
bullying or harassment in the organization had helped at the time.  

32. While the JIU Review of whistle-blower policies and practices in UN system organizations 
(JIU/REP/2018/4) provided recommendations, they appeared not to be applied in practice. As 
staff remained hesitant to report incidents, SMR brainstormed on the membership’s approaches 
to the problem, to identify best practices. 

33. The participants determined that the extent of bullying in most of their organizations was 
moderate (see slides in Appendix 2). Making that determination was difficult, however. as 
management did not inform staff representatives of the number or nature of cases.  

34. The FICSA President pointed out that the various definitions of bullying posed a challenge 
that could affect the ability to quantify its extent. The definitions and forms of misconduct 
covered by the staff rules and regulations could help staff to obtain a better understanding. Staff 
representatives could insist on receiving regular (e.g. annual) reports from their organization’s 
ombudsperson, and encourage management to provide regular, anonymized updates to staff on 
disciplinary measures taken in response to reports of fraud, misconduct and harassment. The 
latter would ensure that staff knew that the policy of zero tolerance was being enforced. 
Organizations also needed to have proper internal justice systems that functioned in favour of 
staff. Regular staff training on acceptable and unacceptable behaviour at all levels could also 
help to improve the work environment.  

35. The discussion showed that a lack of faith in the HR unit, ombudsperson and/or the 
ethics officer in some organizations had prevented staff from coming forward. The staff who had 
been the most vocal on misconduct issues were often among the first whose posts had been cut 
when restructuring or cost-cutting measures were initiated, which could be perceived as 
retaliation.  

36. In addition, participants questioned the reliability of surveys to assess the working 
environment. Staff who were worried about anonymity and confidentiality hesitated to respond 
truthfully. Management at one organization had even instructed staff to raise concerns or ask 
question publicly. While management had sometimes pushed back against surveys launched by 
staff associations, staff associations’ mandates certainly included using surveys to help to 
improve the workplace environment.  

37. Experience at one organization with annual staff association surveys, with responses kept 
anonymous and confidential to promote participation, had been positive. The use of a basic 
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framework of questions allowed the monitoring of progress on any subject. Proper processing 
and management of the survey results were also important. The latter included presenting the 
results at town-hall meetings, to which the management was invited, and sending the results of 
surveys over the previous eight years to JIU. 

38. To change a culture of bullying for the better, the JIU report recommended setting up an 
independent external review body to reassure staff no internal influence or conflicts of interest 
would be involved, conducting surveys, yearly reporting from the ombudsperson and HR unit, 
and 360-degree evaluation (see Appendix 2). SMR delegates also suggested training, raising 
awareness, knowing how to report any misconduct and having proper policy in place as tools to 
improve the workplace atmosphere.  

39. The FICSA President pointed out that efforts to raise awareness resulted in increases in 
reporting, and a coordinated multidisciplinary approach that involved various offices (staff 
association, ombudsperson and HR unit) was needed to align the results of the complaints 
received. While management, not staff representatives, was responsible for resolving any type of 
misconduct, the staff association could push management in the right direction and work with 
managers to change the organizational culture towards zero tolerance. 

40. Training would help develop the competency, soft skills and emotional intelligence 
required by staff to foster an improved work environment. Some organizations lacked training of 
this nature (counselling and coaching approach). 

41. Supervisors were not usually evaluated for their supervisory skills. While implementing 
360-degree evaluation (the evaluation of supervisors as well as supervisees) would not be easy, it 
would benefit managers who might not know how their behaviour negatively affected colleagues. 
Without commitment from the highest levels of the administration to making genuine change 
through tangible action, however, such evaluations could be viewed as a mere formality and lead 
to retaliation by managers who receive unfavourable evaluations. Using a third party to 
administer a survey, and aggregate comments and evaluations could achieve the necessary 
transparency, confidentiality and anonymity, but that could be harder to do in small 
organizations.  

42. In closing, the delegates agreed that, to help staff representatives continue to fight all 
types of misconduct, FICSA members needed to share their experience, best practices, and their 
organizations’ polices and processes. A small working group needed to be set up to prepare a 
very short survey, whose results could be used to reach a better understanding of what could be 
done. The following delegates volunteered to serve in that group: Tracy Tollmann (UNFCCC), 
Paula Franceschelli (FAO/WFP-UGSS) and Andrea Palazzi (UNAIDS).  

Conclusion 
43. SMR needed to set up working group of staff representatives with experience with the 
subject of misconduct, to create a survey whose results could be used to take practical action. 
The results would include bullet points of best practices that staff representatives could use to 
address incidents of bullying. SMR would use the results of the survey to recommend best 
practices that staff could use to help address incidents of misconduct. SMR would share the 
recommendation with the FICSA ExCom, to ensure it is kept informed of developments and to 
help with dissemination. 

Recommendations 
44. SMR recommended that the FICSA ExCom should collect good practices via a 
survey developed by the SMR working group on bullying, misconduct, and unethical 
behaviour. 

45. SMR recommended that FICSA members should take advantage of all available 
training related to bullying and harassment, including that offered through FICSA.  
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Nomination of SMR officers and core group members  
46. The following delegates were nominated as officers:  

• Viera Seben (ICAO) as Chair 

• Christine Tretter (WHO/HQ) as Vice-Chair 

47. The following participants were nominated as members of the core group: 

• Paola Franceschelli (FAO/WFP-UGSS) 

• Silvia Mariangeloni (FAO/WFP-UGSS) 

• Jakob Skoet (AP-in-FAO) 
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Pilar Vidal Estevez (PAHO/WHO) 
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Khalid Aizat 

Ritesh Singh 

WHO/WPRO 

WMO 

Huajing Liang, Polin Chan, Robert Kezaala 

Jalil Housni 

Member with associate status 

CTBTO Michelle Delinde, Grace Sseruwagi, Glenda 
Wolstenholme 

Association with consultative status 



 

 
81 

EMBL Sybilla Corbett 

Guests  

UNICTF Maria Del Rocio Martin Vargas, Begona Tebar 
Lafuente 
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Appendix 2. Mentimeter slides on staff associations’ role in their organizations’ 
financial situation and in working with management against bullying 
Involvement, oversight and observation role of staff association/unions on the financial situation of 
the organizations  
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Collaboration with management on addressing bullying 
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Annex 9. Report of the joint standing committee sessions on the future of 

work  
1. FICSA officers represented the membership at meetings of HLCM, which had identified the 
future of work as critical to its workplan in 2019. HLCM had therefore established the Task 
Force on the Future of Work and identified and work streams focused on three topics: 

• remote work  

• agile contracts  

• enabling technology.  

2. To raise awareness among the FICSA membership of those closely related topics and to 
ensure that FICSA adequately represented the membership’s views to HLCM, the Secretariat 
convened three joint sessions of standing committees to address them jointly for the first time. 
The topics must be viewed together as they depend on each other in their development and 
implementation across the UN common system.  

3. The joint sessions were in no way comprehensive, and FICSA members clearly agreed that 
they needed further opportunities to discuss the topics in greater depth and as new information 
emerged, including from HLCM. The objectives of the joint sessions included considerations of 
efficiency, transparency, connectedness, roundedness of understanding, preparedness and 
avoiding overlaps and duplications. This report addresses each topic in turn and then 
summarizes common issues and proposes joint recommendations. In addition, a dedicated 
section on the future of work was established on the FICSA website.  

Three topics 
Remote work  
4. The term remote work currently covered an array of options for working away from offices, 
which included teleworking from the duty station or another place, flexible working 
arrangements, and the use of hub and spoke offices. These differed from the business-continuity 
arrangements that organizations had put in place in response to the COVID-19 pandemic.  

5. Participants noted the lack of clear and consistent definitions for terms related to options 
for remote and other flexible ways to work. Training for managers was essential to enable them 
to understand the organizational arguments in favour of flexible working arrangements and to 
combat outdated opposition to, for example, not having staff at hand in person; the latter was 
also a matter of trust. Management needed to apply clear and consistent criteria to decide which 
staff could access remote or flexible working arrangements. That would ensure increased 
transparency across the board. 

