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l. Introduction

1. The International Hydrographic Organization (IHO) engaged the services of Ms. Marianne
Brzak-Metzler, retired Chief, Conditions of Service Section, Office for Human Resources
Management, United Nations, to carry out a review and comparison of the existing IHO Staff
Regulations with reference to the corresponding conditions applicable in the United Nations and the
Monaco Public Service, including a site visit and to provide a report and recommendations that
would address the following tasks.

Il. Requirements of the Tasks

2. The programme of tasks contained in the Letter of Agreement are as follows:

Phase 1:

e Review adequacy of job descriptions of the International Hydrographic Bureau
(IHB) to confirm adequacy for UN/Monaco Public Service comparison purposes:

e Provide a comparison of the principal benefit levels, by grade between the IHB

staff, UN and Monaco Civil Service;

Provide comments and advice where differences exist;

Provide suggestions for a more equitable process for applying grade increments;

Provide advice on how to apply social benefits in certain circumstances;

Provide advice on options to transition;

Provide recommended updates to IHO Staff Regulations;

Provide recommended updates to the IHO Staff Regulations to reflect impending new

structure of Secretary-General (S-G) and subordinate Directors.

Phase 2:

e Undertake a classification review and evaluation in the IHB and evaluate them
against the classification standards of the International Civil Service Commission
(ICSC);

e Prepare job descriptions for the Directing Committee and evaluate against the
classification standards of the ICSC,;

e Prepare job descriptions for the Secretary-General and Directors under the new
IHO structure.

3. The detailed Requirements of the Tasks are provided in Annex 1 to this report.



In preparation for the consultancy and visit to the IHO in Monaco, the consultant was
provided, via email of 4 July 2013, with an annotated draft version (June 2013) of the IHO
Staff Regulations. These Regulations incorporate amendments proposed by IHB and
considered and mostly accepted by the Staff Regulations Working Groupl (SRWG1) (shown
in red), additional/alternative amendments proposed by SRWGL1 (shown in yellow) as well as
June 2013 comments by IHB for consideration by SRWG2 (as in line comments).

The consultant undertook an initial review of the documentation provided and traveled to
Monaco and was at the IHB from 14-18 October 2013.

During the visit to Monaco, the consultant met with the President and, the Directors who are
members of the Directing Committee, the Chief Financial Officer of the United Kingdom
Hydrographic Office who is Chair of the IHO SRWG, the Manager of Finance and
Administration and was also introduced to all the staff of the Bureau.

A copy of the evaluation study of the IHO Secretariat completed in November 2002 by Global
Consulting Services (GCS) of the United Nations Development Programme (UNDP) as well
as a copy of the Finance Committee Circular Letter 5/2003 dated 17 October 2003 containing
the Report of the Working Group of the Finance Committee on Salary Alignment with the
United Nations System were also provided to the consultant.

I11. Methodology and Approach

The classification categories of the IHB posts have been determined by the Meeting of the
States Parties and are set out in the provisions of Chapter Il, Definitions, Organization of the
IHB of the IHO Staff Regulations. Under paragraph 11.2.1 (a) (Composition of the Staff) of
section II.2 on the Organization of the IHB, it is specified that, “The Staff of the Bureau shall
consist of permanent, probationary and temporary Staff Members. The permanent Staff is
classified as follows:

Category A — Professional Staff
Category B — Translators (BT), Technical and Administrative Staff
Category C — General Service Staft”.

The consultant was provided with an organizational chart of the IHB as well job descriptions
for all the positions found in the IHB. The grade categories and titles of the job descriptions
provided were as follows: Director (current description of duties and future description of
duties with a draft of a job description for a possible position of Secretary-General of the
IHO). In Category A: Assistant Director, Manager Finance and Administration Officer. In
Category B: Registrar, Head of Registry, Administration and Accounting Assistant,
Cartography and Graphic Arts Assistant, Information Technology Assistant, Website and
Publications Editor, Personal Assistant to Directing Committee. In Category BT: Head
French Translator, French Translator and Spanish Translator. In Category C: Bureau Support
Assistant. The organigramme and job descriptions are contained in Annex 2.



10.

11.

12.

13.

A review of the job responsibilities contained in the respective job descriptions of staff of the
IHB confirmed that the duty statements as set out therein were adequate for use for
comparison purposes between the Monaco Civil Service and positions in the United Nations.

Comparative review of IHB jobs in Category B and C against the Monaco Civil Service

The consultant and the Manager of Finance and Administration met with representatives of
the Monaco Civil Service on 17 October 2013. The IHB had provided the Monaco Civil
Service with copies of eight job descriptions covering Category B and Category C staff.
During the meeting, it was indicated that the Monaco Civil Service currently comprised some
3,500 staff in three categories: Category A: Cadres; Category B: Administratif et Technique
and Category C: Personnel d’Execution. It was indicated that the salary tables for the
respective staff categories were comprised steps and indices which were adjusted by a
multiplier consisting of a value of points. The multiplier is adjusted twice a year in January
and July taking into account a cost of living index and the rate of inflation.

The representatives of the Monaco Civil Service indicated that they were not able to provide
copies of related job descriptions. During the review of the job functions, it was possible to
make comparisons between posts being reviewed in Category B and Category C of the IHB
with staff in Category B and Category C in the Monaco Civil Service. The representatives of
the Monaco Civil Service also provided information on minimum required educational and
experience requirements of the positions. The job grade comparisons that were made between
the 8 posts in Category B and Category C of the IHB against positions in Category B and
Category C in the Monaco Civil Service are as follows:

For Category B:

- Registrar: Attache on Echelle B050;

- Head of Registry: Archiviste on Echelle B020/B040;

- Administration and Accounting Assistant: Chef Comptable on Echelle B030;

- Cartography and Graphic Arts Assistant: Assistant art graphique on Echelle B030;

- Information Technology Assistant: Assistant en technologie de I’information on Echelle
B030;

- Website and Publications Editor: Editeur Web on Echelle B020;

- Personal Assistant to Directing Committee: Chef de Bureau on Echelle B020.

For Category C:
- Bureau Support Assistant: Commis on Echelle C 5.

Comparative review of IHB jobs in Category B and C against the United Nations

14.

The consultant undertook a review of the job descriptions of the technical, administrative and
support category staff in the IHB by the application of the New Master Standard for posts in
the General Service as promulgated by the International Civil Service (ICSC) in 2009.



15.

16.

17.

18.

19.

Application of the classification standard yielded the following grade comparative
assessments:

- Bureau Support Assistant: G-3

- Registrar: G-4;

- Head of Registry: G-5;

- Information Technology Assistant: G-6;

- Website and Publications Editor: G-6;

- Personal Assistant to Directing Committee: G-6;
- Administration and Accounting Assistant: G-7;
- Cartography and Graphic Arts Assistant: G-7.

Related summaries of the classification point rating sheets for the above jobs are contained in
Annex 3.

The jobs in Category B and Category C were also reviewed against the benchmark job
descriptions and classification ratings as contained in the New Master Standard for the
General Service. Copies of these benchmark job descriptions including the rationale for the
classification levels are contained in Annex 4.

IV. Findings of Classification Assessment

The results of the classification review for the 8 Category B and Category C IHB jobs against
the Monaco Civil Service confirmed the category equivalencies of the 7 Category B jobs and
the 1 Category C job in the IHB against Category B Category C jobs in the Monaco Civil
Service.

The results of the classification review for the 8 IHB jobs against the classification standards
applied in the United Nations Common System provided category and grade equivalencies of
the Category B and Category C jobs against jobs in the General Service category in the United
Nations. The comparative review of the jobs yielded classification levels that confirmed the
categories and grade levels as determined on the occasion of the 2002 review undertaken by
the Global Consulting Service (GCS) of the United Nations Development Programme
(UNDP).

V. Summary of Salaries and Allowances

Monaco Civil Service

20.

The salaries of Civil Servants in Monaco are set out in tables containing steps, duration at step
and indices for the respective categories of staff, i.e. Category A (Cadres), Category B
(Administratif et Technique) and Category C (Personnel d’Execution). The basic salary is
calculated by multiplying a fixed index by the value of a point. Basic salaries are adjusted
twice a year based on movements in the cost of living as determined by the government of the
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Principality of Monaco. Salaries are paid in Euro and are paid on a 13-month basis. A
Monaco Allowance equivalent to 5% of basic salary is also payable (not sure about category
A staff).

The Government of Monaco provides social security benefits covering health, retirement,
disability and various family allowances. The salaries and allowances of the IHB are
comparable to those found in the Monaco Civil Service. A summary of these benefits can be
found in Annex 5 to this report.

IHB

Chapter 1V, of the IHO Staff Regulations contains the provisions of the Salaries and
Allowances of all the staff of the IHB. Section IV.l on Salaries specifies as follows. Para
IV.1.1 provides the general principles governing salaries as follows: “(a) In the case of
Directors, Category A Staff and Translators (BT) they will be aligned with the appropriate UN
pay scales on initial appointment (or on re-appointment) following external competition which
only applies to Directors and Category A Staff Members, in which case they will start on the
first step of the relevant level and in addition will receive the relevant UN Post Adjustment
factor for Monaco:

- The alignment of Directors will be with the D-1 UN level,
- The alignment of Category A Staff will be with the P-4 or other UN level as appropriate;
- The alignment of Translators (BT) will be with the P-1 UN scale.”

Under paragraphs © and (d) of Section IV.1.1 of the IHO Staff Regulations, with respect to
salaries, it is specified that “In the case of Category B (except BT) and C Staff, they will be
established to be comparable with similar posts in the Monaco Civil Service.”

Paragraph (d) of Section IV.LI of the IHO Staff Regulations specifies that “All salaries will
follow the cost of living adjustments applied to the basic salary of the permanent Civil
Servants in Monaco (see IV. 1.2. (a)). With respect to salary calculations and adjustments,
paragraph IV.1.2 (a) provides that “The Salary is calculated by multiplying a fixed index i,
assigned to Directors and Staff Members, by a factor c. The progression of this factor c,
follows the cost of living adjustments applicable to the basic salary of the permanent
government Civil Servants in the Principality of Monaco.”

A summary of the salary and allowances of the IHB Staff is contained in Annex 6 of the
report.
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The following information has been derived from the Salaries and Allowances Booklet
published by the ICSC as well as the current Staff Rules and Regulations of the United
Nations (ST/SGB/2013/3).

A common system of salaries, allowances and benefits is applied by the United Nations, its
affiliated funds and programmes and most of its specialized agencies. The common system
applies to approximately 100,000 staff members serving at over 650 locations.

The International Civil Service Commission (ICSC) was established by the General Assembly
of the United Nations in 1974 to regulate and coordinate the conditions of service of the
United Nations Common System. The Commission is composed of 15 members appointed by
the General Assembly in their personal capacity.

Many features of the common system apply equally to all staff members. Recruitment criteria
and salaries and related allowances, however, differ as between two main groups of staff: the
Professional and higher categories and the General Service and other locally recruited
categories.

A staff member at the United Nations may be granted a temporary, fixed-term or continuing
appointments. A temporary appointment shall be granted for a period of less than one year to
meet seasonal or peak workload and specific short-term requirements, having an expiration
date specified in the letter of appointment. A fixed-term appointment may be granted for a
period of one year or more, up to five years at a time, to persons recruited for service of a
prescribed duration. A continuing appointment is an open-ended appointment for which the
Secretary-General shall prescribe the criteria determining Staff members’ eligibility for
consideration for continuing appointments.

Professional and higher categories — Salaries and related allowances

31.

32.

Staff members in the Professional and higher categories are recruited internationally and are
paid on the basis of salary scales applied worldwide and established by the General Assembly
of the United Nations on the recommendation of ICSC. A common job classification system
developed by ICSC in 2004 provides the structure of this salary scale. The job classification
standard consists of the Master Standard which employs a point-factor system, and is
accompanied by grade level descriptors.

Salaries: The level of salaries for Professional and higher category staff is determined on the
basis of the Noblemaire Principle which specifies that the international civil service should be
able to recruit staff from all its Member States, including the highest paid. In application of
the Noblemaire Principle, the salaries of Professional and higher category staff are set by
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reference to the highest paying civil service. The ICSC makes a periodic check to identify the
national civil service of the Member State which has the highest pay levels and which by its
size and structure lends itself to a significant comparison. The federal civil service of the
United States of America has to date been taken as the highest paid national civil service.

