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Programme, Financial and  
Administrative Segment 

First item on the agenda 
 
ILO programme implementation 2012–13 
(GB.320/PFA/1) 

1. The Chairperson invited the Governing Body to make general comments on the report as a 

whole. 

2. The Worker spokesperson acknowledged the new analytical approach of the report, 

although it was difficult to see whether ILO work had led to the achievement of integrated 

results. For instance, the link between the outcomes mentioned under lessons learned and 

the examples of ILO work quoted in section 7 was unclear. It would have been useful to 

include an overall evaluation of the Office’s global performance to show the main focus of 

its work, countries where most and least progress had been made, and information on the 

main difficulties encountered by the Office in implementation. The impressive number of 

results achieved by the Office should prompt considerations not only in respect of the 

benefits of spreading the Office’s efforts less thinly, but also in terms of the priorities the 

Office should focus on. Based on the examples given, employment and social protection 

were plainly global priorities, and it was worrying that less importance seemed to be 

attached to guaranteeing rights at work and promoting social dialogue. He therefore wished 

to know whether those two priorities had been addressed by mainstreaming standards with 

the involvement of the social partners and how the Office would ensure that those other 

two objectives of the Decent Work Agenda were adequately reflected in its work. 

3. The Employer coordinator welcomed the new format of the report, which took into 

account the comments made by his group during the discussion of the previous 

implementation report and would be a key reference when preparing the new Strategic 

Policy Framework (SPF). Since many of the targets set for 2015 for several outcome 

indicators had already been achieved, it was important to reflect on whether the targets had 

been ambitious enough, relative to needs. At the same time, more efforts were needed to 

achieve the targets for indicators 2.3, 3.1, 3.3 and 3.4, with more resources and technical 

attention being required in particular for indicator 3.1. It was regrettable that the report did 

not elaborate on those areas of underachievement and did not provide a strategy for 

reaching the set targets in those areas. Notwithstanding the improved format, it was hard to 

see how the ILO had contributed to some results. He asked when the Office would be able 

to provide more information on whether the areas of critical importance (ACIs) were 

leading to increased collaboration and resulting in greater focus in the work of the ILO. 

Such information would be useful for the drafting of the next SPF. In order to gain some 

insight into the Organization’s efficiency, it would also be helpful to know what resources 

were required to achieve a given result. Full use had to be made of the feedback loops 

provided by evaluation reports and recurrent item discussions in order to give the 

Organization a better understanding of whether and how far ILO policy recommendations 

worked in the real world of work. Information would also be useful on whether the 

recommendations of evaluations were systematically followed up. Lastly, since donors 

were concerned about the Office’s bureaucracy, he inquired whether the Office had 

embarked on a strategy to reduce red tape. 

4. Speaking on behalf of the group of Latin American and Caribbean countries (GRULAC), a 

Government representative of Costa Rica said that the new format of the report was a great 

improvement. He congratulated the Office on the results achieved in relation to the 
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development of polices and strategies, the legal framework and capacity building, as well 

as on the steps it had taken to improve the quality and transparency of reporting and the 

efficient use of its resources in the context of the organizational reform. The 

overachievement of the target set for the extra-budgetary expenditure was noted, as was 

the high financial delivery rate of extra-budgetary projects. In view of the lacklustre 

situation with regard to employment, it would be vital to pursue efforts to support the 

inclusion of targets related to employment and decent work in national and sectoral 

development policies and to strengthen youth employment programmes. Promotional 

activities related to the Domestic Workers Convention, 2011 (No. 189), would be also 

important for the Latin American region. 

5. He urged the Office to ensure that employment, decent work and social protection were 

given due attention in the debate on the post-2015 development agenda in order to ensure 

that the latter was truly transformational. 

6. Speaking on behalf of the Africa group, a Government representative of Zimbabwe 

commended the well-detailed report and the results achieved in 2012–13, of which one-

third were in Africa. The ILO should partner the African continent in combating 

unemployment and ensuring that jobs provided a sustainable livelihood for its people. He 

therefore called upon the Office to prioritize that area of concern when implementing the 

programme for 2014–15. Such an area should also feature prominently in the transitional 

SPF for 2016–17. His group hoped that the Office would work with Africa in giving effect 

to the outcome of the African Union’s Extraordinary Summit on Employment, which 

would be held in September 2014. He thanked the member States and organizations that 

continued to support programmes financed by extra-budgetary funding and the Regular 

Budget Supplementary Account (RBSA), since that support made a real difference to the 

lives of beneficiaries. He urged the Office to examine ways of increasing technical and 

financial support for Decent Work Country Programmes (DWCPs) and to encourage other 

United Nations (UN) agencies to participate at the national level in work on several cross-

cutting issues in order to give practical effect to UN system-wide coherence. He expressed 

satisfaction for the training delivered by the International Training Centre of the ILO 

(Turin Centre), whose largest group of participants came from the African region. The 

exchange within the continent of the good practices mentioned in the report, with the 

Office’s support, would be the optimum way of achieving results, as conditions were 

similar in most African labour markets.  

7. Speaking on behalf of the group of industrialized market economy countries (IMEC), a 

Government representative of the United Kingdom welcomed the considerable 

improvement in the presentation of the results of ILO programmes, since it provided a 

more accessible assessment of the ILO’s achievements and lessons learned. The additional 

information made available online provided further analysis and data to inform the 

Governing Body’s discussion. Her group looked forward to further improvements in the 

presentation of the report which helped Governing Body members to provide guidance and 

take decisions. 

8. A Government representative of China said he was in favour of focusing resources on 

larger projects, and recommended that in 2014–15, the ILO should pay particular attention 

to employment, especially youth employment and social protection. As the most populous 

region, with diverse economies but lagging behind in the number of results achieved 

relative to the African and Latin American regions, the Asia and the Pacific region 

required more targeted support. 

9. A Government representative of Mexico welcomed the improvement in the presentation of 

the report, which was an important tool for constituents to keep abreast of the challenges 

confronting the Office and, in turn, could guide the latter in its future action. He noted 
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Mexico’s alignment with the ILO, exemplified by its signing of a cooperation agreement 

on social protection floors and its hosting of the international forum “Public Policies on 

Employment and Social Protection”.  

10. A Government representative of Trinidad and Tobago requested that, in view of its 

important conclusions, the Eighth Meeting of Ministers of Labour of the Caribbean should 

be reflected in the record of the Office’s work in the region in 2012–13. 

11. A Government representative of Australia expressed appreciation for the increased focus 

on results, rather than on process. The Office should continue to use evidence-based 

analysis in developing and providing services to constituents. The inclusion of lessons 

learned was valuable, although in the future, additional information could be given on what 

had actually worked or otherwise. Her Government endorsed the four broad lessons drawn 

from the results and looked forward to seeing them applied in the development and 

management of existing and future programmes. 

12. The Chairperson opened the discussion on Part I of the report, concerning operational and 

organizational effectiveness (paragraphs 9–137). 