6. Remote or flexible work also raised important issues related to the lack of adequate 
equipment (ergonomics), connectivity and cost implications, particularly for staff in the field. 
Those were also closely related to provisions for staff’s occupational safety, health (particularly 
mental health) and welfare. The specific concerns of field staff included appropriate space to 
work, security, access to power and adequate access to the internet at an affordable price. Other 
concerns were related to the possible impact on entitlements, including staff health insurance, 
pension and post adjustment. The real implications of remote work for all staff categories in all 
duty stations across the UN common system were unclear.  

Agile contract modalities 
7. As no additional contract modalities had yet been proposed, discussion during the joint 
sessions focused on raising awareness of the current debate in various high-level fora and trends 
outside the UN system.  
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8. The participants discussed the underlying reasons for HLCM’s possible plans to 
implement agile contracts outside the ICSC current contractual framework. Discussions with 
and documents from HLCM could indicate that those reasons included the need to ensure 
operational agility, save money and respond to the needs of the modern workforce. Nevertheless, 
the participants noted that the proper implementation of the existing contract modalities could 
address those concerns.  

9. Current trends in the private sector showed the casualization of employment contracts, 
with increased use of precarious contracts. Any move towards agile contracts could have 
adversely affect the independence of the international civil service, so the participants stressed 
the need to uphold the Noblemaire and Flemming principles in discussions in high-level fora. 

Enabling technology 
10. The session on enabling technology had two parts, underpinned by technical and 
practical presentations by staff of UNICC and the University of Nottingham Business School, 
United Kingdom, and the presence of a staff member of the United States Agency for 
International Development (USAID).  

11. The technical part of the session informed participants about machine learning (AI); the 
risks of security breaches and inherent bias and discrimination in the use of data behind 
enabling technology, if not calibrated carefully; and the potential impact on staff skill sets, 
including those of managers.  

12. Participants discussed the legal and ethical implications and noted the absence of a legal 
framework in the UN system. There was an urgent need to establish guiding principles across 
the UN common system that would preserve the right to privacy.  

13. Progress in digitalization and AI was swift, so the participants agreed that UN staff needed 
to be actively involved in organizations’ efforts to chart the course ahead, through FICSA’s active 
participation in the work of HLCM. They also agreed that a formalized relationship with the 
UNICC would help the FICSA membership both to follow and provide input on developments. 
Finally, the participants thought that the well developed European Social Partners Framework 
Agreement on Digitalization would be suitable to adapt to workplaces in the UN system.  

Common issues 
14. The participants expressed concerns about the lack of clear and consistent definitions and 
processes; possible effects on staff entitlements; transparency and fairness; and implications for 
different staff categories across the UN common system. They discussed more general concerns 
about occupational health and safety and general welfare, with a particular focus on mental 
health challenges due to the fast-changing working environment.  

Joint recommendations 
15. The standing committees participating in the joint sessions recommended that: 

(a) the FICSA ExCom should formalize the relationship with UNICC; 

(b) the FICSA Secretariat should to organize and hold online Ask the FICSA Expert 
sessions on the three work streams to inform the membership in greater depth, and 
should organize further joint sessions; 

(c) the FICSA ExCom should propose to HLCM that it develop guidance for the UN 
common system that is adapted from the European Social Partners Framework 
Agreement on Digitalization;  
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(d) the FICSA ExCom should continue to raise the importance of the consistent 
implementation of the UN strategy on mental health across the common system in all 
fora in which the future of work is discussed.; 

(e) FICSA members should inform the FICSA Secretariat of developments related to the 
future of work in their organizations. 
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Appendix 1. Participants in three joint sessions on the future of work 
Remote working, 11 January 2021 
Officers  

Facilitator  Simon Ferrar  

FICSA President Tanya Quinn-Maguire (UNAIDS) 

FICSA General Secretary Evelyn Kortum (WHO/HQ) 

FICSA ExCom members  Veronique Allain (SCBD), Kay Miller (WHO/EURO), 
Pilar Vidal (PAHO/WHO) 

FICSA regional representatives Anthony Ndinguri (ICAO), Rajesh Mehta 
(WHO/SEARO), Jesus García Jiménez (ILO ITC) 

Staff associations/unions 

AP-in-FAO Line Kaspersen, Jakob Skoet 

FAO/WFP-UGSS Paola Franceschelli, Dina Franchi, Silvia 
Mariangeloni, Susan Murray 

IAEA Eugenia Agostini, Balazs Zsigo 

IARC Cécile Le Duc 

ICAO Andrew Brown, Sanya Dehinde, Viera Seben 

IFADIMO Charles Forrest, Victoria ValenziJuan Lyu 

OSCE Nizar Zaher 

SCBD Lisa Pedicelli 

UNAIDS Andrea Palazzi 

UNESCO David Storti, Elia Matias 

UNFCCC Mary Jean Abrazado, Melita Kolundzic Stabile, 
Ambretta Perrino, Tracy Tollmann, Santhosh 
Thanjavur Prakasam 

UNIDO Steve Eales, Cosimo Melpignano 

UNGSC Vito Musa 

UPU Stéphane Vuillemin 

WHO/AFRO Hamidou Bague 

WHO/EURO Antonella Biasiotto, Nathalie Germain-Julskov, Julia 
Nowacki 

WHO/HQ Gemma Vestal, Lianne Gonsalves, Catherine Kirorei 
Corsini 

WHO/SEARO Ritesh Singh 

WHO/GSC  Khalid Aizat 

WHO/WPRO Priya Mannava, Beligan VI Modesto 
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Members with associate status 

CTBTO Michelle Delinde 

IOM Berta Fernandez 

ITER Sophie Miras 

OPCW Alberto Fernandez 

Associations with consultative status 

UNFCU Elizabeth Philippe 

Guests  

UNICTF Maria Del Rocio, Martin Vargas 

ITLOS Sebastian Gomez, Dejan Berberovic 

SKAO Jeff Waff 

WMU Anne Pazaver 

UNISERV Steve Towler 
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Agile contracts, 13 January 2021 

Officers  

Facilitators  Simon Ferrar, Cosimo Melpignano (UNIDO) 

FICSA President  Tanya Quinn-Maguire (UNAIDS) 

FICSA General Secretary Evelyn Kortum (WHO/HQ) 

FICSA ExCom members  Veronique Allain (SCBD), Kay Miller 
(WHO/EURO), Pilar Vidal (PAHO/WHO) 

FICSA Regional 
Representative 

Anthony Ndinguri (ICAO 

Staff associations/unions 

AP-in-FAO Jakob Skoet 

FAO/WFP-UGSS Silvia Mariangeloni, Susan Murray 

IAEA Eugenia Agostini 

ICAO Andrew Brown, Sanya Dehinde, Viera Seben 

IMO Shereen Barry, Juan Lyu 

SCBD Lisa Pedicelli 

UNAIDS  Andrea Palazzi 

UNESCO David Storti, Elia Matias 

UNFCCC Ambretta Perrino, Tracy Tollmann 

UNIDO  Steve Eales 

UNGSC Cosimo Melpignano, Vito Musa 

UPU Stéphane Vuillemin 

WHO/AFRO Hamidou Bague 

WHO/EURO Nathalie Germain-Julskov 

WHO/HQ Lianne Gonsalves,  

WHO/WPRO  Priya Mannava, Beligan VI Modesto 

WHO/GSC  Khalid Aizat 

WMO Jalil Housni 

Members with associate status  

CTBTO  Michelle Delinde 

IOM Berta Fernandez 

WTO/OMC Muriel Salette Carroz 

Guests  

UNICTF Maria Del Rocio Martin Vargas 

SKAO Jeff Waff 

WMU Anne Pazaver 
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Enabling technology, 15 January 2021 

Officers  

Facilitator  Simon Ferrar  

Speakers Aubra Anthony (US Agency for International 
Development), Marco Liuzzi (UN International 
Computing Centre), Aditya Jain (Nottingham 
University Business School, United Kingdom) 