The salary of staff in the Professional and higher categories is made up of two main elements:
a base or floor (minimum) salary and post adjustment, both expressed in United States dollars.
Post adjustment is a cost-of-living adjustment designed to preserve equivalent purchasing
power for all duty stations. In the United Nations common system, net remuneration means
base floor salary plus the post adjustment applicable for a given location. The base/floor
salary scale for the Professional and higher categories is expressed as gross and net base
salaries and is applied worldwide by all organizations of the common system. The base/floor
salary is used to calculate the amounts of post adjustment cost-of-living differential. For each
1 per cent cost-of-living differential indicated by the post adjustment index, 1 per cent of base
floor salary is added to the base salary.

Staff assessment: Staff assessment is a form of internal tax administered by the organizations.
Base salary scales are expressed as gross and net amounts. By deducting staff assessment
from the gross amount, at either the single or dependent rate, a net base floor salary is
obtained. Staff members receive a net salary. Assessable payments are expressed in brackets
of US$50,000 per year with assessment rates ranging from 15 to 30 percent.

Income taxes: Most Member States have granted United Nations staff exemption from
national taxation on their United Nations emoluments. However, a few Member States do tax
the emoluments of their nationals and in such cases, the organizations reimburse the income
tax to the staff member. Organizations have made funding arrangements for these tax
reimbursements.

Salary increments: Within-grade increments are awarded on the basis of satisfactory service.
Most increments are granted annually, but there is a two-year qualifying period for the top
level P-2, above step XIII of level P-3, above step XII of level P-4, above step X of level P-5,
above step IV of the D-1 level and for all steps at the D-2 level.

Language incentive: In the United Nations, an increment may be granted at an accelerated
rate of 10 or 20 months, to staff with an adequate and confirmed knowledge and use of a
second official language of the Organization.

Post Adjustment: The post adjustment system is designed to ensure that Professional and
higher category salaries have the same purchasing power at all duty stations. Differences in
living costs are measured through periodic place-to-place surveys conducted by the ICSC at
all duty stations. The surveys measure the cost-of-living of a duty station relative to the cost-
of-living base of the system which is New York. The results are reflected in a post adjustment
index for each duty station.

Rental Subsidies/Deductions: The rental subsidy/deduction scheme, which is an integral part
of the post adjustment system, was designed to ensure equal treatment of staff as regards
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housing costs. A subsidy may be paid when a staff member’s rent exceeds a so-called
threshold rental level which is approved and promulgated by the Chairman of ICSC. At
headquarters duty stations, the subsidy starts at 80 per cent of the difference between the staff
member’s actual rent over the rental threshold for the first four years, and is reduced to 60 per
cent, 40 per cent and 20 per cent, respectively, for the next three years, after which it is
discontinued. Staff members are occasionally provided with housing by a government agency
or organization at rents that are substantially below the average included in the post
adjustment. In such cases, a deduction or rental charge may be applicable.

Dependency benefits: Dependency benefits are provided in the form of higher net salaries
and allowances for eligible staff with dependants (dependency or “D” rate) than for those
without dependants (single or “S” rate) and by flat —rate allowances for children and
secondary dependants. There is no dependent spouse allowance for Professional staff.

Education grant: An education grant is available to internationally recruited staff members
serving outside their home country to cover a part of the cost of educating children in full-
time attendance at an educational institution. The grant is payable up to the end of the fourth
year of post-secondary studies; students are subject to a maximum age limit of 25 years. The
amount of the grant is equivalent to 75 per cent of allowable costs, subject to the maximum
approved amounts.

Disabled dependants: Special assistance is available to staff with disabled dependants. The
children’s allowance for a disabled child is twice the usual amount. The education grant for
disabled children is based on 100 per cent of allowable costs, subject to the overall maximum
approved amounts.

Entitlements related to travel, relocation and mobility of staff: The United Nations
normally pays the travel expenses of a staff member on initial appointment, on change of duty
station, on separation from service, for travel on official business, for home leave travel
(usually every 2 years), and on travel to visit family members. Travel expenses include
payment of daily subsistence allowance (DSA) and terminal expenses at points of departure
and arrival.

Assignment grant: An assignment grant is paid when a staff member travels at the
organization’s expense on recruitment or transfer/reassignment for a period of service
expected to be of at least one year. The grant comprises 30 days’ DSA for the staff member
and half that amount for eligible dependent family members dependents and a lump-sum
portion (either one or two-months salary).

Removal and shipment costs: Expenses incurred for the full removal of household effects
are normally covered. Maximum weight and volume limits for shipments have been
established.

Leave: Staff members accrue annual leave while in full pay status at a rate of either one and a
half or two and half working days per month. The rate of accrual depends on the staff
member’s appointment. Other special leave benefits include sick leave within certain limits,
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maternity leave with full pay for a total period of 16 weeks, paternity leave with full pay may
be granted for a period of up to 4 weeks or in the case of internationally recruited staff
members serving at a non-family duty station, up to 8 weeks, adoption leave, special leave
with full or partial pay and official holidays, normally up to 10 a year, are designated for each
duty station.

Separation payments: Commutation of accrued annual leave up to a maximum of 60 days is
paid to those staff members who upon separation from service have annual leave which they
have not been able to use up for reasons of service. Repatriation grant is payable on separation
to staff members whom the organization is obligated to repatriate and who at the time of
separation are residing, by virtue of their service with the United Nations, outside their home
country. Evidence of relocation away from the last duty station must normally be provided.

Termination indemnity: A termination indemnity may be payable to a staff member whose
appointment is terminated by the United Nations for any of the following reasons: abolition of
post or reduction of staff, health, unsatisfactory service or agreed termination.

Death grant: A death grant is paid to the surviving spouse and/or dependent children of a
staff member who dies in service when he/she held an appointment for one year or had
completed one year of service. The grant is calculated on a schedule of completed years of
service and months of base/floor salary.

Social security: The United Nations makes available group health insurance to staff and their
dependants and subsidizes the premiums. Group life insurance is also available and as
participation is voluntary, the costs of this insurance scheme is borne fully by the staff
member. The United Nations also provides for compensation in the case of service-incurred
death, injury or illness.

Pensions: The United Nations Joint Staff Pension Fund (UNJSPF) provides retirement,
disability and survivor’s benefits for the staff of the United Nations and organizations that are
members of the Fund. Staff members who have an appointment of six months or more or who
complete six months of service without an interruption of more than 30 days become
participants in the Fund. A worldwide scale of pensionable remuneration, used for
determining contributions to the Fund and for calculating pension benefits, is applicable to all
Professional staff. The current rate of contribution to the Fund is 23.7 per cent of pensionable
remuneration, with two-thirds paid by the organization and one-third by the staff member.

General Service and other locally recruited categories

Salaries and related allowances:

52.

General Service staff are recruited locally and paid on a local basis. The General Service
category covers such functions as messengers, clerks, typists, secretaries and administrative
support staff as well as other specialized and technical personnel such as those engaged in
printing, building maintenance, security or laboratory work. In 2009, a new global job
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classification standard was approved for the General Service and related categories. This new
global standard has been applied by all organizations of the United Nations Common System
in all duty stations. The standard also provides a framework for salary comparisons with the
external market.

Salaries: General Service and related category staff salaries are based on the Flemming
Principle which specifies that these staff should be compensated in accordance with the best
prevailing conditions of service in the locality. Consequently, they are paid according to local
salary scales established on the basis of salary surveys. The ICSC has developed a
methodology for conducting salary surveys which encompasses a wide range of employment
conditions. Salary scales are expressed in gross and net terms and are subject to staff
assessment.

There is normally only one General Service salary scale per country. General Service salary
scales are expressed in local currency per grade and step and consist of a seven grade —level
structure. Longevity steps may be included in the salary scales where local conditions so
justify. At other locations, provision is made for one long-service step in addition to the
regular steps for each grade. To qualify, staff must have been at the top of their grade for five
years and have a minimum of 20 years of service.

Increments within each salary level are normally awarded annually on the basis of satisfactory
service. General Service scales are reviewed periodically on the basis of comprehensive
surveys of best prevailing conditions of employment in the locality. Procedures have been
established for adjusting salary scales between surveys. Salaries are determined by comparing
the net salaries of United Nations staff with the after-tax salaries of comparable staff
employed by selected employers in the locality. United Nations gross salaries are then
derived from net by the application in reverse of a staff assessment scale based on income tax
rates at the eight headquarters locations and certain other major duty stations. The provision
for reimbursement of income taxes for General Service staff is the same as for staff in the
Professional category described above. The gross salary scales of General Service staff also
serve to establish levels of pensionable remuneration and separation benefits.

Language allowance: A language allowance is normally payable to General Service staff
who are proficient in two official languages and who have passed a language proficiency
examination in one such official language other than the language in which they are required
to be proficient by the time of their appointment. A second official allowance is payable to a
staff member who is proficient in a second additional official language. The language
allowance is pensionable and is established at a flat rate for each duty station. The second
language allowance, also pensionable, is half that amount.

Non-pensionable component of salary: If, in the course of a salary survey, it is determined
that benefits and allowances treated as non-pensionable by outside companies account for a
significant part of the remuneration package, the establishment of a non-pensionable
component separate from salary may be considered as the best means of approximating the
local situation. The need for a non-pensionable component is reviewed periodically in
conjunction with comprehensive salary surveys.

10
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Overtime and night differential: General Service staff required to work overtime may
receive compensatory time off or additional non-pensionable payments according to
conditions established by the United Nations. The amount of overtime compensation is based
largely on prevailing local practice. Night differential payments are non-pensionable and may
be authorized on the basis of prevailing outside practice for General Service staff members
who are assigned to work at night.

Dependency benefits: Dependency benefits are provided in the form of non-pensionable flat
allowances payable as a social benefit at all duty stations. For the children’s allowance a
minimum amount has been set at the equivalent of 2.5 per cent of the local General Service
salary scale midpoint. A higher amount is payable where warranted by local practice. The
number of children for whom the allowance is payable is restricted to six. The benefit for a
disabled child is twice the normal amount. A dependent spouse allowance is established
where it is justified by local practice. A secondary dependant’s allowance may be payable in
respect of not more than one dependent parent, brother or sister where justified by local
practice. This allowance is not paid concurrently with an allowance for a dependent spouse.
The special measures for staff with disabled dependants described above in the case of
Professional staff is also applicable to General Service staff.

Leave: The provisions on annual leave, sick leave, maternity leave, paternity leave, adoption
leave, special leave and official holidays described above for staff in the Professional category
apply equally to General Service staff.

Separation payments: The provisions on commutation of accrued annual leave, termination
indemnity, death grant apply to General Service staff on the same basis as for Professional
staff, except that in the case of commutation of accrued annual leave, the payment shall be
calculated on the basis of gross salary, including language allowance, if any, less staff
assessment.

Social security: The United Nations makes available group health insurance to General
Service staff and their dependants on the same basis as for staff in the Professional and higher
category and subsidizes the premiums. Group life insurance is also available and as
participation is voluntary, the costs of this insurance scheme is borne fully by the staff
member. The United Nations also provides for compensation in the case of service-incurred
death, injury or illness.

Pensions: General Service staff are participants in the United Nations Joint Staff Pension
Fund (UNJSPF) on the same conditions and subject to the same regulations as the
Professional staff. The pensionable remuneration of General Service staff members is equal
to their gross salary plus any pensionable allowances such as language allowances. The gross
salary is established in local currency, but the pensionable remuneration and benefits are fixed
in United States dollars.

11



V1. Findings of review of Salaries and Allowances

Salaries and allowances

Directors and Professional staff

64.

65.

66.

The salary and allowance package of the IHB for the Directors, Category A and BT staff
provides for salaries and allowances that are very closely aligned with the salary and
allowance package for staff in the Professional and higher categories of the United Nations
Common System. The retirement and health insurance benefits for these staff mirror those
found in the Monaco Civil Service. The only major difference is the structure of the salary
scale or salary tables. As specified in the IHO Staff Regulations, the salaries of the Directors,
Category A Staff and Translators (BT) these are aligned with the UN pay scales on initial
appointment (or on re-appointment) of staff following external competition which only
applies to Directors and Category A Staff Members, in which case they will start on the first
step of the relevant level and in addition will receive the relevant UN Post Adjustment factor
for Monaco:

- The alignment of Directors will be with the D-1 UN level,
- The alignment of Category A Staff will be with the P-4 or other UN level as appropriate;
- The alignment of Translators (BT) will be with the P-1 UN scale.

The salary index table for Category A and BT staff, respectively, contains steps, duration at
step (number of years normally spent at step) and indices. The basic monthly salary is
calculated by multiplying a fixed index by the value of a point. Basic salaries are adjusted
twice a year based on movements in the cost of living as determined by the government of the
Principality of Monaco.