13. The Employer coordinator expressed support for the four lessons learned, while regretting 

the lack of an implementation strategy to ensure that they were fully taken into account in 

future programme planning. The Office should discuss with the Governing Body clear 

strategies to follow up on lessons learned and to decide, for example, in which projects to 

participate, with which organizations it should strengthen collaboration, how to better 

assess the long-term results of ILO interventions and how to systematically harmonize 

research, tools and capacity building. He asked whether the ACIs had already benefited 

from RBSA. Public–private partnerships should not be viewed as merely an additional 

income source; the Office could also benefit from the expertise and experience of the 

private sector. The group appreciated the collaboration with other UN organizations and 

the Office’s involvement of the social partners in post-2015 Millennium Development 

Goals consultations. The ILO benefited from engagement with the UN through the 

mobilization of extra-budgetary resources, and contributed in turn to other agencies’ action 

on implementation of the Decent Work Agenda.  

14. The Worker spokesperson agreed that progress had been slow and uneven across regions, 

hampered by the weak global recovery. The report should present ratifications by 

Convention and more efforts should be devoted to increase ratifications of the Freedom of 

Association and Protection of the Right to Organise Convention, 1948 (No. 87), and the 

Right to Organise and Collective Bargaining Convention, 1949 (No. 98). More qualitative 

information was needed on the results by typology contained in paragraph 23, on their 

impact on workers’ organizations and on how the latter had benefited from the Office’s 

work in those areas. The group supported the lesson learned, which indicated that the ILO 

should move towards larger and more integrated programmes, stressing that the correct 

balance in the number of countries receiving ILO assistance should be found. Referring to 

paragraph 43, he noted that a better example of an intervention cutting across several 

outcomes and building on ILO value-added would have shown how small and medium-

sized enterprises (SMEs) provided decent, well-paid jobs. Concerning public–private and 

donor partnerships, as referred to in paragraph 44, these were beneficial, provided that they 

were based on ILO values. In that regard, the focus of UN system-wide coherence efforts 

mainly on employment and social protection was a concern. He requested more 

information about how rights at work, standards and social dialogue would be integrated in 

UN country programmes, and urged the ILO to campaign for full employment and decent 

work within the post-2015 development agenda, with targets related to the four strategic 

objectives of decent work. He noted that the Office’s engagement with constituents over 

more than a biennium would help to achieve sustainable results and he sought clarification 
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on the usefulness of the interactive training programme “Addressing Psychosocial Factors 

through Health Promotion in the Workplace” (SOLVE) following the Rana Plaza factory 

collapse in Bangladesh. 

15. He expressed regret that DWCPs did not envisage capacity building for trade unions and 

lacked coverage of some areas of the Decent Work Agenda affecting workers. There 

should have been more RBSA funding for freedom of association and collective 

bargaining, rather than for employment; the right balance was required when channelling 

resources towards the different outcomes. The Turin Centre played a key role in staff 

development and in building constituents’ capacity to achieve decent work; however, the 

social partners remained insufficiently involved in the training activities of the Centre. 

Technical cooperation programmes should be refocused on sustainable objectives agreed 

with constituents, serving policy needs and with greater focus on standards and tripartism. 

Coordination across technical cooperation projects and regular budget programmes to link 

the Office’s work in the field, Turin and at headquarters was crucial to achieving One ILO 

and should be addressed in the field structure and operations review. 

16. Speaking on behalf of IMEC, a Government representative of the United Kingdom 

endorsed the four lessons learned. Her group expected to see them reflected in the 

development and management of existing and future programmes. The website should 

share more practical information on successes and pitfalls to inform the Organization’s 

work. Stronger collaboration should be fostered with external partners and within ILO 

headquarters and field offices and facilitated by the refocus on ACIs. Project evaluation 

was valuable in highlighting frequent shortcomings in objectives, resources and 

measurement. Closer scrutiny of plans and additional staff training were required; results-

based management and monitoring and evaluation could be added to the leadership 

development initiative. Research and reliable data were vital for policy-making and 

programme delivery, hence the importance of the new Knowledge Resource Centre in 

building ILO capacity. 

17. The Chairperson opened the discussion on Part II of the report concerning selected 

examples of results in regions, in DWCPs and in thematic areas (paragraphs 138–244). 

18. The Worker spokesperson recommended the increased adoption of demand-side rather than 

just supply-side measures to address the huge unemployment and underemployment 

challenges in Africa. The examples mentioned did not provide evidence that rights were 

mainstreamed in the Office’s work in Africa; neither did the report mention the persistent 

serious rights violations in some African countries. For Latin America, the report should 

have mentioned the ILO’s work on social security and social protection floors, as well as 

prevalent rights violations. For the Arab region, the report did not reveal the effectiveness 

of the ILO’s intervention on minimum wages, labour law, migrant workers’ rights and 

social protection, and failed to mention the lack of worker representation in policy-making. 

Public sector employees, migrant workers and workers in the Gulf Cooperation Council 

lacked a voice and representation, with many migrants suffering serious abuses and many 

workers below the poverty line. The Asia and the Pacific region still had the lowest 

number of ratifications of Conventions Nos 87 and 98, whose implementation remained 

problematic in countries such as Cambodia, Bangladesh and Fiji, where labour rights were 

abused and denied, and where the Government continued to ignore the recommendations 

of the Committee of Experts on the Application of Conventions and Recommendations 

(CEACR) and the Committee on Freedom of Association. With regard to work related to 

minimum wages, the ILO should promote wage setting through collective bargaining, 

thereby establishing the enabling environment for collective bargaining. Referring to 

paragraph 164, he noted that ILO engagement with the Association of Southeast Asian 

Nations (ASEAN) was not based on the values of tripartism and regional trade union 

organizations could not participate in ASEAN meetings. Concerning Europe and Central 
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Asia, his group welcomed the adoption of the Oslo Declaration in the light of the crisis 

facing the region, and the intensifying of ILO activities in a number of countries in the 

eurozone, on condition that countries in Central and Eastern Europe did not suffer as a 

result. The active participation of the social partners had contributed to the success of the 

DWCP in India.  

19. He asked whether the selected examples of ILO work referred to in section 7 were 

representative. For instance, the example provided on youth employment was biased 

towards supply-side measures, with little work being done on the macroeconomic 

environment, the quality of employment and the rights of young workers. The Office 

should continue working on the vertical dimension of the extension of social security. 

Sufficient resources should also be allocated to ILO assistance to establish or apply 

minimum wages and the Office should continue to publish the Global Wage Report.  

20. The Employer coordinator said that, in relation to the African region, his group would 

have welcomed: an overview of the implementation of the declaration and plan of action 

adopted at the African Union Extraordinary Summit on Employment and Poverty 

Alleviation in Africa; a reference to the ILO’s support to national employers’ organizations 

within the Southern African Development Community (SADC) in using the ILO Enabling 

Environment for Sustainable Enterprises (EESE) assessment tool; and information on ILO 

activities related to the transition to the formal economy. Concerning ILO action in Latin 

America, his group would have liked to see the inclusion of the report on sustainable 

enterprises in Latin America published in February 2013. Much emphasis was placed on 

ratification campaigns, while the key problem in the region was one of effective 

implementation. With regard to the Arab States region, his group would have welcomed 

more information: on the crisis situation in the Syrian Arab Republic, Iraq and Yemen, and 

on the ILO’s response thereto; and on the costing studies in paragraph 158. As to the Asia 

and the Pacific region, it would have welcomed more information on the informal 

economy and related ILO action, and an update on ILO action following the collapse of the 

Rana Plaza building. The Oslo Declaration would serve to guide ILO work in Europe and 

Central Asia over the following three years. There were many fields in which the European 

Union (EU) and the ILO could work closely together without the ILO being seen to 

interfere in EU politics. Concerning the examples on thematic areas, his group stressed that 

the Better Work programme was about improving working conditions and compliance, as 

well as competitiveness of local enterprises in global supply chains. More work needed to 

be done on the latter component. As regards labour migration, it was surprising that no 

reference was made to the Tripartite Technical Meeting on Labour Migration held in 

November 2013, or to the ILO’s position on the situation of migrant workers in Qatar. As 

to minimum wages, the Office carried out its work in this area on the premise that all 

minimum wages were good, yet thorough research should be conducted to capture the 

negative impact of minimum wages and the bearing they had on total labour costs and on 

SMEs. Finally, his group regretted that the selected examples addressed neither the 

Office’s work on an enabling environment for sustainable enterprises, nor informality. 