FICSA President  Tanya Quinn-Maguire (UNAIDS) 

FICSA General Secretary Evelyn Kortum (WHO/HQ) 

FICSA ExCom members, Veronique Allain (SCBD), Kay Miller 
(WHO/EURO), Pilar Vidal (PAHO/WHO) 

FICSA regional representatives Anthony Ndinguri (ICAO), Rajesh Mehta 
(WHO/SEARO) 

Staff associations/unions 

AP-in-FAO Jakob Skoet 

FAO/WFP-UGSS Silvia Mariangeloni, Susan Murray, Paola 
Franceschelli, Dina Franchi 

IAEA Eugenia Agostini 

ICAO Anastasia Alba, Andrew Brown, Marisa Collis, 
Sanya Dehinde, Sonia El Sakka, Dominique 
Kearney, Kevin Murad, Viera Seben  

IMO Shereen Barry, Juan Lyu 

SCBD Lisa Pedicelli 

UNAIDS Andrea Palazzi 

UNESCO Elia Matias, Denis Pitzalis 

UNFCCC Ambretta Perrino, Mary Jean Abrazado, 

UNIDO Steve Eales 

UNGSC Cosimo Melpignano, Vito Musa 

UPU Stéphane Vuillemin 

WHO/EURO Nathalie Germain-Julskov 

WHO/HQ Lianne Gonsalves, Gemma Vestal 

WHO/WPRO 

WHO/GSC  

Beligan VI Modesto 

Khalid Aizat 

Members with associate status 

CTBTO Michelle Delinde 

IOM Berta Fernandez 

OPCW Alberto Fernandez 

WTO/OMC Muriel Salette Carroz 

Members with consultative status 
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UNFCU Elizabeth Philippe 

Guests 

CCISUA Stefan Brezina 

ITLOS  Sebastian Gomez 

SKAO Jeff Waff 

UNICTF Maria Del Rocio Martin Vargas 
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Annex 10. Report of the Ad Hoc Committee on Strategic Development 

Introduction  
1. The Ad Hoc Committee on Strategic Development (SD – see Appendix 1 for participants) met 
on 18 and 19 January 2021 to address its agenda, and elected Susan Murray (UGSS) as 
Rapporteur.  

Report on the implementation of FICSA structural changes  
Secretariat  
2. The structure of the FICSA Secretariat had changed as a result of the functional review 
that was carried out in 2018 and approved at the 72nd FICSA Council in 2019. While some 
members had felt that FICSA dues were too high and had urged FICSA to reduce its expenses, 
the membership had also requested ExCom to maintain a good service level. The Secretariat had 
therefore abolished the vacant G-6 Administrative Assistant post and the two G-4 Secretary 
(50%) posts and replaced them with one G-5 Team Assistant position, currently occupied at 
80%. The Secretariat also employed a full-time P-3 Information Officer and had achieved a 
reduction in costs of nearly 29% (from CHF 477,000to CHF 339,400 per year). The Secretariat 
had used modern technology to improve its daily work. With regard to new premises, the 
Secretariat had not been able to identify premises that were more convenient in terms of cost 
and location. 

3. Two interns (for social media and legal matters, respectively) and a consultant 
communications expert were assisting the Secretariat. During 2020 a technical-expert intern 
had created the chat bot now running on the FICSA headquarters Facebook page. All interns 
had specific terms of reference and learning objectives, were both monitored and mentored, and 
could earn university credits from their work with FICSA. FICSA members were asked to help 
increase FICSA’s visibility on social media by encouraging the members of their staff 
associations/unions to interact regularly with FICSA on platforms including Facebook, Twitter 
and LinkedIn.  

4. Although the Secretariat had managed to maintain the quality of services despite its 
limited resources, it urged all FICSA members to actively contribute to assist FICSA in achieving 
its mandate.  

Financial matters  
5. The Ad Hoc Committee on Administrative and Budgetary Questions would propose a new 
budget structure. A more sustainable way to calculate dues was needed. FICSA had made 
savings in 2020 owing to COVID-19, and could continue them in future by holding virtual 
meetings and using other modern technology.  

6. Following the audit recommendation, the 72nd FICSA Council had decided to reduce 
FICSA’s reserves and to modify its budget structure to prevent the accumulation of huge 
reserves. This had been necessary to help FICSA member organizations to meet their financial 
obligations. As a result of the implementation of the new budget structure, the membership dues 
had been reduced by 40% in the first year.  

Training  
7. Following the decision of the 73rd Council, FICSA members wishing to host training events 
had become responsible for all associated costs, including travel-related expenses and daily 
subsistence allowance for trainers. Participants could register online through FICSA’s website. 
The host organization could make seats available for participants from other FICSA member 
organizations, for which it might charge a participation fee. 
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8. Member organizations with very limited resources could request financial assistance from 
the special fund established for that purpose. The Ad Hoc Committee on Administrative and 
Budgetary Questions would discuss the terms of reference for the fund.  

Recommendation 
9. As the unprecedented circumstances resulting from the COVID-19 pandemic made 
proposing any changes to FICSA’s budget structure premature, SD recommended that the 
FICSA ExCom should monitor budget performance in 2021 and provide an analysis and 
recommendations for consideration by the heads of delegations before the 75th FICSA 
Council. 

FICSA knowledge inventory 
10. To enable responses to the multitude of requests received, FICSA urged its members to 
support its work more proactively. Such participation would further enhance efficiencies and 
help ExCom to implement its mandate and Council’s decisions. That required FICSA to fully 
understand the wealth of existing resources and knowledge among members, which could be 
determined through a survey.  

11. The survey could include the following elements: 

(a) who they have: the numbers and categories of staff representatives working in FICSA 
member organizations; 

(b) where they are; 

(c) what they do and what they know: including competencies, skills, additional areas of 
expertise and languages. 

12. Proposed survey questions could include the following: 

(a) General: 

• organization; 

• name of the staff association/union; 

• location; 

• any conclusions reached by the staff association/union about, for example, the situation 
or available approaches; 

• number of members on the staff council/committee; 

(b) available resource persons (the list of topics below could be expanded): 

• name; 

• competencies: 

o human resources (HR) policies; 

o social security; 

o mediation/conflict resolution; 

o experience with GS salary surveys; 

o experience with cost-of-living surveys; 

o legal matters; 

o finance; 

o audit; 

o layout and design; 
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o editing/writing; 

o Web design; 

o social media; 

o training; 

• brief description of experience.  

Recommendation 
13. SD recommended that the FICSA ExCom should survey the membership and use the 
result to establish a knowledge inventory, updating the database at least every two years.  

Review of FICSA’s cooperation agreements  
14. In addition to longstanding collaboration with CCISUA, FICSA had initiated a new and 
successful cooperation agreement with UNISERV in 2020. The three federations had worked 
effectively and closely throughout the year, mainly owing to their current leadership. Their 
united front proved to be effective in the meetings of ICSC and HLCM. FICSA had delivered joint 
statements on behalf of CCISUA and UNISERV in numerous meetings in 2020.  

15. FICSA had also entered into an agreement with UN Globe to promote its issues, and 
established an MoU with ILO ITC in Turin, Italy, allowing a discount of 10% for FICSA members. 
Many of the training courses on offer were useful for staff representatives. FICSA had also signed 
an MoU with lawyers. It had included an agreement that lawyers would provide a tip of the 
month on legal matters; these tips had been published on the FICSA website. 

16. Further, FICSA standing committees, meeting in a joint session on the future of work, had 
recommended that the FICSA ExCom establish an MoU with UNICC. That could greatly benefit 
FICSA members in an age of increasingly faster use of new technologies.  

Other business 
17. While several heads of delegations appreciated the usefulness of FICSA’s numerous 
communications on ExCom activities and other important matters, they thought that all staff 
might not easily understand those communications. They therefore suggested that the FICSA 
Secretariat periodically prepare information sheets listing important information that staff 
associations/unions could share with their members.  

