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FICSA Council saw a number of members giving
examples of the non-regular staff population attempting
to associate. Whilst admirable and important that these
groups associate, the established SRB must ensure that
the central messages of equal pay for work of equal
value and
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These continuing emerging trends are both of concern
to Human Resource departments as well as SRBs.
Although fitting into the new financial architecture of the

FICSA Council. Finding consensus on how these
could support Federation efforts might be a shortterm goal worth pursuing.
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negotiation of FICSA members with their respective
managements over time. Guidance issued by the

The UN doctrine firmly places final decision-making
authority in the hands of executive heads, which means
that an SRB will always be a secondary organisation
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UN common system, as well as cooperation among
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Dag Hammarskjöld Foundation, Financing the UN Development System Getting it right for a post-2015 world (self-published, 2015) 48
See ST/SGB/2009/6 Art. VIII Reg. 8.1 ”The Secretary-General shall establish and maintain continuous contact and communication with the staff in order
to ensure the effective participation of the staff in identifying, examining and resolving issues relating to staff welfare, including conditions of work, general
conditions of life and other human resources policies.”
JIU/REP/2014/8
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