21. Speaking on behalf of IMEC, a Government representative of the United Kingdom said 

that there was room for improvement with regard to measuring and evaluating the ILO’s 

contribution to the achievement of objectives and results. Information on how the ILO had 

made a difference to long-term outcomes and its contribution to wider UN objectives 

would be valuable. She asked why the targets for the indicators under outcome 2 on skills 

development had not all been met and whether there were any prospects for improvement. 

In future reports, the Office should indicate the steps being taken to improve performance. 

22. A Government representative of the United States said that the Office should ensure that 

measuring impact was included in the design of technical cooperation interventions. Her 

Government would have liked to see the inclusion of other thematic topics aligned with the 
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ACIs, which would have allowed it to form an opinion on those issues vis-à-vis the next 

SPF and biennial budget. Noting that a number of SPF targets for 2015 had been met in 

2013, she asked whether the Office could meet the remaining targets in the expected time 

frame and whether its participation in the United Nations Development Assistance 

Framework (UNDAF) and the UN Resident Coordinator system had a bearing on meeting 

those targets.  

23. A representative of the Director-General (Director, Strategic Programming and 

Management Department (PROGRAM)) explained that the format of the report had been 

changed as a result of comments made at previous sessions of the Governing Body. He 

commented on four main sets of issues. First, the Office would draw on the lessons learned 

when implementing the Programme and Budget for 2014–15, when preparing the 

Programme and Budget for 2016–17, and in the broader context of the reform process. 

Second, with regard to resources and in particular the distribution of resources across 

outcomes, the more balanced distribution of resources from the regular budget and the 

RBSA helped to offset the imbalance in the distribution of extra-budgetary resources. By 

focusing on employment promotion, it was also possible to address other dimensions of the 

ILO agenda. Furthermore, the ILO focused most of its efforts on building the capacity of 

constituents, which cut across all ILO outcomes and was included in all relevant 

programmes. Resources from the RBSA had already been released for ACIs and the 

relevant workplans were being drawn up and discussed. Third, the review of the ILO field 

structure and operations would provide an opportunity to address issues related to DWCPs. 

The ILO was promoting the Decent Work Agenda as a means of achieving sustainable 

development in the discussions taking place on the post-2015 development agenda within 

the UN system. Fourth, the examples of ILO work included in the report had been selected 

on the basis of three broad criteria: they showed concrete results, demonstrated an 

integrated approach and had produced lessons that could inform future ILO programmes. 

The reference to the programme applied in Bangladesh did not seek to provide a 

comprehensive update on the wider ILO action in the country following the Rana Plaza 

disaster, for which a separate paper had been submitted to the current section of the 

Governing Body. 

Outcome 

24. The Office took note of the observations and guidance provided by the Governing 

Body. 

(GB.320/PFA/1.) 

Second item on the agenda 
 
Delegation of authority under article 18  
of the Standing Orders of the  
International Labour Conference 
(GB.320/PFA/2) 

25. The Employer coordinator and the Worker spokesperson expressed their agreement with 

the draft decision. 

26. Speaking on behalf of the Africa group, the Government representative of Zimbabwe 

supported the draft decision.  
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Decision 

27. The Governing Body delegated to its Officers, for the period of the 103rd Session 

(June 2014) of the Conference, the authority to carry out its responsibilities 

under article 18 of the Conference Standing Orders in relation to proposals 

involving expenditure in the 74th financial period ending 31 December 2015. 

(GB.320/PFA/2, paragraph 3.) 

Third item on the agenda 
 
Strategic Policy Framework 
(GB.320/PFA/3) 

28. The Employer coordinator said that his group supported the Office’s proposal to align the 

SPF with the quadrennial comprehensive policy review (QCPR) planning and reporting 

cycle, and therefore adopt transitional arrangements for 2016–17. Despite the problems 

surrounding the existing 19 outcomes, the ACIs could not be taken as the basis of a 

transitional strategic framework without proper assessment. In particular, he wished to 

know whether the ACIs: facilitated cooperation between departments; were bringing the 

ILO closer to fulfilling constituents’ needs; improved results and contributed to the 

programme and budget outcomes; and led to a stronger focus in the work of the 

Organization. The best cost–benefit ratio would be achieved by maintaining the 

19 outcomes in the transitional SPF for 2016–17, thus allowing the Office to carry out an 

in-depth revision of the SPF for 2018–21. Irrespective of the option chosen, the current 

outcome 9 should be maintained to ensure institutional capacity building responding to the 

needs of employers’ organizations. His group supported the Office’s move to seek external 

advice on the essential task of measuring ILO performance and wished to be informed of 

progress in that regard. Informal consultations during the International Labour Conference 

should enable in-depth discussions and participation by all constituents. A tripartite 

working group could be set up to that effect. The discussion of the SPF should not be a 

bureaucratic programming exercise resulting in top-down decisions, but should be relevant 

to all ILO constituents.  

29. The Worker spokesperson said that the ILO’s direction and the challenges faced by its 

constituents needed to be established before discussing the duration of the next SPFs. 

Future SPFs should be firmly based on the Organization’s added value. In view of the 

many remaining challenges in the world of work, the realization of decent work and social 

justice should continue to be central to the ILO’s work. Continued focus was needed on the 

ILO Declaration on Social Justice for a Fair Globalization, in order to realize its full 

potential, and on the four strategic objectives of the Decent Work Agenda. The group 

agreed with the Office’s proposal to concentrate the next SPF on a more limited number of 

outcomes, provided that the latter would cover the four strategic objectives. The 

Declaration and experience from the ACIs should be used to establish working methods 

reflecting the inseparable, interrelated and mutually supportive nature of those objectives, 

and standards should be mainstreamed in outcomes with clear measurement targets and 

indicators. The Workers supported the third option, which was not necessarily the most 

onerous, especially as it provided continuity with the Declaration. Irrespective of the 

option chosen, a new performance measurement framework would have to be developed in 

any case. The Office should use the guidance at its disposal, including the outcome of a 

future Conference discussion on the impact of the Declaration, to develop the new SPF 

with a view to further refine the priorities and inform the subsequent SPF beyond 2017. 