The salary index table reflects the salary system of the Monegasque civil service whereby a
staff member’s length in service is recognized through “Anciennete”. Salary Index Table I for
Category A personnel has 15 steps; the duration at steps varies from 2 years at steps 1 and 2, 3
years at steps 3 through 13 and 4 years at step 14. On this basis, it would take a staff member
40 years to go from step 1 to step 15 on this schedule. Salary Index Table Il for Category BT
personnel has 10 steps; the duration at steps varies from 2 years at steps 1 and 2, and 3 years
at steps 3 through 10. On this basis, it would take a staff member 28 years to go from step 1
to step 10. Examples of current salaries are as follows: A Category A staff member at step 1:
Index of 1175; Multiplier of 7.89274 per index point would receive 9,273.97 Euro per month
or 111,287.63 Euro per annum. A Category A staff member at step 15: Index of 1560;
Multiplier of 7.89274 per index point would receive 12,312.67 Euro per month or 147,752.07
Euro per annum. A Category BT staff member at step 1: Index of 631; Multiplier of 7.89274
per index point; would be paid 4,980.32 Euro per month or 59,763.84 Euro per annum (paid
on a 12-month basis). A Category BT staff member at step 10: Index of 817; Multiplier of
7.89274 per index point would be paid 6,448.37 Euro per month or 77,380.44 Euro per annum
(paid on a 12-month basis).

12
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As mentioned above, the salary of staff in the Professional and higher categories in the United
Nations is made up of two main elements: a base or floor (minimum) salary and post
adjustment, both expressed in United States dollars and annual amounts. The structure of the
scale provides for 9 grade levels starting at the most junior level, the P-1 level and going up
through the USG level (Under-Secretary General) and steps. Within-grade increments are
awarded on the basis of satisfactory service. Most increments are granted annually, but there
is a two-year qualifying period for the top level P-2, above step XII1 of level P-3, above step
XI1 of level P-4, above step X of level P-5, above step 1V of the D-1 level and for all steps at
the D-2 level. A copy of the current base/floor salary scale effective as from 1 January 2012
is contained in Annex 7.

Progression of staff on the scale within a grade level depends on satisfactory performance and
a change in grade level can only occur upon the promotion of a staff member which usually
involves a change in job functions. A staff member serving in Monaco at the P-4/Step 1
level at the dependent rate would receive an annual net base salary of US$72,467 plus a Post
Adjustment amount of US$52,031.31 (based on a multiplier of 71.8 in effect in October 2103)
or a total annual net salary of US$124,498.31. This amount converted into Euro at the UN
operational exchange rate of 0.737 Euro per US$1.00 in effect in October 2013, yields an
annual net salary of 90,385.77 Euro. A staff member at the P-4/Step XV level at the
dependent rate would receive an annual net base salary of US$94,540 plus a Post Adjustment
amount of US$67,879.12 (based on a multiplier of 71.8 in effect in October 2013) or a total
annual net salary of US$162,419.72. This amount converted into Euro at the UN operational
exchange rate of 0.737 Euro per US$1.00 yields an annual salary of 119,703.33 Euro. A staff
member at the P-1/Step 1 level at the dependent rate would receive an annual net base salary
of US$39,439 plus a Post Adjustment amount of US$28,317.20 (based on a multiplier of 71.8
in effect in October 2103) or a total annual net salary of US$67,756.21. This amount
converted into Euro at the UN operational exchange rate of 0.737 Euro per US$1.00 in effect
in October 2013, yields an annual net salary of 49,936.33 Euro. A staff member at the P-
1/Step X level at the dependent rate would receive an annual net base salary of US$50,728
plus a Post Adjustment amount of US$36,422.70 (based on a multiplier of 71.8 in effect in
October 2013) or a total annual net salary of US$87,150.70. This amount converted into Euro
at the UN operational exchange rate of 0.737 Euro per US$1.00 yields an annual salary of
64,230.07 Euro.

Category B and C staff

69.

70.

As mentioned above, the salaries and allowances of Category B and C Staff are established to
be comparable with similar posts in the Monaco Civil Service. The retirement and health
insurance benefits for these staff also mirror those found in the Monaco Civil Service.

The salary index table for Category B and C staff, respectively, contains steps, duration at step
(number of years normally spent at step) and indices. The basic monthly salary is calculated
by multiplying a fixed index by the value of a point. Basic salaries are adjusted twice a year
based on movements in the cost of living as determined by the government of the Principality
of Monaco.
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71.

72.

73.

74.

75.

76.

As per Category A and BT salary tables, these salary index tables also reflect the salary
system of the Monegasque civil service whereby a staff member’s length in service is
recognized through “Anciennete”. Salary Index Table III for Category B personnel has 27
steps; the duration at steps varies from 3 years at steps 1 through 14 and 2 years at steps 15
through 26. On this basis, it would take a staff member 66 years to go from step 1 to step 27
on this schedule.

A Category B staff member at step 1: Index of 305; Multiplier of 7.89274 per index point;
2,407.29 Euro per month or 28,887.48 Euro per annum, plus an additional month’s salary and
the Monaco Allowance of 5% of basic salary. A Category B staff member at step 27: Index of
649; Multiplier of 7.89274 per index point would be paid 5,122.39 Euro per month or
61,468.66 Euro per annum, plus an additional month’s salary and the Monaco Allowance of
5% of basic salary.

Salary Index Table 111 (bis) for Category C personnel has 18 steps; the duration at steps varies
from 3 years at steps 1 through 11 and 4 years at steps 12 through 18. On this basis, it would
take a staff member 57 years to go from step 1 to step 18 on this schedule.

A Category C staff member at step 1: Index of 344; Multiplier of 7.89274 per index point;
2,715.10 Euro per month or 32,581.23 Euro per annum, plus an additional month’s salary and
the Monaco Allowance of 5% of basic salary. A Category C staff member at step 18; Index of
649; Multiplier of 7.89274 per index point would be paid 5,122.39 Euro per month or
61,468.66 Euro per annum, plus an additional month’s salary and the Monaco Allowance of
5% of basic salary. It should be noted that this amount is the same as that at the top step of
table 111 applicable to Category B personnel.

The representatives of the Monaco Civil Service indicated that they were not able to provide
copies of their salary tables. However, they provided information on the monthly net
remuneration for the positions that they matched against IHB posts as follows:

- Registrar: Echelle B050: 2,092 Euro net;

- Head of Registry: Echelle B020/B040: 2,777/2,237 Euro net;

- Administration and Accounting Assistant: Echelle B030: 2,476 Euro net;
- Cartography and Graphic Arts Assistant: Echelle B030: 2476 Euro net.

- Information Technology Assistant: Echelle BO30 2,476 Euro net;

- Website and Publications Editor: Echelle B020: 2,777 Euro net;

- Personal Assistant to Directing Committee: Echelle B020: 2,777 Euro net.
- Bureau Support Assistant: Echelle C5: 1,898 Euro net.

Based on the information provided relating to salary levels of the Monaco Civil Service, it is
not possible to make any substantive comments or draw any particular conclusions as to how
these salary rates compare to current salaries of the Category B and C staff of the IHB as there
is no information on the number of steps and the duration of years spent at each step and the
level of the applicable indices. Accordingly, it is impossible to know where these salary
amounts lie on the salary index tables of the Monaco Civil Service. They seem low which
would infer that these salaries are those to be found at step 1 of the respective salary tables.

14



77.

78.

79.

80.

81.

In 2004, the International Atomic Energy Agency (IAEA) requested the United Nations to
conduct a salary survey for its local staff serving in Monaco. The IAEA has its Marine
Environment Laboratory located in the Principality. Prior to this survey, the salaries of
General Service staff in Monaco were linked to the local General Service salary scale.
Established for Paris, France. The General Service salary scale for Paris, Revision 101,
effective 1 January 2004 was used as a basis for comparison with external remuneration data
collected from seven employers located in Monaco and three employers located in nearby
cities in France. It should be noted that, in accordance with the salary survey methodology, in
addition to the base salary, all employer bonuses, profit sharing, 13 and 14™ month salary,
contributions to social funds for employees, subsidies for meals and /or transportation were
quantified and included as part of net salary.

At that time, the survey results based on the retention of 10 employers indicated that current
United Nations salaries were higher than the market by an overall average of 4.6 per cent. In
view of the negative results, it was decided that the salaries for General Service staff in
Monaco would remain frozen at their current levels until the gap between the United Nations
and the market salaries was closed. The current salary scale for General Service staff in
Monaco is revision 5, with an effective date of 1 October 2011. A General Service staff
member at the G-1/Stepl level would receive an annual net salary of 23,678 Euro and a staff
member at the G-7/Step XIV would receive an annual salary of 63,676 Euro. A copy of the
salary scale is contained in Annex 8 of the report.

Salaries and conditions of service: Comments

Based on the review above comparing the salaries of staff in the IHB with those of staff in the
Monaco civil service and the United Nations, it can be concluded that the current salaries of
staff in the IHB are very competitive. Category B and C staff receive an additional month’s
salary or 13" month, the 5% Monaco Allowance, and their salaries are adjusted twice a year
in January and July. The salaries of Category A and BT staff are aligned to salaries of the
United Nations at the P-4 or other appropriate UN level and the P-1 level respectively and are
also adjusted twice a year in January and July as per the practice of the Monaco civil service.

The salaries of General Service staff of the United Nations are normally adjusted when there
is a 5 per cent movement in outside salaries, or particular index or every 12 months whichever
comes first. The base/floor salary scale for staff in the Professional and higher categories is
adjusted periodically by the General Assembly. The last real increase in the base/floor salary
scale was made with effect as from 1 March 2003.

While the step increments on the IHB salary tables take place on a 2 or 3 year basis, the
salaries linked to the indices are adjusted twice a year for Category A, B, BT and C staff on
the basis of the adjustments made to the multiplier determined by the Government of the
Principality of Monaco. With respect to the salaries of the Directors, as from July 2004, these
have been aligned with the salary scale applicable to United Nations staff in the Professional
and higher categories. Adjustments to salaries occur every 3 years calculated on the average
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82.

83.

84.

85.

86.

87.

awards made to those Monaco Civil Service who are classified in the Heads of Service salary
scale (1 group). The figure is provided by the Government of the Principality of Monaco.

On the basis of the above, adjustment to the salaries of IHB staff follow local practice and are
adjusted much more frequently than those of staff in the United Nations common system.

The IHB is considering implementing revised salary arrangements whereby Category B and C
staff, recruited after a certain date, would reflect the fact that progression should not be
dictated by length of service but on performance on the basis that a Staff Member should
reasonably be expected to meet full requirements of the role within five years, or sooner
depending on prior knowledge and experience. At that point they should be paid the Target
(market) Rate for that role, with increases beyond this Rate restricted to performance above
that normally expected. (re V.12 Revised Salary Arrangements). If it is the intention to
implement these new arrangements, it would be the view of the consultant that they should
apply only to newly recruited staff who come on board as of a certain date. There could
potentially be an issue of staff claiming acquired rights with respect to the level of salary. In
the United Nations, it is the practice to maintain the salaries of staff who are currently on
board until they are overtaken by increases in the scales and to implement revised salary
scales for new staff.

As regards modifications to the salaries, while following the Monaco Civil Service system of
salaries, IHB could give consideration to revising the current salary tables to increase time
spent at step. Since the movement of outside salaries do not necessarily follow movements in
cost-of-living, consideration could be given to granting a percentage of the cost-of-living
movement versus granting the full amount, i.e. 90%. This could apply to Category A, BT, B
and C Staff. Adjustments to salaries could be made less frequently, perhaps once a year.

The family allowances and social security benefits for Category B and C staff are normally in
conformity with those found in the Monaco Civil Service. Allowances of Professional staff
mirror those found in the United Nations common system. Therefore, it is the consultant’s
view that there is no need to recommend any changes to any of these allowances and social
benefits. The retirement schemes seem well suited to the needs of the IHB.

VI1Il. Recommended updates and comments on IHO Staff Regulations
The consultant was requested to provide recommended updates to the IHO Staff Regulations.
Recommendations/comments are as follows.
Chapter I - Preamble
Under 1.2 DC Responsibilities: This paragraph needs to be amended to reflect the

impending transition from a Directing Committee comprising the President and two
Directors to a Secretary-General and two subordinate Directors.
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As the Secretary-General will assume the sole executive responsibilities currently being
exercised collectively by the Directing Committee through the President, all references in
the Staff Regulations to the Directing Committee will have to be revised.