18. The FICSA General Secretary urged all FICSA members to take part in and provide 
feedback on FICSA’s work. Other participants raised concerns about the lack of engagement in 
their organizations and asked whether FICSA could analyse this issue to identify a common 
strategy to motivate staff to support the work of their staff associations/unions.  

Recommendation  
19. SD recommended that the FICSA ExCom should establish a working group to 
analyse the issue of lack of engagement with staff associations/unions and to develop a 
strategy to help motivate staff to support them.  
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Appendix 1. Participants 
Officers 

Chair Imed Zabaar (IAEA) 

Rapporteur Susan Murray (FAO/WFP-UGSS) 

FICSA President Tanya Quinn-Maguire (UNAIDS) 

FICSA General Secretary Evelyn Kortum (WHO/HQ) 

FICSA ExCom members Véronique Allain (SCBD), Kay Miller (WHO/EURO) 

Interns Shaina Erika Seki, Gilda Isernia, Riley Grden 

FISCA regional representatives Anthony Ndinguri (ICAO), Rajesh Mehta 
(WHO/SEARO) 

Staff associations/unions  

AP-in-FAO Jakob Skoet 

IFAD Charles Forrest 

IMO Juan Lyu 

OSCE Nizar Zaher 

SCBD Lisa Pedicelli 

UNAIDS Andrea Palazzi 

UNESCO Elia Matias, Mary Mone 

UNFCCC Ambretta Perrino 

UNGSC Cosimo Melpignano 

WHO/HQ Catherine Kirorei Corsini 

WHO/SEARO Ravinder Kumar, Ritesh Singh 

WHO/WPRO Priya Mannava 

Members with associate status 

CTBTO Michelle Delinde 

CERN Joel Lahaye 

OMC/WTO Muriel Salette Carroz 
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Annex 11. Report of the Ad Hoc Committee on Administrative and Budgetary 

Questions 
Introduction  
1. The Ad Hoc Committee on Administrative and Budgetary Questions (A&B – see Appendix 
1 for participants) met on 21 and 22 January 2021 to address its agenda, and elected Yvonne 
Bieri (FICSA Accountant) as Rapporteur.  

Reporting on 73rd Council decisions  
2. The Treasurer submitted a list of changes to the financial rules that the 74th Council 
would consider (FICSA/C/74/A&B/CRP.2) in order to complete the implementation of 73rd 
Council decisions 33–35. 

3. As suggested at the 73rd Council, FICSA had established the Training Fund during the 
year that ended on 31 December 2020, defined its terms of reference and guidelines and set 
aside CHF 25,000 for it in the accounts. Due to the global pandemic, the Fund had not been 
used in 2020, so that year should not be a benchmark. A&B decided that the date for evaluation 
of the Fund should remain as the end of 2021, and that the 75th Council would review the 
Fund, which would help to determine its future direction. The training guide would be updated 
in the next few weeks to include online training, which FICSA would offer as soon as possible.  

4. FICSA/C/74/A&B/CRP.2 proposed new terms of reference for the level and use of the 
Reserve Fund; those necessitated amendments to Articles 2, 9, and 13 of the financial rules, as 
shown in Appendix 2.  

5. A&B proposed renaming the Terminal Indemnity Fund as the Termination Indemnities 
and Installation Fund. It would reflect the costs that FICSA would incur when staff members had 
to relocate to or repatriate from Geneva. The Legal Defence Fund would remain unaltered at 
CHF 60,000, although some previous expenditures needed to be written off (Table 1).  

Table 1. FICSA financial support for legal costs incurred by members 

Member Year Funds advanced Status and proposed write-off 

UPU Staff Association 2015 CHF 15,000 CHF 15,000 was advanced from the Fund and not expected to 
be recovered. CHF 15,000 to be written off. 

WIPO Staff Association 2016 CHF 20,000 CHF 20,000 was advanced from the Fund, and CHF 8,000 is 
expected to be recovered from WIPO Staff Association. 
CHF 12,000 to be written off. 

WIPO Staff Association 2018 CHF 15,000 CHF 15,000 was advanced from the Fund, and the unspent 
balance of CHF 8,000 is expected to be refunded to FICSA, 
CHF 7,000 to be written off. 

PAHO/WHO Staff 
Association 

2018 USD 10,000 USD 10,000 was advanced from the Fund, and the status is still 
ongoing. PAHO would provide an update, as an ILOAT decision 
had been received in December 2020. 

 

6. As of 31 December 2020, FICSA had a total of cash in hand and in banks in the amount 
of CHF 1,268,699, and would set aside CHF 914,941.50 in the new Reserve Fund, as illustrated 
below: 

Cash in hand and in banks, 31 Dec 2020: CHF 1,268,699 

1. Termination Indemnity Fund CHF 174,063 
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2. Legal Defence Fund CHF 60,000 

3. Staff Development Fund CHF 6,026 

4. Training Fund CHF 25,000 

5. Reserve Fund CHF 914,941.50 

Fund balance CHF 88,668.50 

7. In addition, the Treasurer preferred not to use all of the balance, as the budget for 2021 
was already lower than that for 2020. With a level for the Reserve Fund established, funds in 
excess would be available to be used as agreed. The participants appreciated the transparency of 
FICSA’s finances and budget.  

8. Finally, a discount analysis had been conducted, leading to the conclusion that the 
utilization of the discount resulted in a decrease in membership dues collected by an average of 
CHF 25,000. The discount offered to members needed to be covered from the funds balance and 
included in the budget. 

Recommendations  
9. A&B recommended that the 74th Council should rename the Terminal Indemnity 
Fund as the Termination Indemnities and Installation Fund.  

10. A&B recommended that the 74th Council should write off a total of CHF 34,000 
spent on financial support for legal costs, as these funds would not be recoverable (see 
document FICSA/C/74/A&B/3 for a detailed explanation).  

11. Further to the 73rd FICSA Council’s decision D/34, A&B recommended that the 
74th Council should set up a new Reserve Fund separately, as per the terms of reference 
defined, and make the changes to the financial rules proposed in Appendix 2.  

Reports for review and information 
Independent review (FICSA/C/74/A&B/1) 
12. The Treasurer presented the independent reviewer’s unqualified audit for the accounts 
ended on 31 December 2019. The auditor examined the financial statements and established 
there was nothing outstanding. It was suggested that more narrative would be useful in future 
and add value, with details of long-term receivables, for example. 

Treasurer’s report 2020 (FICSA/C/74/A&B/2) 
13. The Treasurer presented the report with an overview of the budget for 2020 compared 
with actuals. Almost all dues had been collected and the underuse of the amount budgeted for 
Chapter One (FICSA representation) was due to the lack of travel caused by the global pandemic. 
Questions were raised about the underuse of the training budget and how it could be better 
utilized going forward. A change in the formatting was suggested to enhance the financial 
statements. A&B would establish a small group to review the presentation of FICSA financial 
statements. 

Funds report (FICSA/C/74/A&B/3) 
14. During 2020, CHF 107,000 of the Terminal Indemnity Fund was used to settle 
outstanding obligations to the G.4 secretary (50%) who left the FICSA Secretariat in August 
2020. Since the Fund had been overprovisioned, there was no need to replenish it from the fund 
balance. 

15. The Legal Defence Fund would be left at CHF 60,000. It had not been used during 2020; 
and it was suggested that the use of this Fund should be better controlled in future.  

16. The Staff Development Fund had been unused during 2020 and remained unaltered at 
CHF 6,026.  
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Contributions (FICSA/C/74/A&B/5) 
17. Most dues had been received by 31 December 2020, although three members paid in 
January 2021. UNRWA/ASA had experienced difficulties in making payments owing to currency 
restrictions in Lebanon. ITU had resigned from FICSA in June 2020, and owed CHF 8,590 as per 
Article 8 of the FICSA Statutes. FICSA would continue to follow up with ITU and any other 
members with outstanding dues.  

Recommendation 
18. A&B recommended that FICSA should suspend the membership of UNWG Rome and 
write off the outstanding CHF 2,300 of membership dues. 