The five results-based management strategies should serve to realize the objectives 
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established. Discussions on the next SPF should also take into account the review of the 

field structure, the role of the ILO in the multilateral system and the seven Centenary 

Initiatives. Conference consultations in June 2014 should be complemented by further 

consultations on an Office proposal in the run-up to the November 2014 session of the 

Governing Body.  

30. Speaking on behalf of the Asia and Pacific group (ASPAG), a Government representative 

of Australia said that the Office should draw on guidance already provided by member 

States, including in the context of Conference discussions and conclusions, in shaping the 

outcomes and strategies of the next SPF. A smaller number of key results would ensure 

greater impact and his group was therefore in favour of the second option proposed by the 

Office. There should be a particular focus on youth employment, social protection and 

labour migration, and also on skills development, SMEs, disaster response and technical 

cooperation. Improving delivery of results at headquarters and in the field offices, along 

with measurement of ILO performance, were important challenges that the next SPF 

should address. The group supported the draft decision.  

31. Speaking on behalf of the Africa group, a Government representative of Zimbabwe noted 

that the ILO could not afford to lag behind other UN agencies in aligning itself with the 

QCPR cycle. The second option proposed by the Office provided the most pragmatic 

avenue for the development of a clear and concise framework, drawing on the lessons 

learned from the ACIs. The DWCPs were central to achieving results at both the regional 

and national levels and a clear coherence should be established between them and the 

proposed transitional strategic plan. On that basis, the group supported the draft decision. 

32. Speaking on behalf of IMEC, a Government representative of the Netherlands encouraged 

the ILO to align itself with the QCPR as soon as practically feasible and supported the 

proposal for a two-year transitional policy framework. In order to focus on a limited set of 

Organization-wide outcomes within a clear and concise framework, flexible enough to 

address emerging issues, his group supported the first and second options. The Office 

should seek maximum synergies in the development of the proposed one-off SPF and 

related programme and budget. The group requested the Office to provide a vision in 

relation to the policy drivers mentioned in paragraph 7 in the strategic plan skeleton to be 

prepared before June. It also called for an assessment of the ACIs from a governance 

perspective, indicating whether they were comprehensive enough to serve as meaningful 

outcomes for the future SPF. ILO performance should be measurable in terms of outcomes, 

rather than activities, and results would be best achieved under a proper system of 

governance and oversight. IMEC supported the draft decision.  

33. Speaking on behalf of ASEAN, a Government representative of Viet Nam said that the 

following countries aligned themselves with the statement: Brunei Darussalam, Cambodia, 

Indonesia, Lao People’s Democratic Republic, Malaysia, Myanmar, Philippines, 

Singapore, Thailand and Viet Nam. He stressed the importance of alignment with the 

QCPR cycle, particularly in view of the ongoing discussion on the UN post-2015 

development agenda. Focus was needed on decent work, employment, social protection 

floors and poverty elimination. The ILO should draw on its wealth of information and on 

consultations with all its constituents and other stakeholders to ensure a truly responsive 

and high-quality SPF. ASEAN aligned itself with ASPAG in supporting the draft decision.  

34. A Government representative of Mexico expressed support for the draft decision. The first 

proposed option, which was the least onerous, would improve the coherence of working 

methods and would increase the impact of ILO activities. The Office should focus its 

efforts on following up on the current programme, rather than waste resources on the 

elaboration of a new framework.  
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35. A Government representative of Indonesia supported the draft decision. The ILO needed to 

revisit the current list of ACIs to ensure greater impact and to focus especially on youth 

employment, social protection and labour migration.  

36. A Government representative of India agreed with the proposal for the Programme and 

Budget for 2016–17 to be based on the transitional SPF for that period. However, the SPF 

must always respond to global and regional challenges in the world of work. Regarding the 

options for a transitional strategic plan, she supported the second option since it provided 

scope to revisit the ACIs in relation to the changed economic scenario. Apart from social 

protection, renewed emphasis was needed on improving the participation of women and 

young people in the workforce. Caution was called for in measuring progress on strategic 

outcomes; indicators should be compiled not at country level but in terms of outcomes and 

should never be used for comparisons between countries without qualifying statements 

about causal links. She looked forward to discussing the proposed transitional plan at the 

322nd Session of the Governing Body and supported the draft decision. 

37. A representative of the Director-General (Director, PROGRAM), summarizing the 

different views expressed on the options under discussion, reiterated that the Governing 

Body had indicated its clear preference for the alignment of any future SPF with the 

common UN cycle as of 2018 and for the transitional framework for 2016–17. He noted 

the calls for consultations during the forthcoming session of the International Labour 

Conference and possibly before the Governing Body session in November. Although the 

Employers had requested an evaluation of the ACIs, the ACIs had only just started their 

work and there would not be enough time for a genuine evaluation in the preparation of the 

current SPF. As the Director of PROGRAM, he offered the opinion that the ACIs were 

facilitating increased cooperation across departments and between the regions and ILO 

headquarters. The RBSA was also being used to ensure a stronger focus. He hoped that 

those two ingredients would lead not to more but to better results. Given the different 

views on the options, proposals would be needed from the Office and informal 

consultations at the Conference could contribute towards progress in that regard. The 

Office was taking external advice to improve its measurement framework.  

Decision 

38. The Governing Body requested the Director-General to: 

(a) present a draft transitional strategic plan for the period 2016–17 to the 

322nd Session of the Governing Body (November 2014) for its 

consideration; and 

(b) to include the transitional strategic plan for 2016–17 in the 

Director-General’s Programme and Budget proposals for 2016–17. 

(GB.320/PFA/3, paragraph 19.) 



GB.320/PFA/PV/Draft 

 

10 GB320-PFA_PV-Draft_[DDGMR-140314-1]-En.docx  

Fourth item on the agenda 
 
United Nations system coordination: 
Financial implications for the ILO 
(GB.320/PFA/4) 

39. The Worker spokesperson recalled that the Workers had always expressed reservations 

regarding the benefits of ILO participation in UN system operational activities. He 

requested clarifications from the Office as to how many Resident Coordinators came from 

the ILO. The group was cognizant of the fact that, as a member organization of the UN 

system, the ILO had to finance the Resident Coordinator system. In turn, it was expected 

that by directly contributing to that system, the ILO would be able to get value for money 

and impress upon them and the United Nations Development Programme (UNDP) the 

need to improve engagement with unions at country level and respect for ILO values. The 

Workers agreed with the new proposal for the draft decision.  

40. The Employer coordinator said that his group had previously stressed that participation in 

the Resident Coordinator system made financial sense since it mobilized considerable 

extra-budgetary funds. Furthermore, full participation in the UN country teams might also 

give the ILO better national access to the post-2015 agenda process and dialogue. The ILO 

should therefore stay inside the system. He inquired whether the amount for the ILO might 

still increase, given that the calculation included a contribution from the World Bank, 

which the latter was not going to make. The Employers agreed with the proposed financing 

of the ILO contribution and supported the draft decision. 

41. Speaking on behalf of the Africa group, a Government representative of Zimbabwe urged 

the Director-General to call upon his counterparts in other agencies to ensure their 

cooperation in the implementation of ILO activities. He welcomed the proposal to fund the 

financial contribution from unutilized resources and surpluses, while hoping that future 

contributions would be factored into programme and budget proposals. He supported the 

draft decision as amended. 