88. Chapter Il — Definitions, Organization of the IHB

Under 11.1 Definitions:

Para. (a): Article X (or is it Article VII11?) of the Convention and Articles 23-31 of the
General Regulations will have to be amended to reflect the change in structure.
References to the “President”, “Director” and “Directing Committee” will have to be
revised to take account of revised top management structure of the IHB secretariat
consisting of the Secretary-General and two sub-ordinate Directors.

Para. (e): Reference to the Directing Committee should be replaced by reference to
“...the Secretary-General.....”"

Para. (m): “Recognized Home”: With respect to the definition of Recognized Home, the
question has been asked should this apply to an internationally recruited Staff Member
that originally resided in France or Monaco. How does the UN deal with this?

United Nations Staff rule 3.19 on Repatriation grant contains definitions used in
ascertaining whether the conditions contained in Annex IV of the Rules on Repatriation
grant are met. Paragraph (b) (i) of Staff rule 3.19 provides the following definitions:
““Country of nationality” shall mean the country recognized by the Secretary-General.”
Paragraph (b) (ii1) defines ““Home country” shall mean the country of home leave
entitlement under staff rule 5.2 or such other country as the Secretary-General may
determine.” Paragraph (b) (iv) on ““Obligation to repatriate” shall mean the obligation to
return a staff member and his or her spouse and dependent children, upon separation, at
the expense of the United Nations, to a place outside the country of the last duty station.”

With respect to international recruitment, paragraph (a) of United Nations Staff rule 4.5 on
Staff in posts subject to international recruitment provides that “Staff members other than
those regarded under Staff rule 4.4 as having been locally recruited shall be considered as
having been internationally recruited. Depending on their type of appointment, the
allowances and benefits available to internationally recruited staff members, may include:
payment of travel expenses upon initial appointment and on separation for themselves and
their spouses and dependent children; removal of household effects; home leave;
education grant; and repatriation grant.”

Staff rule 4.5 (b) provides that “Staff recruited locally at a duty station for posts in the
Professional and higher categories at that specific duty station are considered
internationally recruited but would generally not be entitled to some or all of the
allowances and benefits mentioned in paragraph (a) above as determined by the
Secretary-General.”
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Para. (p) “Spouse’”: With respect to “Spouse” the question has been asked about same-sex
partnerships? What about civil partnerships? What about de-facto relationships? How
does UN and Monaco government service deal with this?

The consistent practice of the United Nations over the years has been to determine the
family status of its staff member by reference to the law of nationality of each staff
member. In this manner, the Organization respects the social, religious and cultural
diversity of the Member States and their nationals.

There has been a growing trend over the past few years in several Member States towards
recognition of same-sex marriages, or recognition of domestic partnerships which may
involve partners of the same or different sex. Secretary-General Bulletin,
ST/SGB/2004/13 acknowledges this trend and simply extends to these new situations the
existing practice of accepting as a fact the family status of United Nations staff members,
as determined by the laws of the country of their nationality.

The United Nations is not able to elaborate universal rules governing validity of marriage
since national laws on marriage are as diverse as national cultures. The United Nations
must respect this diversity of culture. This is why it deals with such matters by reference
to the law of nationality of the staff member: if a marriage is recognized by the law of
nationality of the staff member, it is accepted by the United Nations. The Secretary-
General has extended this longstanding policy to domestic partnerships or civil unions
since some Member States have now extended marriage benefits to those unions and
respect for national diversity required that this be taken into account by the Organization
in respect of staff from those States.

Staff members who have entered into a same-sex marriage or a domestic partnership
legally recognized by the law of the country of their nationality will receive for the same-
sex spouse or the domestic partner (of either sex) the same benefit as for a “spouse” who
is considered as an eligible family member, for instance travel to and from the duty
station, home leave travel, dependency benefits and health insurance.

As regards the definition of a “dependent spouse,” paragraph (a) (i) of Staff rule 3.6 on
Dependency allowances defines “A “dependent spouse” is a spouse whose occupational
earnings, if any, do not exceed the lowest entry level of the United Nations General
Service gross salary scales in force on 1 January of the year concerned for the duty
station in the country of the spouse’s place of work. In the case of staff in the
Professional and higher categories and in the Field Service category, the entry level
amount referenced shall not at any duty station be less than the equivalent of the lowest
entry level salary at the base of the salary system (G-2, step I, for New York.” Monaco
does not recognize same-sex unions or marriages, despite its surrounding neighbor
France recognizing same-sex marriages since 2013.
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Under Para.ll.2 Organization of the IHB

With respect to the Composition of the Staff, under Para. 11.2.1, the question has been
raised as to how the UN deals with internationally and locally recruited personnel and
whether this is appropriate and workable for the IHB. How does the UN deal with
locally recruited translators?

The United Nations has two categories of staff, those in posts subject to local recruitment
and those in posts subject to international recruitment. Staff rule 4.4 provides for the
following:

(a) All staff in the General Service and related categories, except as stipulated in staff 4.5
(c) below, shall be recruited in the country or within commuting distance of each
office, irrespective of their nationality and the length of time they have been in the
country. The allowances and benefits available to staff members in the General
Service and related categories shall be published by the Secretary-General for each
duty station.

(b) National Professional Officers shall be of the nationality of the country where the
office concerned is located.

(c) A staff member subject to local recruitment under this rule shall not be eligible for the
allowances or benefits indicated under staff rule 4.5 (a).

Staff rule 4.5 provides for the following:

(a) Staff members other than those regarded under Staff rule 4.4 as having been locally
recruited shall be considered as having been internationally recruited. Depending on
their type of appointment, the allowances and benefits available to internationally
recruited staff members, may include: payment of travel expenses upon initial
appointment and on separation for themselves and their spouses and dependent
children; removal of household effects; home leave; education grant; and repatriation
grant.

(b) Staff recruited locally at a duty station for posts in the Professional and higher
categories at that specific duty station are considered internationally recruited but
would generally not be entitled to some or all of the allowances and benefits
mentioned in paragraph (a) above as determined by the Secretary-General.

(c) Under special circumstances and conditions determined by the Secretary-General, staff
who have been recruited to serve in posts in the General Service and related categories
may be considered internationally recruited.

(d) A staff member who has changed his or her residential status in such a way that he or
she may, in the opinion of the Secretary-General, be deemed to be a permanent
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resident of any country other than that of his or her nationality may lose entitlement
to home leave, education grant, repatriation grant and payment of travel expenses
upon separation for the staff member and his or her spouse and dependent children
and removal of household effects, based upon place of home leave, if the Secretary-
General considers that the continuation of such entitlement would be contrary to the
purposes for which the allowance or benefit was created. Conditions governing
entitlement to benefits for internationally recruited staff in the light of residential
status shall be set by the Secretary-General as applicable to each duty station.

89. Chapter IV - Salaries and Allowances

Under Para. 1V.1.1 Principles. In para. (b) the proposal to have a cap on the salaries of
Directors and Category A Staff on reappointment is reasonable as this would set a salary
ceiling and would recognize the fact that there are budgetary limitations to increases in
salaries for this group of staff. The salary scales of the United Nations have set numbers
of steps that cannot be surpassed.

Under Para. IV.1.2 © on Internal tax, the question has been raised as to why education
grant, rental subsidy and overtime are subject to the 10% internal tax and what is the
practice of the United Nations.

In the United Nations, education grant, rental subsidy and overtime would not be subject
to staff assessment however, all salaries and allowances are considered as earnings.
Paragraph 31 of Information Circular ST/IC/2013/8 on the Payment of 2012 income taxes
by staff members who are liable to pay income taxes to United States tax authorities

on United Nations salaries and emoluments, stipulates that the following types of
payments made by the United Nations to staff members during the calendar year 2012 are
included in the statement of taxable earnings for 2012:

(a) Gross salary (before the deduction of staff assessment);

(b) Overtime, compensatory time and night differential;

(c) Post adjustment;

(d) Dependency allowance;

(e) Language allowance;

(f) Mobility and hardship allowance (including hazard pay and/or non-family hardship
element and/or danger pay, where applicable);

(9) Representation allowance;

(h) Education grant;

(i) Assignment grant;

() Travel on appointment and/or separation;

(k) Removal of personal household effects and goods;

(1) Home leave travel;

(m) Rental subsidy;

(n) Termination indemnity and compensation in lieu of notice;
(o) Commutation of accrued annual leave paid at separation;
(p) Family visit travel,
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(9) Repatriation grant;

(r) Death benefits;

(s) Education grant travel,

(t) Travel time;

(u) Recruitment allowance;

(v) Relocation grant; and

(w) Personal Transitional Allowance.

Under Para. 1V.2.4.1 on Education Grant under the provisions of para. (a) the question
has been asked as to what the UN does for education grant for those personnel recruited
internationally but originally resident in the same, but different part of the country as
their UN service.

In the United Nations, nationals recruited in their own country for posts in the
Professional and higher categories are considered internationally recruited but they would
generally not be entitled to some or all of the allowances and benefits payable to staff
who are serving outside of their recognized home country.

Under Para. 1V.2.4.2 on Rental Subsidy, the question has been asked as to what is
considered suitable accommodation by the UN in determining rental subsidies.

In the United Nations, there is a differentiation between rental subsidies at duty stations
in Europe and North America and duty stations outside Europe and North America. The
computation of a rental subsidy at duty stations in Europe and North America is
determined on the basis of a reasonable rent level. The reasonable maximum rent level
shall be set by the Secretary-General for duty stations in Europe and North America, based
on the family size of the staff member and a survey of rent levels in the local market.
Levels of reasonable maximum rent for New York are set out in an annex to the
information circular on rental subsidies and deductions issued by the Assistant Secretary-
General for Human Resources Management. Local circulars are issued at other duty
stations by the authorized official, setting out the reasonable maximum rent levels
applicable at the duty station concerned.

For example, effective 1 April 2007, the revised reasonable maximum rent levels for New
York are as follows taking into consideration family size, number of bedrooms and rent
level:

- Staff member alone; 1 bedroom; rent: US$ 2,900;

- Staff member with spouse; 2 bedrooms; rent: US$ 4,727;

- Staff member with 1 child: 2 bedrooms; rent: US$ 4,727;

- Staff member with 2 children: 3 bedrooms; rent: US$ 6,500;

- Staff member with 3 or more children: 4 bedrooms; rent: US$ 7,200.

The Annex of Administrative Instruction ST/AI/2000/6 on Rental subsidies and

deductions provides for certification criteria for purposes of determining the reasonable
maximum rent level at duty stations outside Europe and North America.
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90.

For the purpose of certification, at each duty station dwellings are grouped in three
categories, as follows:

A. Reasonable

If a dwelling occupied by a staff member is similar in quality and size by reference to
those occupied by other staff members at the same duty station having similar family
circumstances and if the rental follows a general pattern of rents for dwellings of similar
quality and size, then the dwelling in question should be certified as “reasonable”. It must
be noted, however, that if a staff member has no alternative but to occupy a dwelling that
is larger or better in quality in relation to those occupied by other staff members with
similar family circumstances or if the rent is very high in comparison to other dwellings of
similar size because of unavailability of other suitable accommodations, then the

dwelling must still be certified as “reasonable”.

B. Above average

If a staff member occupies a dwelling that is substantially larger or better in quality in
relation to those occupied by other staff members with similar family circumstances,
resulting in higher rental payments, then the dwelling should be certified as “above
average”. In this case, the highest rent paid by a staff member from among those with
similar family circumstances and living in dwellings certified as “reasonable” must be
used for the calculation of rental subsidies.

C. Substandard

Dwellings provided either free of charge or at a nominal cost which are of poor quality
fall within this category. Judging from past experience, dwellings of this type lack either
the minimum acceptable standard of construction and/or one or more of the basic
amenities. It should be noted that the category “substandard” applies also to dwellings in
capital or other major cities.

Chapter V — Appointment and Promotion

Under V.6 © Terms of appointment, the question has been raised as to how the UN ensures
that revisions to the Staff Regulations can be applied to existing staff members.

Revisions to the Staff Rules and Regulations of the United Nations are approved by the
General Assembly. The Secretary-General is responsible for promulgating the revised Staff
Rules and Regulations. In those cases where the General Assembly has decided to revise an
allowance to a lower amount, the practice has been to approve the revised allowances as of a
certain date and to grandfather the higher allowances for those eligible staff until they are
overcome by increases or phased out. Eligible staff coming on board after the specific date
would be entitled to the revised allowance.
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91.

92.