Draft programme and budget 2021 (FICSA/C/74/A&B/4) and proposed scale of 
contributions for 2021 (FICSA/C/74/A&B/6) 
19. The Chair explained that the budget of CHF 431,179 proposed for 2021 showed a 
reduction of 16% from 2020 owing to the impact of the pandemic and as a result of more 
efficient use of available resources. A&B emphasized that the budget for 2021 was exceptionally 
low due to Covid-19, and in 2022 an increase of 20-25% could be expected, as new norms are 
adopted (Appendix 3).  

20. The budget for 2021 consisted of only three chapters, as the 73rd Council had decided to 
remove the former Chapter Three (FICSA Standing Committee Training and Workshops), in order 
to establish a dedicated FICSA Training Fund. Table 2 summarizes the amounts proposed. 

Table 2. Summary of proposed FICSA budget for 2021 

Chapter Content Amount (CHF) 

1 FICSA representation 53,600 

2 FICSA Council and ExCom 6,000 

3 FICSA administration  371,579  

 Total budget 431,179 

 

21. The budgeted amount for FICSA representation, CHF 53,600, represented a reduction of 
35% from 2020, due to a reduction in planned travel as a result of the global pandemic. The 
amount budgeted for FICSA Council and ExCom, CHF 6,000, represented a huge reduction of 
84% from 2020, due to the 74th Council being held virtually. That amount would change as 
physical meetings resumed. The budgeted amount for FICSA administration (formally FICSA 
standing committees), was CHF 371,579. That represented a reduction of 4% from 2020, mainly 
resulting from reduced staff costs for the FICSA Secretariat due to its restructuring.  

22. Council needed to decide how to use the excess of funds balance of CHF 88,000 available 
from 2020. A&B proposed that, for 2021, CHF 25,000 be used to offset early payment discounts 
and CHF 50,000 be used to reduce membership dues. Should Council accept that proposal, the 
remainder of the funds balance (CHF 13,000) would be carried forward and any future savings 
would go to the funds balance. 

23. FICSA’s main source of revenue was membership dues; assuming that Council agreed to 
A&B’s proposals, the amount estimated to be received in 2021 would be CHF 370,000. FICSA 
needed a balanced budget, which meant working towards membership dues covering the budget. 
The budget proposal for 2021 was artificially low and expected to stabilize at CHF 450,000-
500,000.  

24. Participants voiced concerns about the possibility that reduced membership dues for 
2021 might necessitate a large increase in 2022. The Chair confirmed that indeed reductions 
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going forward would depend on the financial position at year end. A&B noted that membership 
dues had been considerably reduced from past levels. The budget would be carefully monitored, 
and membership dues would not necessarily continue to decrease in future years. Preferably the 
budget should not vary hugely from one year to the next. The chart in Appendix 4 shows 
proposed membership dues for 2021, with and without using the excess funds balance, and a 
reasonable estimate for 2022. 

Conclusion 
25. The downward movement in dues would not be a trend and would always depend on 
activities year by year; 2022 might see an increase. The quality of the service provided by FICSA 
to members was extremely important. 

Recommendations 
26. A&B recommended that the 74th Council should approve the use of CHF 25,000 to 
cover the cost of discounts offered for early payment of dues, which would be reflected in 
the budget, and the use of a further CHF 50,000 from the fund balance against the budget 
proposed for 2021, which would result in membership dues being kept at a similar level to 
2020.  

27. A&B recommended that the 74th FICSA Council should approve the Programme 
Budget for 2021 and the Scale of Contributions for 2021.  

Other business  
28. A&B discussed the possibility of creating revenue streams and other sources of income by 
such means as the following. 

• A concerted approach could be adopted to corporations and other entities (AMFIE, UNFCU) 
that may be interested in corporate sponsorship of FICSA, in return for having access to 
FICSA website and membership to promote their services.  

• Events could be organized with a small percentage of the profit donated to FICSA. 

• The FICSA magazine could be used to generate additional income  

In future, in-kind contributions from members would play a large role in reducing FICSA’s costs  

Nomination of A&B officers  
29. The following delegate was nominated as an officer: 

• Nizar Zaher (OSCE) as Chair. 
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Appendix 1. Participants 
Officers 

Chair/Coordinator  

FICSA Treasurer 

Nizar Zaher (OSCE) 

Kay Miller (WHO/EURO) 

Rapporteur  Yvonne Bieri (FICSA Accountant) 

FICSA President  Tanya Quinn-Maguire (UNAIDS) 

FICSA General Secretary  Evelyn Kortum (WHO/HQ) 

FICSA ExCom members Veronique Allain (SCBD), Pilar Vidal (PAHO/WHO) 

FICSA Information Officer  Irwan Mohd Razali (FICSA) 

Staff association/union  

AP-in-FAO Jakob Skoet  

FAO/WFP-UGSS Susan Murray 

IAEA Imed Zabaar, Nabil Sahab 

ICAO Sanya Dehinde, Marisa Collis 

IMO Juan Lyu 

SCBD Lisa Pedicelli 

UNAIDS Andrea Palazzi 

UNESCO Elia Matias, Lina Oweis 

UNFCCC Ambretta Perrino 

UNGSC Cosimo Melpignano 

WHO/AFRO Hamidou Bague 

WHO/HQ 

WHO/SEARO 

Catherine Kirorei Corsini 

Ritesh Singh 

Members with associate status 

CERN 

CTBTO 

ITER 

Joel Lahaye 

Michelle Delinde 

Sophie Miras 

OMC/WTO Muriel Salette Carroz 
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Appendix 2. Proposed amendments to the relevant financial rules  
Original Proposed amendment(s) 

Article 2  

Regular contributions from the Membership and 
associations/unions holding other types of status 
shall fall due on the first day of the financial year. 
One quarter of assessed contributions becomes 
payable on each of the following dates: 31 March, 30 
June, 30 September and 31 December. Any assessed 
contributions received by 31 March will entail a 5 per 
cent rebate and any assessed contributions received 
by 30 June will entail a 2.5 per cent rebate. Rebates 
shall not be granted to Full and Associate Members 
and associations/unions holding other status when 
their contributions are assessed at CHF 2,000 or less. 

Article 2  

Regular contributions from the Membership and 
associations/unions holding other types of status shall 
fall due on the first day of the financial year. One 
quarter of assessed contributions becomes payable 
on each of the following dates: 31 March, 30 June, 30 
September and 31 December. Any assessed 
contributions received by 31 March will entail a 5 per 
cent rebate and any assessed contributions received 
by 30 June will entail a 2.5 per cent rebate. The 
rebates will be covered from the fund balance for 
each respective year. 

Article 9 
A special reserve fund shall be established to be 
called “Reserve Fund for Termination Indemnities for 
the Staff of the Federation's Secretariat”. The 
amount of such reserve fund shall be established by 
the Council annually which will also determine the 
type of investment. The decision to utilise this 
reserve for purposes other than termination rests 
exclusively with the FICSA Council. 

Article 9  
A special fund shall be established to be called 
“Termination Indemnities and Installation Fund” for 
the Staff of the Federation's Secretariat”. The amount 
of this fund shall be adjusted by the Council annually 
in accordance with the recommendation of the 
Treasurer. Unless authorized by the FICSA Council, 
this fund shall not be utilized for other purposes than 
termination or installation for new recruited staff. 

Article 10 
An emergency fund may be set up. It may be drawn 
upon by unanimous agreement of the Executive 
Committee, and the circumstances which required 
such action shall be communicated to the Council at 
its next regular session. 

Article 10 

Integrated into Article 13 

 

Article 13 
Any surplus at the end of the year should be credited 
to a reserve fund, unless otherwise decided by the 
Council. 
 