42. Speaking on behalf of IMEC, a Government representative of Italy welcomed the Office’s 

paper and the underlying intent to give effect to the QCPR resolution and the subsequent 

Economic and Social Council resolution. The ILO had benefited from its participation in 

the system in the previous five years. While the Office was proposing to provide additional 

funding for the Resident Coordinator system from previous surpluses and unspent 

balances, she cautioned that such a method was not sustainable in the long term. She 

sought reassurance that the reduction of the regular budget for technical cooperation 

(RBTC) allocations for 2014–15 would not affect the ILO’s programme activities. Future 

contributions towards UN coordination should be funded through the regular budget, 

within existing resources, and a separate budget line for that purpose should be established 

in the Programme and Budget for 2016–17.  

43. A Government representative of Mexico said that Mexico could support the proposal to use 

surpluses from previous years to cover the ILO’s contribution towards the financing of the 

Resident Coordinator system in 2014–15 and to include the corresponding allocation in the 

next draft budget. More specific information on Conference decisions concerning unused 

resources in 1992–93 and 2000–01 should have been provided. 

44. A representative of the Director-General (Treasurer and Financial Comptroller) clarified 

that there had been an oversight when drawing up the original draft decision. The change 

related to procedure, not to substance, and it was for the Conference to amend decisions it 

had previously made. In 2003, the Financial Regulations had been amended, providing for 
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the Governing Body to take certain decisions on surpluses, but since two of the surpluses 

predated that amendment, they had to be referred to the Conference. With respect to the 

World Bank’s decision not to contribute, some organizations had indicated limits to what 

they could pay for 2014 and 2015 and consequently they had underprovided. It was 

expected that the UNDP or the UN Development Operations Coordination Office would 

absorb the difference, and the total for the ILO for 2014 and 2015 would be as estimated in 

the draft decision. In response to the question from the Workers’ group, he advised that, in 

the past, there had been two Resident Coordinators from the ILO and there were none at 

present. 

Decision 

45. The Governing Body:  

(a) decided that the financial contribution to the cost-sharing modality of the 

UN Resident Coordinator system, estimated at US$3,814,972 for 2014–15, be 

financed from: 

(i) $0.820 million from unspent balances from one completed activity from 

the 2008–09 surplus; 

(ii) $1.2 million from the RBTC allocations for 2014–15; and 

(iii) subject to approval by the International Labour Conference, 

$1.01 million from the 1992–93 surplus and $0.820 million from 

revaluation gains realized from the 2000–01 surplus; 

(b) instructed the Director-General to include in future programme and budget 

proposals provision for a continuing ILO financial contribution to the 

Resident Coordinator system; and 

(c) proposed to the 103rd Session (June 2014) of the International Labour 

Conference that it adopt a resolution in the following terms: 

The General Conference of the International Labour Organization, 

Recalling its decisions at its 81st Session (June 1994) to finance an approved list of 

expenditure items from the 1992–93 cash surplus and its 90th Session (June 2002) to 

finance activities to be approved by the Governing Body at its 285th Session (November 

2002), 

Decides that an amount of $1.01 million from the 1992–93 surplus, as well as an amount of 

$0.820 million from revaluation gains relating to the 2000–01 surplus, be used to partially 

finance the UN Resident Coordinator system during the biennium 2014–15. 

(GB.320/PFA/4, paragraph 22, as amended.) 
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Fifth item on the agenda 
 
Building questions: Headquarters  
building renovation project 
(GB.320/PFA/5(Rev.)) 

46. A representative of the Director-General (Deputy Director-General for Management and 

Reform) introduced the document, which contained a proposal to reduce the scope of the 

renovation project in order to remain within the resource level identified in the 2010 plan 

and to explore options for additional financing. 

47. The Worker spokesperson took note of the proposed reduced scope. He requested 

clarification on what safety measures would be completed, stressing that, while he 

supported the Office’s cautious approach, savings should not be made at the expense of the 

safety of staff and construction workers. He requested further information on the zoning 

law passed in September 2013, on the forthcoming discussions with local authorities on the 

additional requests related to fire safety measures and the building’s architectural heritage, 

and on whether those requests would have an impact on the overall cost of the project. He 

would also like an estimate of the expected cost increase once the building permit request 

process had been completed and for improved communication and information on the 

renovation project. His group might support the draft decision, pending clarifications on 

those issues. 

48. The Employer coordinator said that his group appreciated the Office’s proposal, given that 

strict financial discipline was of the utmost importance and that the Organization’s work 

should be not jeopardized by increasing renovation costs. It supported the decision to bring 

the safety and environmental features of the building into line with current standards. 

While some of the works that had been removed from the scope of the project were non-

essential, others – such as the replacement of the electrical substations and the 

waterproofing of the remaining roofs – were; the Office should elaborate on those matters 

in order to alleviate any concerns. The group took note of the additional requests related to 

fire safety and architectural heritage raised by the Swiss authorities and requested clarity 

on the potential additional costs of those requests. 

49. Speaking on behalf of GRULAC, a Government representative of Costa Rica emphasized 

the importance of reaching decisions on the item through tripartite consensus and 

discussion. Noting that certain works would be completed once additional financial 

resources had been identified, he expressed the hope that priority would be given to 

renovations leading to future savings on maintenance costs. He wondered whether the 

replacement of the electrical substations, the waterproofing of roofs and bringing the 

interpreters’ booths into compliance with the new dimensional standards could be part of 

the first phase. The Office should continue its discussions with the local authorities in 

order to complete the renovation within the planned time frame and budget, continue to 

keep the staff involved, give special attention to eliminating asbestos and making the 

building accessible to people with disabilities, and coordinate with other international 

organizations in Geneva that were also conducting renovations. GRULAC supported the 

draft decision. 

50. Speaking on behalf of ASPAG, a Government representative of Australia noted that the 

discussions with local authorities had raised a number of issues with cost implications, 

necessitating a reassessment of the total cost of the project. The group therefore supported 

the draft decision. 



GB.320/PFA/PV/Draft 

 

GB320-PFA_PV-Draft_[DDGMR-140314-1]-En.docx  13 

51. Speaking on behalf of the Africa group, a Government representative of Zimbabwe took 

note of the ongoing discussions with local authorities, and expressed the hope that a 

solution would be found quickly, considering the financial implications of delaying the 

project. It was regrettable that the Office would have to reduce the scope of renovations in 

order to absorb the costs resulting from the requests by the local authorities. He looked 

forward to the outcomes of the discussions on the two land sales and on loan financing. 

Noting that the Governing Body should be regularly informed on progress, he said that the 

Africa group supported the draft decision. 

52. Speaking on behalf of IMEC, a Government representative of Australia agreed that it was 

important to keep the Governing Body informed. IMEC welcomed the transparent 

assessment of the costs and took particular note of the decision by the Office to abide by 

modern safety standards. It welcomed the revised proposal, which distinguished between 

“must haves” and “wants”, as requested by the Governing Body in October 2013. It would 

welcome further information in October 2014 regarding the ongoing maintenance costs for 

items that were not included in the current renovation plan. IMEC urged the Office to find 

other financing methods. It reiterated that such financing should be obtained in accordance 

with the current financial rules and regulations.  