Under V.12 Revised Salary Arrangements (only applicable to Category B (excluding BT)
and Category C Staff)

Given the small number of IHB staff concerned and taking into account the fact that many of
these staff have been at the IHB for very long periods of time, great care must be given to
implementing revised salary arrangements whereby Category B and C staff recruited after a
certain date, would reflect the fact that progression should not be dictated by length of
service but on performance on the basis that a Staff Member should reasonably be expected
to meet full requirements of the role within five years, or sooner depending on prior
knowledge and experience. At that point they should be paid the Target (market) Rate for
that role, with increases beyond this Rate restricted to performance above that normally
expected. (re V.12 Revised Salary Arrangements). As indicated above, it would be the view
of the consultant that should it be decided that these arrangements be implemented, they
should apply only to newly recruited staff. There could potentially be an issue of staff
claiming acquired rights with respect to the level of salary. In the United Nations, it is the
practice to maintain the salaries of staff until they are overtaken by movement in the scales.

Chapter VI — Leave

Under V1.1 (b) Special Leave, the question has been raised as to what are the arrangements
for that apply in the UN and Monaco Government with respect to special leave and the
number of working days allowed for staff in the case of the death of an immediate relative.

Paragraph (a) (iii) (c) of United Nations staff rule 5.3 on Special Leave provides that family
leave may be granted as special leave without pay for a reasonable period, including
necessary travel time, upon the death of a member of the immediate family of the staff
member or in case of serious family emergency. The Monaco Civil Service grants two days
of special leave in the case of the death of an immediate relative.

Chapter VII — Social Security

Under VII.5 Social benefits following Retirement, the question has been raised as to the
practices of the UN regarding the provision of health insurance coverage to retired staff.

In the United Nations, after-service health insurance coverage is optional for eligible former
staff members and their dependants. It is available only as a continuation, without
interruption between active service and retirement status, of previous active-service coverage
in a contributory health insurance plan of the United Nations. In this context, a contributory
health insurance plan of the United Nations is defined to include a contributory health
insurance plan of other organizations in the common system under which staff members may
be covered by special arrangement between the United Nations and those organizations.

At the time of retirement, a staff member may switch from the insurance plan which he or
she had on an in-service basis to a health insurance plan which is more appropriate following
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93.

94.

separation from service, under certain conditions. For example, a staff member who, while in
active service, participated in a Headquarters health insurance plan, may switch to a non-
United States-based plan if he or she will reside outside the United States following
separation from service, provided that covered dependants will also reside outside the United
States.

After-service health insurance participants who change their country of primary residence
following separation may also transfer from one insurance plan to another if a different plan
IS more appropriate to the new country of residence. In such cases, the change in plan will
become effective on the first day of the month following receipt of written notification
regarding the change in country of residence or as soon thereafter as is practicable. With
respect to health insurance plans available to after-service participants who reside in the
United States, transfer from one plan to another may be made subject to the condition that
there must be two years’ coverage under any such plan before a change can be made. (ref
ST/AI/2007/3).

Chapter IX— Retirement

Under Para. 1X.6 Supplementary Retirement Benefits, the question has been posed as how do
current UN and Monaco entitlements compare with IHB entitlements.

The United Nations does not make provision for supplementary retirement benefits to staff as
it is a participant in The United Nations Joint Staff Pension Fund (UNJSPF). The UNJSPF
provides retirement, disability and survivor’s benefits for the staff of the United Nations and
organizations that are members of the Fund. Staff members who have an appointment of six
months or more or who complete six months of service without an interruption of more than
30 days become participants in the Fund. Scales of pensionable remuneration for the
Professional and higher category staff and the General Service and related category staff,
respectively, are used for determining contributions to the Fund and for calculating pension
benefits. The current rate of contribution to the Fund is 23.7 per cent of pensionable
remuneration, with two-thirds paid (15.80%) by the organization and one-third (7.90%) by the
staff member. The retirement age of staff of the United Nations is 60 years or, if appointed on
or after 1 January 1990, the retirement age is 62. The ICSC at its last session proposed that
the mandatory age of retirement be set at 65 years of age with effect from 1 January 2014.
However, this proposal was not approved in light of the request of the organizations. It is
anticipated that the mandatory retirement age be set at 65 years of age with effect from
1January 2016. A retirement benefit shall be payable to a participant whose age on separation
from service is the normal retirement age or more and whose contributory service was five
years or longer. It is a defined-benefit plan. Details of the pension plan can be found in The
Regulations, Rules and Pension Adjustment System of the UNJSPF which are available online
at www.unjspf.org.

24


http://www.unjspf.org/

95.

96.

97.

98.

Chapter X - Separation From Service

Under Para. X.3 Termination Indemnity, the question has been raised as to how IHB benefits
compare with Monaco and the UN regarding the fact that the IHB, in addition to termination
payments, redundant staff are covered for medical for 12 months in Monaco and 24 months in
France.

In the United Nations, staff whose appointments are terminated for reasons such as abolition
of posts or reduction of staff, unsatisfactory service, reasons of health or incapacitation for
further service, or disciplinary reasons are not entitled to maintain health insurance coverage
under any United Nations health plan. These staff would only receive a termination
indemnity according to the termination indemnity schedule contained in Annex Il of the Staff
Rules of the United Nations and in accordance with the type of appointment held and the
length of service.

In the case of the IHB, Para X.3 (d) of Chapter X provides as follows: “In cases of termination
of appointment under the provisions of X.1.1 (a), (b) or (c), the reimbursement of costs for
medical care permitted under these Regulations shall be maintained for a period of one year,
provided (i) the Staff Member has completed at least two years’ service; (ii) he continues to
reside in Monaco or France; and (iii) he does not receive such benefits from any other
sources”.

IX. Findings of the review of the IHO Staff Regulations

The Staff Regulations need to reflect the impending transition from a Directing Committee
comprising the President and two Directors to a Secretary-General and two subordinate
Directors. As the Secretary-General will assume the sole executive responsibilities currently
being exercised collectively by the Directing Committee through the President, all references
in the Staff Regulations to the Directing Committee will have to be revised.

The responsibilities of the Secretary-General will have to be explained and the following
definition is being recommended for inclusion in Chapter I to replace the current language
under para. 1.2: “Responsibilities of the Secretary-General: The Secretary-General, as the
chief administrative officer of the Organization and Head of the Secretariat, shall be
responsible for ensuring that all personnel employed in the Bureau comply with these
Regulations, which are designed to facilitate the work of the Bureau whilst at the same time
safeguarding the welfare of the Staff.”

The change from a Directing Committee comprising the President and two Directors to a new
structure comprising the Secretary-General and two sub-ordinate Directors should be
explained in the Staff Regulations. This could be done by adding a reference in the
Introduction to the existing Staff Regulations setting out the decision of the competent
authority i.e., the Conference in changing the structure.
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99.

100.

101.

Suggested language: “Under Article VII11 of the Convention of the International
Hydrographic Organization, the Secretary-General shall be the chief administrative officer
of the Organization and shall maintain all such records as may be necessary for the
efficient discharge of the work of the Organization and shall prepare, collect, and circulate
any documentation that may be required. Accordingly the Secretary-General shall provide
and enforce such Staff Regulations.”

All references to the Directing Committee in the Staff Regulations will have to be reviewed
and replaced by reference to “...the Secretary-General...”.

The proposed implementation of revised salary arrangements whereby Category B and C staff
recruited after a certain date, would reflect the fact that progression should not be dictated by
length of service but on performance on the basis that a Staff Member should reasonably be
expected to meet full requirements of the role within five years, or sooner depending on prior
knowledge and experience. It is proposed that at that point they should be paid the Target
(market) Rate for that role, with increases beyond this Rate restricted to performance above
that normally expected. (re V.12 Revised Salary Arrangements). Should these arrangements
be implemented, it would seem reasonable that they should apply only to newly recruited staff
as there could be an issue of acquired rights with respect to the level of salary of affected staff.

No other recommendations are being suggested with respect to the contents of the Staff
Regulations as in the consultant’s opinion the current salaries and allowances as well as the
social security benefits applicable to the IHB staff are such that they meet the needs of the
IHB.

X. Job descriptions of the IHB

Comparative review of IHB jobs in the Director Category and Category A against the
United Nations

102.

103.

The consultant undertook a review of the current job descriptions of staff in the Professional
category of the IHB by the application of the New Master Standard for posts in the
Professional and higher categories promulgated by the ICSC in 2004.

Application of the classification standard yielded the following grade comparative
equivalencies:

- Director: D-2;

- Assistant Director: P-5;

- Manager Finance and Administration Officer: P-5;
- Head French Translator: P-2;

- French Translator: P-2;

- Spanish Translator: P-2.
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XI. Findings of Classification Assessment under the ICSC Classification standards

104. The results of the classification review for the current 11 Professional IHB jobs against the
classification standards applied in the United Nations Common System confirmed the
Director and Category A jobs in the IHB against jobs in the Professional and higher category
in the United Nations. The comparative review of the jobs yielded classification levels that
confirmed the categories and grade levels as determined on the occasion of the 2002 review
undertaken by the Global Consulting Service (GCS) of the United Nations Development
Programme (UNDP). The point rating summaries for the 11 jobs are contained in Annex 9 to
the report.

Part 11

I. Draft job description for the Members of the Directing Committee

105. In response to the request to prepare job descriptions for the Directing Committee and to
evaluate them under the ICSC classification standards, below is a draft job description for the
Directors for IHB’s consideration. In addition to responsibilities, the draft job descriptions
also include the IHO’s mission statement and vision, organizational setting/delegation of
authority, and in the case of the draft descriptions for the Director position, work
interactions/relations, results expected and minimum qualifications needed to perform the
functions. The IHB may also wish to consider incorporating job competencies in the job
descriptions in the future. For information purposes, the competencies developed by the UN
are summarized in Annex 10 to the report.

Draft Job Description
Director of the IHO

Mission:

The Mission of the International Hydrographic Organization (IHO) is to create a global
environment in which States provide adequate and timely hydrographic data, products and
services and ensure their widest possible use.

Vision:

The Vision of the IHO is to be the authoritative worldwide hydrographic body which
actively engages all coastal and interested States to advance maritime safety and efficiency
and which supports the protection and sustainable use of the marine environment.

Organizational setting/Delegation of authority:

Avrticle IX of the Convention on the International Hydrographic Organization provides that
the Bureau shall be composed of the Directing Committee and the technical and
administrative staff required by the Organization. Article X further specifies that the
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Directing Committee shall administer the Bureau in accordance with the provisions of the
Convention and the Regulations and with directives given by the Conference.

Responsibilities:
A Director of the IHO will be responsible for the following:

1. As a Member of the Directing Committee of the IHB:

- Direct and manage the Secretariat of the IHB in accordance with the provisions of
the Convention and the Staff Regulations of the IHO and with other directives
agreed by the Member States from time to time;

- Formulate, prepare and manage the budget approved by the Member States;

- Oversee the programme of the IHO;

- Appoint and manage the staff needed for the efficient and effective functioning of
the Secretariat in accordance with the Staff Regulations and within the budget set
by the Member States;

- Represent the IHO in relevant intergovernmental and non-governmental international
organizations as required;

- Represent the IHO and liaise with the Government of Monaco and with other diplomatic

missions as required.

2. As a Director of the IHB:

- Direct and manage one of the three programmes of the IHO, i.e., Corporate Affairs,
Hydrographic Services and Standards, Inter-Regional Coordination and Support;

- Contribute to the formulation of the Bureau’s overall strategies and policies by
participating in various committees, preparing documents on policy issues, and
acting, as required in an advisory capacity to the President of the IHB; contribute
to the overall management of the IHB’s activities and operations;

- Formulate and implement the substantive work programme of the IHB under
his/her supervision, determining priorities and allocating resources for the
completion of outputs and their timely delivery;

- Act as Secretary of a designated IHO Committee, i.e., Hydrographic Services and
Standards Committee (HSSC) and Inter-Regional Coordination and Support
Committee (IRCC) and oversee the associated programme of the IHO.

Work implies frequent interaction with the following:

President and staff within the Bureau. Senior staff within specialized agencies such as the
UN, IMO, WMO. Representatives of Governments and representatives of non-
governmental organizations. Chairs and members of intergovernmental bodies.