Article 13  
Any surplus at the end of the year should be credited 
to a special fund called “Reserve Fund”, unless the 
Reserve Fund is already at the maximum stipulated 
level, in which case surplus will be available for use as 
will be decided by the Council. 
The Reserve Fund shall be provisioned to cover 18 
months of FICSA operations as indicated in its 
program budget, on a three years average, i.e. the 
average budget amount over the last three years of 
FICSA program budget plus an additional 50%, to 
ensure that FICSA can cover all its liabilities, including 
any known short and long-term liabilities that FICSA 
may incur, that is not stated in the annual program 
budget. The Executive Committee can utilize up to a 
maximum of 25% of the reserves for unforeseen 
emergencies not covered by any other article of the 
financial rules upon by unanimous agreement of the 
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Executive Committee. The circumstances which 
required such action shall be communicated to the 
Council at its next regular session. 
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Appendix 3. FICSA budget 2021 

89.   

Expenditures by Line
2020 

Approved 
Budget

2021 
estimates at 
2020 prices

variance 2021 
over 2020

variance 2021 
over 2020 - %

Price 
Adjustment *

2021 
estimates at 
2021 prices

1
Chapter One, FICSA 
Representation

1
UN General Assembly Meetings 
& Presence in New York 15,000          10,000          (5,000)          -33.33% 0.0% 10,000           

1 UNJSPB 6,000            6,000            0.00% 0.0% 6,000            

1 HLCM 4,000            2,000            (2,000)           -50.00% 0.0% 2,000             

1 HR Network 1,000            1,000            -                     0.00% 0.0% 1,000             

1.1
ICSC (Sessions, Working Groups 
& Committees) 52,000          30,000          (22,000)         -42.31% 0.0% 30,000          

1.1 IASMN 600               600               -                     0.00% 0.0% 600                

1.1
External Relations, Contingency 
Travel 10,000          4,000            (6,000)          -60.00% 0.0% 4,000            

Total, Chapter One 82,600          53,600          (29,000)        -35.11% 53,600           

2
Chapter Two, FICSA Council and 
EXCOM

2 FICSA Council 31,000          4,000            (27,000)         -87.10% 0.0% 4,000            

2 EXCOM and Regional Activities 2,000            2,000            -                     0.00% 0.0% 2,000             

2 FICSA Council overheads 4,000            -                     (4,000)          -100.00% 0.0% -                     

Total, Chapter Two 37,000          6,000            (31,000)         -83.78% 6,000            

3
Chapter Three, FICSA 
Administration

3 Staff costs 291,042 268,578         (22,464)         -7.72% 0.0% 268,578         

3
Consultants/Experts/Additional 
Assistance post/pre Council 42,642 35,000           (7,642)           -17.92% 0.0% 35,000           

3 External Audit 3,000 3,000             -                     0.00% 0.0% 3,000             

3
IT services, Website Support & 
Digitalization of Documents 10,000 25,000           15,000          150.00% 0.0% 25,000           

3.1 Supplies & Materials 2,446 2,446              -                     0.00% 0.0% 2,446             

3.1 Geneva Office Cost 8,805 8,805             -                     0.00% 0.0% 8,805             

3.1 Bank Charges 1,750 1,750              -                     0.00% 0.0% 1,750              

3.1 Contingencies 2,000 2,000             -                     0.00% 0.0% 2,000             

3.1 Staff Training 1,000 -                      (1,000)           -100.00% 0.0% -                     

3.1 Rebates for Early Payment 25,000           0.0% 25,000           

Total, Chapter Three 362,685        371,579         8,894            2.45% -                      371,579          

Grand Total 485,285        431,179         (54,106)         -11.15% 431,179          

* Source: International Monetary Fund, Switzerland Country Report, Projected 2021, https://www.imf.org/en/Countries/CHE
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Appendix 4. Scale of contributions for 2021 

90.  

  

W'ed Staff Units
2021 dues 

w/discount
2021 Full 

dues
2020

w/discount
2019

w/discount
Forecast 
for 2022

161.71 0.135 468                568 464 514 661 
0 0 -                  - 124 206  - 

2062.5 0.99 3,430            4,169 3,402 5,657 4,846 
233.5 0.18 624                758 618 1,028 881 

1568.7 11 38,114           46,319 37,794 57,138 53,848 
616 4 13,860          16,843 13,743 22,855 19,581 

3199 0.99 3,430            4,169 3,402 5,657 4,846 
407.7 0.36 1,247             1,516 1,237 1,543 1,762 

766 0.63 2,183             2,653 2,165 3,600 3,084 
2207.2 11 38,114           46,319 37,794 62,852 53,848 
170.51 1.5 5,197             6,316 5,154 8,571 7,343 

572.92 5 17,324           21,054 17,179 28,569 24,476 
16 0.0144 50                   61 49 75 70 
16 0.0144 50                   61 49 80 70 

334.8 0.27 936                1,137 928 206 1,322 
481.11 4 13,860          16,843 13,743 22,855 19,581 
123.52 1 3,465            4,211 3,436 5,714 4,895 

210.1 2 6,930            8,422 6,872 11,428 9,791 
25 0.0225 78                   95 77 118 110 

275.5 0.9 3,118              3,790 3,092 5,657 4,406 
33.5 0.335 1,161               1,411 1,168 1,886 1,640 

12 0.0108 37                   45 37 46 53 
791 0.63 2,183             2,653 2,165 2,571 3,084 

0 -                  - 17,179 28,569                      - 
346 0.27 936                1,137 928 1,543 1,322 
210 2 6,930            8,422 6,872 11,428 9,791 

567.12 5 17,324           21,054 17,179 22,855 24,476 
55 0.6 2,079            2,526 2,062 2,286 2,937 

455.51 4 13,860          16,843 13,743 22,855 19,581 
1299.09 5.5 19,057           23,159 18,897 31,426 26,924 

311 2 6,930            8,422 6,872 11,428 9,791 
132.5 1 3,465            4,211 3,436 5,714 4,895 

427.8 0.6 2,079            2,526 1,031 2,937 
29.94 0.2994 1,037             1,261 1,029 1,890 1,466 

62.5 0.6 2,079            2,526 2,062 3,428 2,937 
137.9 1 3,465            4,211 3,436 5,714 4,895 
75.5 0.09 312                 379 309 309 441 

375.83 3 10,395           12,632 10,308 17,141 14,686 
178.13 1.5 5,197             6,316 5,154 8,571 7,343 

359.66 3 10,395           12,632 10,308 17,141 14,686 
15.44 0.1544 535                 650 664 928 756 

1352.18 11 38,114           46,319 37,794 62,852 53,848 
125.86 1 3,465            4,211 3,436 5,714 4,895 
169.84 1.5 5,197             6,316 5,154 8,571 7,343 
905.15 9 31,184           37,897 30,923 22,740 44,057 
278.4 2 6,930            8,422 6,872 11,428 9,791 

541 0.45 1,559             1,895 1,546 2,571 2,203 
348,379       423,379 361,885 555,924 492,200 

7,800            7,800 8,400 7,800 7,800 
75,000           - 115,000 82,568  - 

431,179        431,179   485,285   646,292   500,000   

IDLO

OPCW

Dues from Consultative & Observer
Discount from reserves

PAHO/WHO

UNGSC

WHO/EURO

UPU

WHO/EMRO

UNRWA/ASA

WCO

UNESCO
UNFCCC

WTO/OMC

UNAIDS
SCBD

WMO

WHO/WPRO

WHO/AFRO

WHO/HQ

WIPO

WHO/SEARO

FAO/WFP-UGSS
AP-in-FAO

Bioversity

CTBTO

UNWTO

OSCE

ISSN/CIEPS

ECB

IMO

IAEA
Global Fund

ILO/ITC
IFAD

IARC

ESO

ICAO

Dues from Members

Total Budget

ITU

SCALE OF CONTRIBUTIONS FOR 2021

UNIDO

WHO/GSC

ITER

IOM

ICCO
ICO

IOC

IPU

Member / Associate

CERN
BIPM
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Calculation of the contribution for 2021 

91.  