53. A Government representative of Switzerland noted with satisfaction that the Office had 

decided to apply current safety and environmental regulations, even though that had 

resulted in an adjustment to the cost of the project, which affected the ILO’s capacity to 

pay back the loans. He commended the Office for establishing priorities and making the 

project realistic in the immediate term, while retaining options for the future. His 

delegation was pleased with the contact that had been established between the Swiss 

authorities and the ILO through the ILO–Swiss Coordination Committee. He noted the 

developments regarding the financing of the project, notably the creation by the cantonal 

authorities of a legal framework for the revaluation of the land belonging to the 

Organization, and the possibility of loan finance under preferential terms, made available 

by the Swiss Government. He reiterated his delegation’s full support for the project. 

54. A Government representative of France commended the Director-General on his reform 

policy, noting the importance that he placed on the building renovation project. At the 

319th Session of the Governing Body, his Government had expressed concern over the 

costs of the project. He applauded the Office for recognizing that some works were not 

essential in order to realign the costs with the approved 2010 amount. While he encouraged 

the Director-General to continue to seek funding for future works, he underlined that any 

decision would have to be approved by the Governing Body. He questioned whether cost 

reductions due to the renovation works would radically alter the building operating costs 

and suggested that once clear cost estimates had been established, a study should be 

conducted to highlight potential cost savings that would not compromise the project.  

55. A Government representative of Mexico acknowledged the need to meet environmental and 

safety standards and shared the view that a reduction in the scope of the project was the 

most viable option. She urged the Director-General to explore innovative mechanisms for 

obtaining additional funding, such as public–private partnerships, and took note of the 

request submitted to the host Government for loan finance under preferential terms. 

56. A Government representative of Trinidad and Tobago said that the ILO’s unparalleled 

tripartite partnership should extend to collaboration on a number of fronts, not only on 

policy and programmes. The establishment of a fund financed by contributions from 

Workers and Employers, as well as from Governments, would show stakeholders what true 

cooperation could achieve. What was required was not a reduction in scope but an increase 

in commitment. 
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57. A Government representative of India asked for details of the increased estimates for 

conference rooms and sprinklers in car parks. A better contract might be negotiated if 

deferred works were also included in the tender documents; she would appreciate receiving 

information about the revised total cost under such circumstances. 

58. A Government representative of Japan thanked the secretariat for identifying the resources 

available for the project and endorsed the scenario of a reduction in the scope of the 

renovation project. 

59. The representative of the Director-General confirmed that, within the reduced scope of the 

project, all safety and environmental measures would be completed on floors 1–11 of the 

main Office building. On the lower floors, emergency exits would be added or upgraded, 

insulated glass would be used, and asbestos would be removed in renovated areas. 

Replacement of electrical substations and waterproofing of remaining roofs were not 

foreseen in the reduced scope; increased maintenance would therefore be required. A call 

for expressions of interest to advise on the disposal of the Avenue Appia plot had been 

launched, and the local authorities were expected to submit, by the end of April 2014, a 

proposal regarding the leasehold land on the Route de Ferney. The ILO Swiss-

Coordination Committee had set up a subgroup to take forward discussions with local 

authorities on fire safety measures and the building’s architectural heritage. The use of a 

modular design would lead to lower running costs. A specialist architect had assessed the 

proposed facilities for disabled people in the design. The total cost of 205.9 million Swiss 

francs (CHF) could not be exceeded without the authorization of the Governing Body, 

which would be kept fully informed of developments with regard to both costs and 

resources. 

Decision 

60. The Governing Body took note of the proposed reduced scope of the project 

required to retain the total cost within the amount approved in the 2010 plan 

while implementing necessary safety and environmental measures, and 

encouraged the Director-General to explore options for additional financing 

beyond that approved in the comprehensive plan to enable the full scope of the 

project to be realized.  

(GB.320/PFA/5(Rev.), paragraph 29.) 

Sixth item on the agenda 
 
Disposition of the funds and assets that 
remain in the accounts of the International 
Institute for Labour Studies 
(GB.320/PFA/6) 

61. The Chairperson noted that it was proposed to make an editorial amendment to the draft 

decision in the paper under consideration: the words “to the Research Fund” should be 

added at the end of point (b). 

62. The Employer coordinator supported the draft decision. 
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63. The Worker spokesperson agreed that a Research Fund should be established and that the 

direct reserves of the International Institute for Labour Studies (IILS) should be transferred 

to it. He therefore also supported the draft decision. 

64. Speaking on behalf of the Africa group, a Government representative of Zimbabwe listed a 

number of issues that his group would have liked to be included in the document. Many 

African labour administration systems had benefited from the capacity building extended 

through the scholarships offered through IILS; he expressed the hope that the new 

arrangements would not close that window, and that synergies would be built with the 

Turin Centre for that purpose. 

65. Speaking on behalf of IMEC, a Government representative of Germany asked the 

secretariat for information to be provided in due course about the expected returns on and 

use of the new Research Fund. His group agreed that research and activities financed out 

of the Fund would have objectives comparable to those of the former IILS and supported 

the modalities for disposition of the remaining assets and funds. 

66. A representative of the Director-General (Director, Research Department) clarified that the 

paper under consideration referred exclusively to financial arrangements regarding the 

funds previously attached to IILS. Another document (GB.320/INS/14/2), to be discussed 

during the Institutional Section of the current session of the Governing Body, dealt with 

the issues raised by the Africa group. He confirmed that the programme of scholarships 

would continue. 

Decision 

67. The Governing Body: 

(a) decided to establish a Research Fund to support the research strategy and 

activities of the Organization, under the terms and conditions outlined in 

document GB.320/PFA/6; 

(b) requested the Director-General to transfer the sum of US$16.159 million 

from the direct reserves of the International Institute for Labour Studies, as 

reported in paragraph 11 of document GB.320/PFA/6, to the Research 

Fund; 

(c) authorized the Director-General to accept, at his discretion, fees offered to, 

or received by, members of the International Labour Office staff, and to 

deposit such gifts to the credit of the Research Fund; and 

(d) noted with satisfaction that the Phelan legacy and Maupain gift would 

continue to be held in separate accounts and reported on periodically and 

that their terms and the remaining IILS contractual obligations would be 

discharged by the ILO.  

(GB.320/PFA/6, paragraph 17, as amended.) 
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Audit and Oversight Segment 

Eighth item on the agenda 
 
Arrangements for the appointment of  
the External Auditor (2016–19) 
(GB.320/PFA/8) 

68. The Chairperson advised the Governing Body of an amendment to the deadline indicated 

in paragraph 5 of the document for the submission of expressions of interest, which should 

read 30 April 2014 and not 15 April 2014. 

69. The Employer coordinator expressed support for the draft decision. 

70. The Worker spokesperson agreed with the revised External Auditor selection procedure 

and supported the draft decision. 

71. Speaking on behalf of the Africa group, a Government representative of Egypt raised two 

issues with regard to the selection procedure. First, the period of appointment (2016–19) 

was no longer valid, as the previous day it had been agreed that a transitional SPF would 

cover the 2016–17 biennium and then a full SPF would be prepared for the four-year 

period 2018–21. Second, no information on the selection criteria for the selection panel 

had been provided. The group proposed a set of selection criteria that it believed would 

make the appointment of the selection panel fairer. 