Results expected:

Effectively managed and supervised programmes; coherent framework to guide
programmes; final services/products are integrated in the programmes of the Bureau.
Proven leadership in the development of innovative programmes with significant impact
on the overall effectiveness of the IHO. Intellectual and professional leadership for
overall strategy, quality, delivery and results.
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Quialifications:

Education: Advanced University degree (Master’s degree or equivalent) in hydrography,
hydrographic surveying, geomatics, hydrogeology, oceanography, marine science,
engineering or related area. A first-level university degree in combination with qualifying
experience may be accepted in lieu of the advanced university degree.

Experience: Over fifteen years of progressively responsible experience in hydrography,
hydrographic surveying, geomatics, hydrogeology, oceanography, marine science,
engineering or related field.

Language: Fluency in one of the working languages of the IHB Secretariat, English or
French, (both oral and written) is required; knowledge of the other is desirable.
Knowledge of another language is an advantage.

106.

107.

The classification point-rating summary for the above draft Director post yields a
classification point rating of 3440 points at the D-2 level. The classification point-rating
summary for this post is contained in Annex 11 to the report.

Draft job description for the Secretary-General and the Directors under the new
IHO Structure

In response to the request to prepare job descriptions for the posts of Secretary-General and
the Directors under the new IHO structure and to evaluate them under the ICSC classification
standards, below is a draft job description for the Secretary-General position for IHB’s
consideration. Please note that this job description cannot be evaluated against the ICSC
Master Standard for posts in the Professional and higher categories as, in the United Nations,
the post of Secretary-General is a political appointment and is considered to be an ungraded
official.

Draft Job Description
Secretary-General of the IHO

Mission:

The Mission of the International Hydrographic Organization (IHO) is to create a global
environment in which States provide adequate and timely hydrographic data, products and
services and ensure their widest possible use.

Vision:

The Vision of the IHO is to be the authoritative worldwide hydrographic body which
actively engages all coastal and interested States to advance maritime safety and efficiency
and which supports the protection and sustainable use of the marine environment.
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Organizational setting/Delegation of authority:

Article V111 of the Convention on the International Hydrographic Organization provides
that the Secretariat shall comprise a Secretary-General, Directors and such other personnel
as the Organization may require.

Responsibilities:

The Secretary-General of IHO is the Chief Administrative Officer of the Organization and
Head of the Secretariat responsible for directing and managing the activities and general
direction of the work of the Secretariat. The Secretary General provides strategic
leadership and vision to a specialized international staff working in the field of
hydrography. The Secretary General is responsible to the Assembly and the Council and,
following established policies, carries out the duties assigned to him by the Convention,
and makes periodic reports covering the progress of the Secretariat activities.

As the Chief Administrative Officer of the Organization and Head of the Secretariat, the
Secretary-General shall be responsible for the following:

- Administer the Secretariat in accordance with the provisions of the Convention and the
General and Financial Regulations and with directives given by the Assembly and the
Council;

- Prepare and submit to the Finance Committee and the Council the financial statements
for each year and budget estimates on a three-year basis, with the estimates for each
year shown separately;

- Act as Secretary of the Finance Committee;

- Support the Council by providing secretariat support and by preparing proposals
concerning the overall strategy and the work programme;

- Support the Assembly by providing Secretariat support;

- Appoint and manage the staff needed for the efficient and effective functioning of the
Secretariat in accordance with the Staff Regulations and within the budget set by the
Member States;

- Oversee the management of activities undertaken, ensuring that programmed activities
are carried out in a timely fashion and co-ordinate work in the different areas both
within the IHB and with other organizations, donors and agencies as appropriate;

- Represent the IHO in relevant intergovernmental and non-governmental international
organizations as required;

- Represent the IHO and liaise with the Government of Monaco and with other
diplomatic missions as required,

- Keep Member States informed with respect to the activities of the Organization;

- Perform such other tasks as may be assigned by the Convention, the Assembly or the
Council.
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Draft Job Description
Director of IHO

Mission:

The Mission of the International Hydrographic Organization (IHO) is to create a global
environment in which States provide adequate and timely hydrographic data, products and
services and ensure their widest possible use.

Vision:

The Vision of the IHO is to be the authoritative worldwide hydrographic body which
actively engages all coastal and interested States to advance maritime safety and efficiency
and which supports the protection and sustainable use of the marine environment.

Organizational setting/Delegation of authority:

Article VII1I of the Convention on the International Hydrographic Organization provides
that the Secretariat shall comprise a Secretary-General, Directors and such other personnel
as the

Organization may require.

Responsibilities:
In accordance with the duties assigned by the Secretary-General, the Director will be
responsible for the following.

- Assist the Secretary-General in carrying-out the responsibilities of the position and in
particular:

o Contribute to the overall administration and financial management of the
Secretariat;

o Contribute to the secretariat support of the Council;

o Contribute to the secretariat support of the Assembly;

o Contribute to representing the IHO in relevant intergovernmental and non-
governmental international organizations as required,;

o Contribute to representing the IHO and liaising with the Government of Monaco
and with other diplomatic missions as required,;

- Actin an advisory capacity to the Secretary-General and contribute to the formulation
of the Bureau’s overall strategies and policies by participating in various committees,
preparing documents on policy issues, and contribute to the overall management of the
IHB’s activities and operations;

- Direct and manage a programme of the IHO, i.e., Regional Coordination Programme,
Technical Programme;

- Formulate and implement the substantive work programme of the IHB under his/her
supervision, determining priorities and allocating resources for the completion of
outputs and their timely delivery;

- Act as Secretary of a designated IHO Committee, i.e., Hydrographic Services and
Standards Committee (HSSC) and Inter-Regional Coordination and Support
Committee (IRCC) and oversee the associated programme of the IHO;
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- Replace the Secretary-General if the post falls vacant one year or less before the
opening day of the next ordinary session of the Assembly;
- Perform other related duties as requested by the Secretary-General.

Work implies frequent interaction with the following:

The Secretary-General and staff within the Bureau. Senior staff within specialized
agencies. Representatives of Governments and representatives of non-governmental
organizations. Chairs and members of intergovernmental bodies.

Results expected:

Effectively managed and supervised programmes; coherent framework to guide
programmes; final services/products are integrated in the programmes of the Bureau.
Proven leadership in the development of innovative programmes with significant impact
on the overall effectiveness of the IHO. Intellectual and professional leadership for
overall strategy, quality, delivery and results.

Quialifications:

Education: Advanced University degree (Master’s degree or equivalent) in hydrography,
hydrographic surveying, geomatics, hydrogeology, oceanography, engineering or related
area. A first-level university degree in combination with qualifying experience may be
accepted in lieu of the advanced university degree.

Experience: Over fifteen years of progressively responsible experience in hydrography,
hydrographic surveying, hydrogeology, oceanography, marine science, engineering or
related field.

Language: Fluency in one of the working languages of the IHB Secretariat, English or

French, (both oral and written) is required; knowledge of the other is desirable.
Knowledge of another language is an advantage.

108. The classification point-rating summary for the above Director post yields a classification
point rating of 3265 points at the D-2 level. The classification point-rating summary for this
post is contained in Annex 12 to the report.

*kkkk

MBM 15 December 2013
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Sources

-Staff Rules and Regulations of the United Nations (ST/SGB/2013/3);

-Administrative Instruction ST/A1/2000/6 on Rental subsidies and deductions;
-Administrative Instruction ST/AI/2007/3 on After-Service Health Insurance;
-Information Circular ST/1C/2013/8 on Payment of Income Taxes;

-Secretary General’s Bulletin ST/SGB/2004/13 on Family Status for purposes of United
Nations entitlements;

-The Regulations, Rules and Pension Adjustment System of the United Nations Joint Staff
Pension Fund;

-Salaries and Allowances Booklet published by the International Civil Service
Commission;

-Website of the United States Social Security Administration, Office of Retirement and
Disability Policy on Social Security Programs throughout the World: Europe 2012.

*kkkk
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Annex 1

Letter of Agreement dated 19 July 2013
Consultant: Ms. Marianne Brzak-Metzler

1. Summary of the task:

Carry out a review and comparison of the existing IHO Staff Regulations with reference to the
corresponding conditions applicable in the United Nations and the Monaco Public Service, including a site
visit. Provide a report and recommendations that addresses those tasks described in section 2 below.

2. Detailed requirements of the tasks:
Phase 1:
e Review adequacy of job descriptions of the International Hydrographic Bureau (IHB) to confirm
adequacy for UN/Monaco Public Service comparison purposes:
e Provide a comparison of the principal benefit levels, by grade between the IHB staff, UN and
Monaco Civil Service;
e Provide comments and advice where differences exist;
e Provide suggestions for a more equitable process for applying grade increments;
Provide advice on how to apply social benefits in certain circumstances;
Provide advice on options to transition;
Provide recommended updates to IHO Staff Regulations;
Provide recommended updates to the IHO Staff Regulations to reflect impending new structure of
Secretary-General (S-G) and subordinate Directors.

Phase 2:

e Undertake a classification review and evaluation in the IHB and evaluate them against the
classification standards of the International Civil Service Commission (ICSC);

e  Prepare job descriptions for the Directing Committee and evaluate against the classification
standards of the ICSC;

e Prepare job descriptions for the Secretary-General and Directors under the new IHO structure.

3. Timetable:
The following timetable shall apply:

-1 October 2013: Commence review of existing regulations and job descriptions;
-14-18 October 2013: On site visit to IHB in Monaco;

-2 December 2013: Draft report of phase 1 to the Chair of the SRWG;

-16 December 2013: Draft report of phase 2 to the Chair of the SRWG;

-31 December 2013: Final Report to the Chair of the SRWG.

4. Value of Contact:
A total payment of 25,500 Euro shall cover all expenses, outgoings and expenditures related to conducting
and successfully completing the work described in section 2. No other payment is envisaged for this work.

Payment schedule:
25% will be paid within 10 days of this letter being signed by consultant and returned to the IHB.
75% after the Chair of SRWG submits an acceptance report to the IHB.
























































































































Annex 5
Monaco Social Benefits

This information comes from the website of the United States Social Security Administration, Office of
Retirement and Disability Policy on Social Security Programs throughout the World: Europe 2012. The
exchange rate used is US$1.00 = 0.77 euros.

Old Age, Disability, and Survivors
Regulatory Framework

First laws: 1944 (workers) and 1958 (self-employed).

Current laws: 1944 (disability), 1947 (old age), 1948 (old age), 1949 (disability), 1962 (old age), 1971
(disability), and 2002 (old age).

Type of program: Social insurance system.

Coverage
Employed persons, including state and local government contractors.

Special systems for self-employed persons, civil servants, and hospital personnel.

Source of Funds

Insured person: 6.15% of covered earnings (old-age and survivor benefits, spouse's supplement and
death allowance). For disability benefits, see source of funds under Sickness and Maternity.

The maximum monthly earnings used to calculate contributions are €4,274.

Self-employed person: Not applicable.

Employer: 6.15% of covered payroll (old-age and survivor benefits, spouse's supplement and death
allowance) and 0.92% of covered payroll (adjusted annually) finances contributions for periods during
which workers paid no contributions but received paid sick or maternity leave, disability benefits, or
unemployment benefits.

For disability benefits, see source of funds under Sickness and Maternity.

The maximum monthly earnings used to calculate contributions are €4,274.
Government: None.

Qualifying Conditions

Old-age pension: Age 65 with at least 10 calendar years of employment, including at least 151 to 173
hours of work a year (depending on the year of employment) and at least 60 months of coverage
(including periods of paid sick or maternity, paternity or adoption leave and periods of disability or
unemployment).

Employment may continue.

Early pension: Age 60 and retired from all active work or employment; age 55 for a woman who has
raised three children for at least eight years before the children reach age 16. The insured must not
receive sickness, work injury, or unemployment benefits.

Deferred pension: The pension can be deferred after age 65.



Spouse's allowance: Paid if the insured has at least 60 pension points. The spouse must live with the
retiree and total household income (including the spouse's allowance) must not exceed 24 times the
reference salary.

The number of points acquired during any one-year period is obtained by dividing the insured's monthly
declared earnings by the monthly reference salary, up to four pension points a month.

The monthly reference salary is €1,068.50 (October 2011) and is fixed by ministerial decree.

Disability pension: The insured must be younger than age 60 and assessed with a loss of 100% of
working capacity (total disability) or the loss of 66.7% of working capacity (partial disability). The
insured must have at least 12 months of coverage in the previous 15 months and at least 800 hours of
employment in the previous 12 months, including 200 hours in the previous three months.