  

CHF
431,179

7,800

           Amount to be covered by funds from Reserves2 75,000
           Special Request(s) for Reduced Fees

Total Amount to be covered by funds from Reserves2 75,000
348,379

100.5459
3,464.88

Band Units Member Associate
1 11 38,114 3,430
2 10 34,649 3,118
3 9 31,184 2,807
3 8 27,719 2,495
4 7 24,254 2,183
5 6 20,789 1,871
6 5 17,324 1,559
7 4 13,860 1,247
8 3 10,395 936
9 2 6,930 624
10 1.5 5,197 468
11 1 3,465 312
12 0.6 2,079 187
13 0.4 1,386 125
14 WN / 100

2 Exceptionally for 2021 an amount of CHF 75,000 has been drawn from Reserve funds.

1Article 39bis  states 'Any association/union holding Consultative Status and with at least seventy-
five percent of its Membership comprising retirees of the United Nations common system shall be 
exonerated from paying fees to FICSA'

1100 plus

Weighted number of 
staff

Total amount to be covered by Full and Associate Members

CHF

Total number of units
Value of one unit

60 - 99.9

150 - 199.9

<40

100 - 149.9

40 - 59.9

500 - 599.9

200 - 299.9

1000 - 1099.9

300 - 399.9

CALCULATION OF THE CONTRIBUTIONS FOR 2021

Total budget

Contributions by Consultative Members:  13 x CHF 600 1

600 - 699.9
700 - 799.9
800 - 899.9
900 - 999.9

400 - 499.9
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Distribution of staff for the purposes of 2021 contributions  
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

Prof GS
TOTAL Prof Field HQ GS NPO/GS STAFF UNITS
STAFF HQ 0.9 0.5 Other Low pay WEIGHTED

Factor 1 0.5 0.01
210 87 71 21 31 161.71 0.135

0 0 0 0 0
2660 1465 1195 2062.5 0.99 none

280 187 93 233.5 0.18 none
1624 1071 553 1568.7 11 none
1232 1232 616 4 none
3432 2966 466 3199 0.99 none
459 306 63 90 407.7 0.36 none
815 717 98 766 0.63 none

2780 1596 48 1101 35 0 2207.2 11 none
236 106 129 1 170.51 1.5 none
771 264 141 270 94 2 572.92 5 none
19 13 6 16 0.0144 none
19 13 6 16 0.0144 none

427 89 192 21 125 334.8 0.27 none
674 273 106 192 32 71 481.11 4 none
178 71 105 2 123.52 1 none
265 152 4 108 1 0 210.1 2 none

32 18 14 25 0.0225 none
314 237 0 77 0 275.5 0.9 none
42 25 17 33.5 0.335 0.34
12 12 12 0.0108

929 653 276 791 0.63 none
430 262 168 346 0.27 none
296 124 172 210 2 none
773 278 180 143 110 62 567.12 5 none
69 41 28 55 0.6 none

715 152 191 62 199 111 455.51 4 none
2246 687 401 489 669 1299.09 5.5 none

385 237 148 311 2 none
265 265 132.5 1 none
616 222 22 255 117 0 427.8 0.6 none

2994 2994 29.94 0.2994 none
82 43 39 0 62.5 0.6 none

182 89 6 87 137.9 1 none
97 54 43 75.5 0.09 none

2072 399 1673 375.83 3 none
814 191 623 178.13 1.5 none
528 256 206 66 359.66 3 none
209 15 194 15.44 0.1544 0.1934

1638 1084 536 18 1352.18 11 none
571 135 436 125.86 1 none

608 184 424 169.84 1.5 none
1163 641 14 500 3 5 905.15 9 none
336 204 21 97 14 0 278.4 2 none
666 416 250 541 0.45 none

35165 15111 2937 9005 730 7382 22695.62 100.5459

Numbers used arethe same as last year due to no response for information

WHO/GSC

IPU

IOC

Totals

WHO/WPRO

ICAO

OSCE

ICCO

ILO/ITC

ICO

IFAD
IDLO

CTBTO

Global Fund
ESO

AP-in-FAO

ECB

Bioversity

CERN

FAO/WFP-UGSS

BIPM

Change 
from 2020

IAEA

DISTRIBUTION OF STAFF FOR THE PURPOSES OF THE 2021 CONTRIBUTIONS

UPU

UNGSC

UNRWA/ASA

IMO

UNAIDS

IOM

PAHO/WHO

OPCW
ITER

UNESCO2

SCBD

UNFCCC

ISSN/CIEPS

IARC

UNIDO3

WHO/SEARO

UNWTO

WHO/AFRO

WTO/OMC

WHO/HQ

WMO
WIPO

WHO/EMRO

WCO

WHO/EURO

3 Units times 0.2 (20%) due to special status year two.

2 Weighted Number of Staff for Dues and Voting Programme is Halved due to presence of a second staff union.

1 Suspended - dues unpaid for three years
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74th FICSA Council - List of Participants 
 

MEMBER ASSOCIATION OR UNION HEAD OF DELEGATION MEMBERS OF DELEGATION 

AP-in-FAO 

Food and Agriculture 
Organization of the United 
Nations – Association of 
Professionals in FAO 

Jakob Skoet Juan José Coy Girón  
Line Kaspersen  
Florence Tartanac  
Ny You 

FAO/WFP-UGSS 

Food and Agriculture 
Organization of the United 
Nations – Union of General Service 
Staff 

Susan E. Murray Paola Franceschelli  
Dina Franchi  
Silvia Mariangeloni  

IAEA 

International Atomic Energy 
Agency 

Imed Zabaar  Walter Koenig  
Alexander Tulubtsov 
Jean Bartocci 
Anna Schlossman   
Sofya Hambaryan 
Ezequiel Maman  
Feit Elizabeth 
Anthony Alozie  
Hussein Ramadan 
Irena Chatzis 
Anjarika Strohal 
Andrea Kamara 
Eugenia Agostini  
Nabil Sahab  
Franck Campbell 
Katja Haslinger 
Balazs Zsigo  

IARC 

International Agency for Research 
on Cancer 

Cécile Le Duc   

ICAO 

International Civil Aviation 
Organization 

Sanya Dehinde  Alba Anastassi  
Andrew Brown 
Marisa Collis 
Dominique Kearney 
Sonia El Sakka  
Nevin Murad  
Anthony Ndinguri   
Viera Seben  
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MEMBER ASSOCIATION OR UNION HEAD OF DELEGATION MEMBERS OF DELEGATION 

IFAD 

International Fund for Agricultural 
Development 

Leynara Fundukova   Victoria Chiartano 
Charles Forrest   
Fabio Tarricone  
Victoria Valenzi 

ILO ITC 

International Training Centre of 
the ILO 

Jesus García Jiménez  Luca Fiore  
Rute Mendes   
Giselle Mitton 
Cristina Pierini  

IMO 

International Maritime 
Organization 

Juan Lyu  Shereen Barry 
Nowsheen Bhatti 
Mauria Fransishku   
Ivana Goode  
Fola Odulana  
Alfredo Parroquin-Ohlson  
Elene Sarria  
Edwin Titi-Lartey 

IPU 

International Parliamentary 
Union 

Sally-Anne Sader  Jonathan Lang 
Marie-Grazietta Nguini  

OSCE 

Organization for Security and Co- 
operation in Europe 

Nizar Zaher   Carmelo Gagliardi  
Roman Langthaler 
Michele Schmiedl  
Mariya Yakymakha  

PAHO/WHO  

Pan American Health 
Organization - World Health 
Organization Regional Office for 
the Americas  

Pilar Vidal Estevez  Beatrice McCarthy  
Glenda Lopez  
Nykolay Mendes  

SCBD 

Secretariat on the Convention on 
Biological Diversity 

Lisa Pedicelli   Véronique Allain  
Oliver Hillel  
Tanya Mc Gregor  
Ulrika Nillson  
Kristina Taboulchanas 
 

UNAIDS 

Joint United Nations Programme 
on HIV/ AIDS  

Andrea Palazzi  Liz Manful  
Mar Angelo Mendoza 
Tanya Quinn-Maguire   

UNESCO 

United Nations Educational, 
Scientific and Cultural 
Organization 

Elia Matias  Amani El-Sheikh 
Denis Pitzalis 
Davide Sorti   
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MEMBER ASSOCIATION OR UNION HEAD OF DELEGATION MEMBERS OF DELEGATION 