72. A Government representative of India proposed that an amendment should be made to the 

arrangements to ensure fair geographical representation on the selection panel, and 

requested a brief from the Office on the process being used to establish the selection panel. 

In addition, the time frame for the appointment should be modified: the 15-day period 

allocated for expressions of interest should be longer so that all regions, irrespective of 

information technology (IT) capacity or infrastructure, had an equal opportunity to 

participate in the process. Lastly, the Independent Oversight Advisory Committee (IOAC) 

should not be involved in the selection process because of the possible conflict of interest. 

73. A representative of the Director-General (Treasurer and Financial Comptroller), said that 

the time periods to be covered by the SPF should not be confused with the financial 

periods addressed in the financial regulations, which were two-year periods. As previously 

decided by the Governing Body, the mandate of the External Auditor would be for two 

financial periods; there was no need for alignment with the SPF periods. In response to 

concerns voiced about the composition of the selection panel, he said that the proposal was 

to maintain the arrangements previously decided upon the Governing Body, which had 

worked smoothly in the past, with Regional Coordinators taking responsibility to nominate 

a member from their group. If there was a candidate for the position of External Auditor 

from the same country as a member of the panel, the panellist should step down to avoid a 

conflict of interest. Regarding the length of the period for expressing interest, he said that 

the period cited in the document was indeed too short: it had been extended to 30 April 

2014. The selection panel did not have to be formed until September 2014; there was thus 

time for the Office to propose guidance to the regional coordinators on the details of the 

panel’s composition. 
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Decision 

74. The Governing Body: 

(a) approved the revised procedures for the selection and appointment of the 

External Auditor, as set out in the appendix to document GB.320/PFA/8, for 

a term of office to commence on 1 April 2016 covering the 75th and 

76th financial periods; and 

(b) requested the Director-General to establish a selection panel consisting of 

one representative of each regional group and two representatives each of 

the Employers’ and Workers’ groups. 

(GB.320/PFA/8, paragraph 6.) 

Ninth item on the agenda 
 
Follow-up to the report of the Chief Internal 
Auditor for the year ended 31 December 2012 
(GB.320/PFA/9) 

75. The Worker spokesperson welcomed the positive findings of the report. 

76. The Employer coordinator wished to know to whom the Senior Risk Officer would report, 

and whether a draft of the Officer’s high-level action plan would be ready before the next 

session of the Governing Body. He asked the Office to revisit its decision not to nominate 

a focal point to follow up on recommendations. 

77. Speaking on behalf of the Africa group, a Government representative of Egypt observed 

that implementation of the recommendation on the streamlining of procedures was behind 

schedule. Her group agreed that responsibility for the follow-up of recommendations 

should be taken at the most senior level in each region. 

78. Speaking on behalf of IMEC, a Government representative of the Netherlands suggested 

that, in the future, the recommendations should be drafted in such a way that they could be 

understood without recourse to other reports. She further suggested that the document 

could be appended to the Report of the Chief Internal Auditor for the previous year, as 

many of the recommendations were similar. The Office should develop technical guidance 

on the oversight of implementing partners and measures against non-compliance. She 

asked whether the field review would address the issue of field offices’ compliance with 

the recommendations. 

79. A representative of the Director-General (Treasurer and Financial Comptroller) said that 

the Senior Risk Officer was expected to take up his position in June and would report to 

the Treasurer and Financial Comptroller. Average reporting delays had dropped 

considerably between 2007 and 2013, but there was still room for improvement. The 

Director-General had issued a directive making it clear that responsibility for the follow-up 

to recommendations resided with the Regional Directors. 
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Outcome 

80. The Governing Body took note of the information contained in the report. 

(GB.320/PFA/8, paragraph 6.) 

Tenth item on the agenda 
 
Report of the Chief Internal Auditor for  
the year ended 31 December 2013 
 
Report of the Chief Internal Auditor on  
significant findings resulting from internal 
audit and investigation assignments 
undertaken in 2013 
(GB.320/PFA/10(Rev.)) 

81. A representative of the Director-General (Chief Internal Auditor), after introducing the 

report, explained that the increased number of reported frauds followed the issuance of 

guidance for staff on ethics in the Office, anti-fraud and whistleblower protection, as well 

as the establishment of a dedicated investigation unit and the holding of awareness-raising 

sessions. 

82. The Employer coordinator said that his group supported the recommendations of the Chief 

Internal Auditor as listed in Annex II to the report. 

83. The Worker spokesperson said that the reduction in the Voluntary Thrift Benefit Fund and 

the decision to carry out an assessment of its viability were causes for concern. It was vital 

to ensure that implementing partners and trade unions received adequate training in ILO 

reporting requirements.  

84. Speaking on behalf of the Africa group, a Government representative of Egypt asked the 

Office to accelerate investigations into allegations of fraud and to provide anti-fraud 

training sessions for all ILO offices and units. Referring to figures 1 and 2, she said that it 

would be better to express audit findings in percentages. Her group had reservations about 

the fourth recommendation, as dissolving the Fund should be regarded only as a last resort. 

85. Speaking on behalf of IMEC, a Government representative of the Netherlands asked for 

further details on the non-reimbursement of value added tax (VAT) and whether any 

problems had been caused by host countries not respecting the Convention on the 

Privileges and Immunities of the Specialized Agencies. Persistent failure to comply with 

the Performance Management Framework should be treated as a disciplinary matter. She 

wondered whether the rise in allegations of fraud was part of a trend and whether it was a 

sign of strength or weakness. Lastly, she suggested that the report should contain a table 

setting out the information it contained in summarized form. 

86. A Government representative of India asked what methodology had been used for the 

assurance audits. The lists of authorized bank signatories at the three locations identified 

by the Internal Audit and Oversight Office should be updated as a matter of urgency. She 

sought details of the early closure of a project mentioned in paragraph 33 and assurance 

that it was a one-off occurrence. 
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87. The representative of the Director-General stressed that investigations tended to be slower 

than audits, as due process was necessary in order to protect all parties. The Office would 

endeavour to speed up investigations without compromising quality and would extend anti-

fraud training. The Office took on board the comments regarding the presentation of 

information in figures 1 and 2. The VAT figures were estimates based on a sample of 

transactions. Local offices were encouraged to follow up on any failure to recover VAT. 

The Office of the Legal Adviser worked with the local offices to actively follow up on 

such matters when there were concerns relating to the Convention on the Privileges and 

Immunities of the Specialized Agencies. Lastly, he said that the rise in the number of 

allegations of fraud should be seen as a sign of strength, as it demonstrated confidence to 

raise concerns and a belief that the issues would be dealt with properly.  

Outcome 

88. The Governing Body took note of the information contained in the report. 

(GB.320/PFA/10(Rev.)) 

Eleventh item on the agenda 
 
Report of the Independent Oversight  
Advisory Committee 
(GB.320/PFA/11) 

89. The Chairperson of the Independent Oversight Advisory Committee (IOAC) introduced the 

report, noting that the IOAC had initiated a self-assessment process. The IOAC was the 

third “line of defence”, the first two being the ILO’s internal and external auditors. It was 

independent, and ensured the ILO’s overall financial integrity. She reiterated the 

Committee’s recommendation that the After Service Health Insurance (ASHI) liability 

should be fully funded, and noted that the IOAC could advise on developing a funding 

plan. The Committee was equally ready to provide support to the Office in selecting an 

External Auditor; if its help was accepted, it would ensure that there was no conflict of 

interest in the proceedings. 