Survivor pension: The deceased was a pensioner or had at least 10 calendar years of employment at the
time of death, including at least 151 hours to 173 hours of work a year (depending on the year of
employment) and at least 60 months of coverage (including periods of paid sick or maternity, paternity
or adoption leave and periods of disability or unemployment). Eligible survivors are a widow aged 50
or older (any age if caring for a child) or a widower with at least one dependent child; a divorced or
separated widow(er) receiving alimony at the time of the insured's death; and orphans younger than

age 18 (age 21 if a student or an apprentice). If the widower ceases to care for at least one dependent
child, the pension is suspended until the widower reaches age 65 (age 60 if incapable of gainful
activity). The widow(er)'s pension ceases on remarriage or cohabitation.

Death allowance: Paid to the surviving spouse of an old-age pensioner. The surviving spouse must not
have been divorced or separated from the deceased. If there is no eligible surviving spouse, the
allowance is paid to eligible orphans.

Death grant: The deceased was a disability pensioner or had worked at least 120 hours in the month (or
200 hours in the quarter) before death. The benefits are paid (in order of priority) to the deceased's
surviving spouse, orphans, or parents.

Old-Age Benefits

Old-age pension: The pension is calculated according to the number of pension points acquired over the
total working life multiplied by the value of a point. The number of points acquired during anyone-

year period is obtained by dividing the insured's monthly declared earnings by the monthly reference
salary, up to four pension points a month.

The value of a pension point is €17.81.

The monthly reference salary is €1,068.50 (October 2011) and is set by ministerial decree.
Early pension: The pension is calculated in the same way as the old-age pension.

Deferred pension: The pension is increased by 1.5% for each quarter of coverage after age 65, up to
30%.

The maximum monthly pension is six times the reference salary (€6,411 as of October 2011).

Spouse's supplement: The full supplement is paid if the insured had at least 360 pension points; a
reduced amount is paid according to the total number of pension points less than 360. The benefit is paid
annually in the last quarter of the year.

Old-age benefits are payable abroad.

Schedule of payments: Pensions are paid monthly in Monaco, France, and Italy and quarterly in other
countries.



Benefit adjustment: Benefits are adjusted annually according to changes in the value of the pension
point.

Permanent Disability Benefits

Disability pension: The pension is 50% of the insured's average monthly covered earnings in the
60 months before the disability began for a total disability or 30% for a partial disability.

The minimum and maximum monthly pensions depend on the insured's age and whether the insured
receives any pension income from another source.

Constant-attendance supplement: 40% of the disability pension.
Disability benefits are payable abroad.

Benefit adjustment: Benefits are adjusted annually in January by ministerial decree.

Survivor Benefits

Survivor pension: The widow(er) receives 60% of the pension the deceased received or was eligible to
receive. The pension for a divorced or separated spouse is calculated according to the number of pension
points acquired by the deceased while he or she lived with the surviving spouse.

The survivor's pension ceases on remarriage or cohabitation.

Orphan's pension: Each half orphan receives 25% of the pension the deceased received or was eligible
to receive. Each full orphan receives 50% of the deceased's pension (50% of the highest pension if both
parents were pensioners).

All orphans' benefits combined must not exceed 100% of the deceased's pension.
Survivor pensions are payable abroad.

Benefit adjustment: Benefits are adjusted annually according to changes in the value of the pension
point.

Death allowance: A lump sum of 25% of the deceased's annual pension is paid, up to 150% of the
reference salary in force at the time of death.

The monthly reference salary is €1,068.50 (October 2011) and is set by ministerial decree.

Death grant: A lump sum of 90 times the deceased's average daily earnings in the last 12 months before
death is paid; in the last 60 months before the disability began if the deceased received a disability
pension.

The minimum grant is €390.

The maximum grant is €23,400.

Administrative Organization

Independent Employees' Pension Fund (http://www.caisses-sociales.mc), with representatives of
government, employers, and employees, administers the employees' old-age insurance program.
Compensation Fund for Social Services (http://www.caisses-sociales.mc), with representatives of
government, employers, and employees, administers the employees' disability insurance program.



http://www.caisses-sociales.mc/
http://www.caisses-sociales.mc/

Sickness and Maternity
Regulatory Framework

First and current laws: 1944, 1949, 1971 (employees), and 1982 (self-employed persons).
Type of program: Social insurance system.

Coverage
Employed persons.

Special systems for self-employed persons and civil servants.

Source of Funds

Insured person: None.

Self-employed person: Not applicable.

Employer: 15.70% of covered payroll. The contribution also finances disability, family, and certain
social benefits.

The maximum monthly earnings used to calculate contributions are €7,800.
Government: None.

Qualifying Conditions

Cash sickness benefits: For an incapacity of up to six months, the insured must have at least 120 hours
of effective or deemed employment in the last month or 200 hours in the previous quarter; for an
incapacity lasting six months or more, the insured must have at least 12 months of contributions in the
previous 15 months with at least 800 hours of work in the previous 12 months, including 200 hours in
the last three months.

Cash maternity benefits: The insured must have at least one month of coverage in the quarter before
the date of conception with at least 85 hours of employment for each month of coverage from the date of
conception until the medical confirmation of pregnancy.

Paternity leave benefit: The insured must have at least 120 hours of effective or deemed employment
in the last month or 200 hours in the previous three months. The leave period must begin within four
months after the date of childbirth.

Medical benefits: The insured must have at least 120 hours of employment in the last month or

200 hours of work or deemed work in the last three months.

Sickness and Maternity Benefits

Sickness benefit: The benefit is 50% of the insured's average daily earnings in the last 12 months
(66.6% from the 31st day if the insured has three or more dependent children), up to €130. The benefit is
paid after a three-day waiting period for up to 360 days; may be extended for three or four years for
chronic or recurring illness.

The benefit may be reduced during periods of hospitalization according to the insured's income and
number of dependent children.

Benefit adjustment: If the sick leave period is longer than six months, benefits are adjusted automatically
twice a year (in January and in July) according to a coefficient set by law.

Maternity benefit: The benefit is 90% of the insured's average daily earnings in the last 12 months, up
to €234. The benefit for the first and second child is paid for eight weeks before and eight weeks after
childbirth; for the third and subsequent children, eight weeks before and 18 weeks after childbirth; for



twins with no other children in the household, 12 weeks before and 22 weeks after childbirth; and for
other multiple births, 24 weeks before and 22 weeks after childbirth.

Paternity leave benefit: The benefit is 90% of the father's average daily earnings in the 12 months
before the date of birth, up to €234. The benefit is paid for up to 12 days, including Sundays and public
holidays; 19 days for multiple births or in households with at least two other dependent children.

Workers' Medical Benefits

Reimbursements for medical costs include primary and specialist treatment, hospitalization, laboratory
services, pharmaceuticals, dental and eye care, prostheses, and transportation. Medical practitioners and
auxiliary medical services charge rates based on income and family size.

The benefit is 80% of the cost of medical services, up to a ceiling. This rate is increased to 100% for
pregnancy or certain lengthy and costly treatments.

Dependents’ Medical Benefits

Medical benefits for dependents: Medical benefits for dependents are the same as those for the
insured.

Administrative Organization

Social Services Compensation Fund (http://www.caisses-sociales.mc), with government, employer, and
employee representatives, administers the program.

Work Injury
Regulatory Framework

First law: 1930.
Current law: 1958.
Type of program: Mandatory private insurance system.

Coverage
Employed persons.

Exceptions: Self-employed persons.

Source of Funds

Insured person: None.

Self-employed person: Not applicable.

Employer: The total cost. The cost of premiums varies according to the reported risk rate. An additional
24% of the premiums is paid to the Complementary Compensation Fund.

Government: None.

Qualifying Conditions
Work injury benefit: There is no minimum qualifying period. Accidents that occur while commuting

to and from work are covered.

Temporary Disability Benefits


http://www.caisses-sociales.mc/

The daily benefit is 50% (66.6% from the 29th day after the accident) of the insured's average daily
earnings in the month before the accident. The benefit is paid from the day after the accident (the
employer must pay the insured's full salary for the day the accident occurred) until recovery or
certification of permanent disability.

The maximum daily earnings used to calculate benefits are 0.32% of 15 times the legal annual minimum
wage.

Schedule of payments: Benefits are paid at least every 16 days.

Permanent Disability Benefits

Permanent disability pension: The annual pension is 100% of the insured's annual earnings in the
12 months before the accident occurred or the occupational disease began.

The minimum annual earnings used to calculate benefits are the legal annual minimum salary.
The maximum annual earnings used to calculate benefits are 15 times the legal annual minimum salary.

Constant-attendance supplement: 40% of the pension is paid if the insured requires the constant
attendance of others to perform daily functions.

Partial disability pension: The annual benefit is 100% of reference earnings multiplied by 0.5 times the
assessed degree of disability from 10% to 50% and by 1.5 for a disability greater than 50%.

The monthly reference salary is €1,068.50 (October 2011) and is set by ministerial decree.

The degree of disability is assessed by a commission.

If the assessed degree of disability is less than 10%, a lump sum is paid according to a schedule in law.
Schedule of payments: Benefits are paid quarterly in arrears.

The permanent disability pension can be replaced in full or in part by a lump sum after five years.

Benefit adjustment: Pensions are adjusted according to a coefficient set by law.

Workers' Medical Benefits

Medical benefits include medical, hospital, surgical, and pharmaceutical treatment; rehabilitation;
prostheses; and transportation costs.

The employer or the insurer pays all medical costs.

Survivor Benefits

Survivor pension: The pension is 30% of the deceased’s annual earnings; 50% if the survivor is aged 55
or older or with a disability.

The benefit is paid to a surviving spouse who was married to, living with, or divorced from the deceased
and receiving alimony at the time of the insured's death. The pension for a divorced spouse is reduced by
the amount of any alimony paid. The date of marriage must have been before the date of the accident
that resulted in the insured's death or at least two years before the date of the insured's death; conditions
are waived if the couple had at least one child.

The pension ceases on remarriage if there are no children receiving a survivor benefit and a lump sum of
three times the value of the annual pension is paid.



Orphan's pension: The pension is 15% of the deceased's annual earnings for one child; 30% for two
children; 40% for three children; plus an additional 10% for the fourth and each subsequent child. Each
full orphan receives 20% of the deceased's annual earnings. The child must be eligible for family
allowances.

Other eligible survivors: Each dependent parent and grandparent receives 10% of the deceased's
annual earnings, up to 30%.

All survivor benefits combined must not exceed 85% of the deceased's annual earnings.

Benefit adjustment: Pensions are adjusted according to a coefficient set by law.

Funeral allowance: Funeral costs are reimbursed, up to a maximum.

Administrative Organization

Licensed private insurance companies administer the program.
Complementary Compensation Fund (http://www.caisses-sociales.mc) guarantees benefit payments in
case of the insolvency of the employer or insurance company.

Unemployment

Regulatory Framework

Coverage is provided through France's program for unemployment insurance.

Family Allowances
Regulatory Framework

First law: 1938.
Current law: 1954 (family benefits).
Type of program: Employment-related system.

Coverage
Employed persons and persons receiving unemployment benefits.

Exceptions: Self-employed persons.

Source of Funds

Insured person: None.

Self-employed person: Not applicable.

Employer: See source of funds for Sickness and Maternity.
Government: None.

Qualifying Conditions

Family allowance: The benefit is paid for children younger than age 16; 17 if looking for a first job; 21
if a student, an apprentice, or disabled. The earnings of a working child must not exceed €823.18 a
month. The head of the household must be insured and have at least 77 hours of work in the relevant
month. If both parents are eligible for family allowances, the benefit is paid only once (normally to the
head of the household).


http://www.caisses-sociales.mc/

Prenatal allowance: The head of the household must be insured and have at least 77 hours of work or
deemed work in the relevant month. The mother must undergo a medical examination and provide a
formal declaration of pregnancy during the first three months following the date of conception. The
mother must also undergo medical examination at the third, sixth, and eighth month of pregnancy and
after childbirth. The benefit is paid to an insured woman or the wife of an insured man. If both parents
are eligible for family allowances, the benefit is paid only once (normally to the head of the household).

Education grant: The insured must have received family allowances for at least seven months in the
previous calendar year, including at least one month in the last four months of the previous year.

New school year allowance (means-tested): The child must be eligible for family allowances and have
received family allowances in July of the relevant year. Household income in the year before the
application for benefits must not exceed an amount that varies according to the number of dependents.

End-of-year grant (means-tested): The insured must have received family allowances for at least
seven months in the previous calendar year, including at least one month in the last three months of the
previous year. Household income in the year before the application for benefits must not exceed an
amount that varies according to t

the number of dependents.

Housing allowance (means-tested): The benefit is paid to family allowance beneficiaries and to certain
other categories of person residing in Monaco, according to the number of people in the household and
household income.