UNFCCC 

United Nations Framework 
Convention on Climate Change 

Ambretta Perrino  Mary Jean Abrazado  
Gaye Dare-Flores  
Alexandre Gellert Paris  
Melita Kolundzic Stabile 
Miguel Alejandro Naranjo Gonzalez 
Santhosh Thanjavur Prakasam  
Tracy Tollmann  
Jane Stickdorn  
 

UNGSC 

United Nations Global Service 
Centre 

Cosimo Melpignano  Cosimo Lunedi  
Vito Musa  

UNIDO 

United Nations Industrial 
Development Organization 

Hassan Malik  Osadolor Akpata  
Alessandro Amadio  
Carmela Centeno  
Steven-Geoffrey Eales  
Laura Reynaldo  
Fernando Russo  
 

UNRWA ASA 

United Nations Relief and Work 
Agency/Area Staff Association 

Diab El-Tabari   

UNWTO 

United Nations World Tourism 
Organization 

Ignacio Aracil  Juliana Contreras Erhardt  
Lucy Garner  
Peter Janech  
Hanane Louzari  
 

UPU 

Universal Postal Union 

Birahim Fall  Franck Landauer  
Szymon Pisarek  
Stéphane Vuillemin  
 

WHO/AFRO  

World Health Organization 
Regional Office for Africa 

Hamidou Bague  Bienvenue Carinne Amona  
Guy Serge Boudziet   
Karamo Mamoudou Diare   
Guy Parfait Elenga  
Jadice Iveste Achille Mandimba 
Gildas Wilfrid Makaya   
Symplice Mbola Mbassi  
Prisca Blanche Y. Ndongo-Mombo  
Valerie H. Nganga Banzouzi  
 

WHO/EURO  

World Health Organization 
Regional Office for Europe 

Shahin Huseynov Antonella Biasiotto  
Caroline Brown  
Kay Miller 
Nathalie Germain-Julskov  
Julia Nowacki  
Sanid Vlajic  
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MEMBER ASSOCIATION OR UNION HEAD OF DELEGATION MEMBERS OF DELEGATION 

WHO/HQ  

World Health Organization – 
headquarters  

Catherine Kirorei Corsini Lianne Gonsalves  
Evelyn Kortum  
Christine Tretter  
Gemma Vestal  

WHO/GSC  

World Health Organization - Global 
Service Center 

Aizat Khalid  Juwita ABD MANAP  
Haznim AHMAD  
Norzulaini AHMAD KAMAL 
Sharifah Asmaa' ALWEE ALJUNED  
Liana MICHAEL ABDULLAH  
Natasya NADZRIN  
  

WHO/SEARO  

WHO Regional Office for South 
East Asia 

Ritesh K. Singh  Rajesh Mehta  
Sanjeev Kashyap  

WHO/WPRO  

World Health Organization 
Regional Office for the Western 
Pacific 

Polin Chan  Modesto Beligan VI  
Roxanne Divina  
Robert E. Kezaala  
Nargiza Khodjaeva  
Huajing Liang  
Priya Mannava  
Ada Moadsiri  
 

WIPO 

World Intellectual Property 
Organization 

Najib Ben Helal Kari Andreasson  
Brett Fitzgerald  
Lucia Tchougang-Palumbo  

WMO 

World Meteorological 
Organization 

Susana Rodriguez  Jalil Housni  
Andrès Orias  
Oksana Ekzarkho  

 

MEMBERS WITH ASSOCIATE 
STATUS 

HEAD OF DELEGATION MEMBERS OF DELEGATION 

CERN 

Centre Européen de Recherche 
Nucléaire 

 

Joel Lahaye  Sebastien Evrard  
Isabelle Mardirossian  

CTBTO 

Preparatory Commission for the 
Comprehensive Nuclear-Test-Ban 
Treaty Organization  

Michelle Delinde  Paola Monroy  
Grace Sseruwagi   
Glenda Wolstenholme  
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MEMBERS WITH ASSOCIATE 
STATUS 

HEAD OF DELEGATION MEMBERS OF DELEGATION 

IDLO 

International Development Law 
Organization 

Margarita Meldon  Elisa Barracu  
Stefano Consiglio  
Ahmed Shehata 

IOM 

International Organization for 
Migration 

Jo Rispoli  Deborah Fanin  
Berta Fernandez  

ITER 

ITER International Organization 

Sophie Miras  Bertrand Beaumont  

OPCW 

Organization for the Prohibition 
of Chemical Weapons 

Alberto Fernandez  Romina Catera  

The Global Fund Maureen Murphy Richardson  Sandra Irbe  

WCO 

World Custom Organization 

Gilles Thomas  Arnaud Gueben   

WTO OMC 

World Trade Organization 

Muriel Salette Carroz   Alengi Akina  
Maria Bressi  
Marisa Goldstein  
Paulo Gonzalez  
Shashank Kumar  
Yannik Levrat  
Simon Padilla  
Saskia Shuster  
Raul Torres  
Christiane Wolff  

 

ASSOCIATIONS WITH 
CONSULTATIVE STATUS 

HEAD OF DELEGATION MEMBERS OF DELEGATION 

AMFIE  

Financial Cooperative Association 
of International Civil Servants 

Janine Rivals  Svend Booth  

EMBL 

European Molecular Biology 
Laboratory 

Maria Cerezo  Sybilla Corbett   
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FAFICS 

Federation of Associations of 
Former International Civil 
Servants 

Gerhard Schramek   

UNFCU 

United Nations Federal Credit 
Union 

Elisabeth Philippe  Timothy Challen  

Khalid Gherzeddine 

 

GUESTS NAME 

UNICTF 

United Nations Global Service Center 

Maria Del Rocio Martin Vargas  

Begona Tebar Lafuente  

WMU 

World Maritime University 

Anne Pazaver  

Madgalena Curbi  

ITLOS 

International Tribunal for the Law of the 
Sea 

Sebastian Gomez  

Dejan Berbevovic  

SKAO 

Square Kilometre Array Organization 

Jeff Wagg  

ICC 

International Criminal Court 

Géraldine Danhoui  

Sarah Justinen  

CCISUA Stefan Brezina 

UNISERV Steve Towler 

ICSC 

International Civil Service Commission 

Larbi Djacta (Chairman) 

Regina Pawlik (Executive Secretary) 

Yuri Orlov (Chief Salaries and Allowances Division) 

Ibrahim Yansaneh (Chief Cost-of-Living Division) 

Ramnath Mahadevan (OIC Human Resources Policies Division) 

HLCM 

High-Level Committee on Management 

Kelly Clements (Vice-Chair) 

 

FICSA EXECUTIVE COMMITTEE OFFICERS 

President Tanya Quinn-Maguire (UNAIDS)  

General Secretary Evelyn Kortum (WHO/HQ)  

Treasurer Kay Miller (WHO/EURO)  
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First Member for Compensation Issues Pilar Vidal (PAHO/WHO)  

Second Member for Compensation Issues Imed Zabaar (IAEA)  

Member without Portfolio Brett Fitzgerald (WIPO)  

Member, Regional and Field Issues Véronique Allain (SCBD)  

 

FICSA REGIONS REGIONAL REPRESENTATIVEs 

Americas Jesus García Jiménez (ILO ITC)  

Asia Rajesh Mehta (WHO/SEARO)  

Europe Juan Coy (FAO)  

Africa Anthony Ndinguri (ICAO Nairobi)  

 

FICSA SECRETARIAT AND COUNCIL OFFICERS 

FICSA Secretary Marie-Paule Masson  

FICSA Information Officer Irwan Mohd    Razali   

FICSA Accountant Yvonne Bieri  

Council Rapporteur Mary Stewart Burgher  

Council Chairperson David Barrett (WHO/EURO)  

 

 

_________________________ 
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