Other benefits: Child care services and other forms of individual and family support may be provided.

Family Allowance Benefits

Family allowance: With 145 hours of covered work, the allowance is €135.80 a month for each child
younger than age 3, €203.70 for each child aged 3 to 5, €244.50 for each child aged 6 to 10, and €285.20
for each child aged 11 or older. The allowance is paid in proportion to the hours worked from 77 to

144 hours and is paid monthly to the head of the household or the child's mother or guardian.

Prenatal allowance: With 145 hours of covered work, the allowance is €135.80 a month for up to nine
months. The allowance is paid in proportion to the hours worked from 77 to 144 hours. The allowance is
paid in three equal parts (two months of benefits in the third month of pregnancy, four months of
benefits in the sixth month of pregnancy, and three months of benefits after childbirth).

Education grant: The amount varies according to the level of the studies and whether the child attends
school in Monaco (from €64 to €403) or France (from €34 to €403). The grant is paid in October to the
head of the household or the child's mother or guardian.

New school year allowance (means-tested): The benefit is €122 for a child younger than age 3, €183
for a child aged 3 to 5, €218 for a child aged 6 to 10, and €257 for a child aged 11 to 21. The benefit is
paid in August to the head of the household or the child's mother or guardian.

End-of-year grant (means-tested): €124 is paid in December.

Housing allowance (means-tested): A monthly benefit is paid.

Other benefits: A contribution toward the cost of child care for children up to age 6. Other forms of
individual and family support may be provided.



Annex 6

Summary of salaries and allowances of staff of the IHB

1. Directors:

Recruitment

Election at the Conference for a 5 year mandate
which is renewable.

Salaries

Gross salary

Internal tax

Net salary

Alignment from July 2004 with salary scale
applicable to United Nation Staff in the Professional
and higher category. No differentiation on account
of marital status ( 1V.1.2 (I).

Gross salary equals the basic salary.

Internal tax levied at the rate of 10% of the gross
salary.

Net salary is equal to the gross salary minus the
internal tax and contributions to all retirement
schemes (IRF, PPP and the AMRR).

Adjustments to salaries

Every 3 years calculated on the average awards
made to those Monaco Civil Service who are
classified in the Heads of Service salary scale (1%
group). Figure provided by the Government of the
Principality of Monaco.

Annual bonus

Not applicable.

Monaco Allowance 5% of basic salary

Not applicable.

Dependency allowances

Generally follow UN Common System of salaries,
allowances and benefits. No differentiation in salary
on account of marital status ( IV.1.2 (I). Children’s
allowances in the form of a flat allowance per child
are available to all eligible Directors. To qualify, a
child must be under the age of 18, or, in full-time
attendance at a school or university, be under 21
years of age. The children’s allowance for a
disabled child is twice the usual amount. A
secondary dependent allowance equivalent to 35%
of the children’s allowance may be payable where
there is no recognized primary dependent.

Language allowances

Not applicable.

Education allowance

Education grant paid to eligible staff. Grant is based
on Education Grant scheme applicable in the UN.

Rental Subsidy

Yes. Based on Rental Subsidy scheme applicable in
the UN.

Home leave Yes. For eligible staff and dependents. Every 2
years.

Leave Annual leave granted at the rate of 2 %2 working
days for each calendar month. Leave must be taken
during the calendar year in which it is earned or, at
least prior to 31 January of the following year.
Leave outstanding after that date shall be forfeited.

Work week 37.5 hours per week.

Overtime Not applicable.

Special leave May be granted on a discretionary basis by

Directing Committee (marriage or death). Sick




leave, Maternity leave, Adoption leave and
Paternity leave (up to 4 weeks granted) in
accordance with UN rules.

Removal expenses

On appointment and separation. Amounts based on
UN Common System of salaries and allowances.

Retirement - Pensions

IHB Internal Retirement Fund (IRF) for staff prior
to 1 September 1987,

Staff are covered by personalized retirement plans,
based upon “money purchased” principles under the
control of an independent well established insurance
company or any other financial institution, unless
they exercise the option to maintain a former
national pension plan instead of, or in addition to
the Bureau or Personal Pension Plans. The IHB
contributes 15% of pensionable salary (basic salary
minus internal tax). Supplementary Retirement
Benefits: Categories A, B and C Staff are affiliated
to a supplementary pension scheme operated by the
“Association Monegasque de Retraites par
Repartition (AMRR).

Retirement age is 65 years of age with a minimum
qualifying service of ten years.

Health Insurance

Yes. Follow scheme of permanent government
Civil Servants of the principality of Monaco.

2. Category A Staff:

Recruitment

Internationally and locally recruited. Currently 3
Category A staff have permanent contracts while 2
Category A staff have the 2+2+5 contract.

Salaries

Gross salary

Internal tax

Net salary

Alignment from July 2004 with salary scale
applicable to United Nation Staff in the Professional
and higher category. No differentiation on account
of marital status ( 1V.1.2 (1).

Gross salary equals the basic salary.

Internal tax levied at the rate of 10% of the gross
salary.

Net salary is equal to the gross salary minus the
internal tax and contributions to all retirement
schemes (IRF, PPP and the AMRR).

Adjustments to salaries

Based on Monaco Civil Service practice — about 1%
is awarded twice a year (January and July) for all
staff.

Annual bonus

Not applicable.

Monaco Allowance 5% of basic salary

Not applicable.

Dependency allowances

Generally follow UN Common System of salaries,
allowances and benefits. No differentiation in salary
on account of marital status ( IV.1.2 (I). Children’s
allowances in the form of a flat allowance per child
are available to all eligible Category A Staff. To
qualify, a child must be under the age of 18, or, in




full-time attendance at a school or university, be
under 21 years of age. The children’s allowance for
a disabled child is twice the usual amount. A
secondary dependent allowance equivalent to 35%
of the children’s allowance may be payable where
there is no recognized primary dependent.

Language allowances

Not applicable.

Education allowance

Education grant paid to eligible staff. Grant is based
on Education Grant scheme applicable in the UN.

Rental Subsidy

Yes. Based on Rental Subsidy scheme applicable in
the UN.

Home leave Yes. For eligible staff and dependents. Every 2
years.

Leave Annual leave granted at the rate of 2 %2 working
days for each calendar month. Leave must be taken
during the calendar year in which it is earned or, at
least prior to 31 January of the following year.
Leave outstanding after that date shall be forfeited.

Work week 37.5 hours per week.

Overtime Not applicable.

Special leave May be granted on a discretionary basis by

Directing Committee (marriage or death). Sick
leave, Maternity leave, Adoption leave and
Paternity leave (up to 4 weeks granted) in
accordance with UN rules.

Removal expenses

On appointment and separation for eligible staff.
Amounts based on UN Common System of salaries
and allowances.

Retirement - Pensions

IHB Internal Retirement Fund (IRF) for staff prior
to 1 September 1987;

Staff are covered by personalized retirement plans,
based upon “money purchased” principles under the
control of an independent well established insurance
company or any other financial institution, unless
they exercise the option to maintain a former
national pension plan instead of, or in addition to
the Bureau or Personal Pension Plans. The IHB
contributes 15% of pensionable salary (basic salary
minus internal tax). Supplementary Retirement
Benefits: Categories A, B and C Staff are affiliated
to a supplementary pension scheme operated by the
“Association Monegasque de Retraites par
Repartition (AMRR).

Retirement is 65 years of age with a minimum
qualifying service of ten years.

Health Insurance

Yes. Follow scheme of permanent government Civil
Servants of the principality of Monaco.

3. Category B, BT and C Staff

Recruitment

Locally recruited. Become permanent staff
members of the IHO.




Salaries

Gross salary

Internal tax

Net salary

Salaries of Category B (except BT) and C Staff are
established to be comparable with similar posts in
the Monaco Civil Service (IV.1.1 ©.

Gross salary equals the basic salary.

Internal tax levied at the rate of 10% of the gross
salary.

Net salary is equal to the gross salary minus the
internal tax and contributions to all retirement
schemes (IRF, PPP and the AMRR).

Adjustments to salaries

Based on Monaco Civil Service practice — about 1%
is awarded twice a year (January and July) for all
staff.

Annual bonus

Paid to Category B and C Staff. 1 month basic
salary in conformity with the bonus paid to Civil
Servants in Monaco. 35% paid in July and 65% pay
in December.

Monaco Allowance 5% of basic salary

Paid to Category B and C Staff.

Dependency allowances

Family Allowance and School Grant. All eligible
Category B and C Staff with dependent children
receive family benefits, in conformity with the
current rates in force at the C.C.S.S. (Caisse de
Compensation des Service Sociaux). Personnel not
receiving and Education Grant for children in full-
time education shall receive, where eligible, a
School Grant payable once yearly. Family
Allowance and the School Grant are not to be
considered as being part of salary. Creche and
Playschool Allowance. The payment of a Creche
Allowance and/or a Playschool Allowance shall be
made to Staff Members who satisfy the general
requirements laid down by the C.C.S.S.

Language allowances

Payable to Category B and C Staff who show
proficiency and competence in a second official
language, and who are regularly employed using
this second official language. There are 3 levels of
language allowance.

Education allowance

Family Allowance, School Grant and Creche or
Playschool Allowances as per above.

Rental Subsidy

Not applicable.

Home leave Not applicable

Leave Annual leave granted at the rate of 2 %2 working
days for each calendar month. Leave must be taken
during the calendar year in which it is earned or, at
least prior to 31 January of the following year.
Leave outstanding after that date shall be forfeited.

Work week 37.5 hours per week.

Overtime Yes. According to Table V of Staff Regulations.

Special leave May be granted on a discretionary basis by

Directing Committee (marriage or death). Sick
leave, Maternity leave, Adoption leave and
Paternity leave (up to 4 weeks granted) in
accordance with UN rules.




Removal expenses

Not applicable.

Retirement - Pensions

IHB Internal Retirement Fund (IRF) for staff prior
to 1 September 1987;

Staff are covered by personalized retirement plans,
based upon “money purchased” principles under the
control of an independent well established insurance
company or any other financial institution, unless
they exercise the option to maintain a former
national pension plan instead of, or in addition to
the Bureau or Personal Pension Plans. The IHB
contributes 15% of pensionable salary (basic salary
minus internal tax). Supplementary Retirement
Benefits: Categories A, B and C Staff are affiliated
to a supplementary pension scheme operated by the
“Association Monegasque de Retraites par
Repartition (AMRR).

Retirement age is 65 years of age with a minimum
qualifying service of ten years.

Health Insurance

Yes. Follow scheme of permanent government
Civil Servants of the principality of Monaco.




Annex 7
Salary scale for the Professional and higher categories showing
Annual gross salaries and net remuneration after application of staff assessment

(in United States dollars)

Effective 1 January 2102
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Annex 8
Monaco

General Service Category — Annual Salaries and Allowances
(in Euro)

Effective 1 October 2011
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Annex 10

UN Competencies

Core Values and Core and Managerial Competencies

In the context of the Secretary-General’s overall human resource management reform
efforts, a participatory process was undertaken to define organizational core values and
core and managerial competencies. Organizational core values are the shared principles
and beliefs that underpin the work of an organization and guide the actions and behaviour
of its staff. Core competencies refer to the combination of skills, attributes and behaviour
required of all staff, regardless of their level or function. Managerial competencies are the
additional skills, attributes and behaviours required of those who manage other staff.

The UN competencies were defined using a participatory process involving interviews
and focus groups with a cross-section of staff at all levels throughout the Secretariat,
including the Deputy Secretary-General, all heads of Departments and Offices, and
several hundred staff in Offices away from Headquarters. Information drawn from the
process resulted in the following competency model, which contains three core values,
eight core competencies and six managerial competencies.

Core Values
Integrity
Professionalism
Respect for Diversity

Core Competencies

Communication

Teamwork

Planning and Organizing
Accountability

Creativity

Client Orientation

Commitment to Continuous Learning
Technological Awareness

Managerial Competencies
Leadership

Vision

Empowering Others
Building Trust

Managing Performance
Judgement/Decision-making

The Secretary-General communicated this model to all staff in ST/SGB/1999/15 of 13
October 1999. He noted that the value of competencies will come from their application



and integration into other aspects of human resources management. Competencies are
now fully integrated into all learning and development activities, the performance
management and the staff selection system.

The competencies are elaborated in the booklet entitled United Nations Competencies for
the Future which can be found online at the following address:
https://careers.un.org/lbw/attachments/competencies_booklet_en.pdf.
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