90. The Worker spokesperson requested more details on the IOAC’s self-assessment process. 

His group welcomed the IOAC’s recommendations 1–3; recommendation 4 would require 

the Governing Body’s careful consideration; and the group understood that 

recommendations 5, 6 and 7 were already being implemented. The selection panel for the 

External Auditor should decide whether the IOAC’s further assistance was needed once it 

had received its initial, technical advice. 

91. The Employer coordinator fully supported the IOAC’s recommendations, especially 

recommendations 1, 2, 5 and 6. 

92. Speaking on behalf of the Africa group, a Government representative of Egypt expressed 

support for all the IOAC’s recommendations, especially recommendations 1 and 2. It was 

surprising that ASHI liabilities were not fully funded: the ILO should set an example with 

regard to labour protection, and should report on the measures it had taken at the next 

Governing Body session. A member of the IOAC should be nominated to advise the 

External Auditor selection panel on technical issues. She requested the IOAC to specify 

the percentage increase in the number of allegations of fraud or other malpractice 

described in paragraph 15 of the document, and to report to the Governing Body on the 
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reasons for the increase. She further requested the IOAC to provide, in its next report, an 

annex listing its current recommendations and the status of their implementation. 

93. Speaking on behalf of IMEC, a Government representative of the United Kingdom 

expressed support for all the IOAC’s recommendations. IMEC particularly welcomed the 

self-assessment process. With regard to the 2012 recommendations, he was pleased to note 

the substantial progress made on recommendations 2 and 3. He welcomed the intention to 

monitor progress on recommendation 6 in 2014. The Office should fully implement the 

recommendations. 

94. The Chairperson of the IOAC said that the IOAC would report on its self-assessment 

process the following year. Particulars about the increase in fraud allegations could be 

found in the Chief Internal Auditor’s report. 

95. A representative of the Director-General (Treasurer and Financial Comptroller) said that 

the Office welcomed the IOAC’s recommendations. He advised that the format of the 

Office’s financial statements was governed by the International Public Sector Accounting 

Standards (IPSAS), which sometimes made information somewhat inaccessible for non-

accountants. The Office would continue to work with the External Auditor to make 

statements more user-friendly. An actuary had been engaged to work on ASHI liability, 

and the Office was currently compiling a report that would set out options for funding. He 

confirmed that the Director-General took the need for sufficient resources for the audit and 

investigation team seriously, and had always provided additional resources when they were 

requested by the Chief Internal Auditor. With regard to enterprise risk management, a risk 

management officer had been named and would begin his assignment in mid-2014. He also 

advised that the IT Governance Committee was now fully operational. 

Outcome 

96. The Governing Body took note of the information contained in the report. 

(GB.320/PFA/11.) 

Personnel Segment 

Twelfth item on the agenda 
 
Statement by the staff representative 

97. The statement by the Staff Union representative is reproduced in Appendix I.  
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Thirteenth item on the agenda  
 
Proposals arising from the Director-General’s 
reform plan of action in the area of human 
resources management 
(GB.320/PFA/13) 

98. A representative of the Director-General (Director, Human Resources Development 

Department) echoed the references made by the representative of the Staff Union with 

regard to the constructive atmosphere in which the proposed procedure on recruitment and 

selection and the approach taken on the other six areas of the Director-General’s human 

resources management reform had been discussed with staff representatives. Proposed 

amendments to the Staff Regulations contained in the appendix of the document 
1
 included 

a revised text of Annex I of the Staff Regulations setting out a new procedure for 

recruitment and selection that had been agreed within the Joint Negotiating Committee. 

The revised text attempted to strike a balance between transparency and objectivity in 

selection processes with the need to increase diversity and mobility through workforce 

planning responsive to the changing needs of the Organization. Proposed amendments to 

Chapters IV, X and XIII of the Staff Regulations were designed to take account of the 

administrative bodies created as a result of the new recruitment and selection procedures. 

In the case of article 4.2(a) of the Staff Regulations concerning linguistic requirements 

upon appointment, the amendment was the consequence of the transfer of existing text 

from the current Annex I of the Staff Regulations. The draft amendments to article 10.1 of 

the Staff Regulations were the Office’s response to the request by the Governing Body to 

clarify the respective roles of the Governing Body and the Director-General with respect to 

the conclusion by the latter of collective agreements with the Staff Union regarding the 

conditions of employment of ILO staff.  

99. The Worker spokesperson expressed his group’s satisfaction with regard to the improved 

atmosphere of social dialogue and industrial relations within the Office. The new collective 

agreement and the proposed amendments to the Staff Regulations were the result of 

negotiation and agreement between management and the Staff Union. He supported the 

efforts to make progress in all areas of the reform plan of action, while recognizing that 

discussions were ongoing in several areas, and encouraged the parties to continue with 

those positive efforts.  

100. With regard to the review of the ILO contracts policy, he welcomed the identification of 

basic principles to ensure good management of the Office’s human resources and, referring 

to Article 101(3) of the Charter of the United Nations, recalled that the requirement to 

employ the best possible staff implied that conditions of service must be attractive, with 

the possibility of permanent contracts for some staff, and must provide opportunities for a 

career in the international civil service.  

101. The Workers’ group welcomed the recognition of the need to promote greater diversity 

within the staff and supported the measures outlined in paragraph 13 of the document. 

Geographical representation and diversity should be reviewed on a regular basis and the 

information provided to the Governing Body should contain detailed disaggregated data on 

geographical diversity. The Workers’ group endorsed the draft decision in full. 

102. The Employer coordinator recognized that achieving balance across a wide range of 

principles and interests in the area of human resources management was a difficult task; 
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while good policy was needed to set the framework, effective execution would be vital. 

The Employers’ group appreciated that concrete proposals had now been presented to the 

Governing Body which appeared to represent a reasonable way forward in meeting the 

requests and expectations of all parties. It supported the proposals in respect of recruitment 

and selection as well as the measures outlined to improve diversity within the Office. The 

suggestions with regard to the linguistic criteria required upon recruitment were 

understood to be necessary and the group agreed with the principle that further linguistic 

skills could be acquired over time following appointment, which seemed to be a sensible 

and sensitive balance. 

103. Proposals to increase functional and geographical mobility through a Recruitment, 

Assignment and Mobility Committee (RAMC) were welcomed. The group noted that the 

new procedure should not have a significant impact on the length of recruitment processes 

and considered that it should be monitored, as long recruitment procedures were not in 

anyone’s interest. He recalled that there was a need to balance the development of existing 

staff skills through internal mobility with the introduction of new skills through external 

recruitment.  

104. The Employers’ group supported the proposals for staff development and noted that core 

technical competencies should remain the focus of development policies; however, it did 

not support the introduction of any hierarchy in terms of technical competencies and was 

not in favour of any training activity targeting technical upskilling around the ACIs for as 

long as they were operating on a trial basis. Improvements in industrial relations were also 

welcomed and in particular the clarification of the role of the Governing Body regarding 

the implementation of collective agreements. The group endorsed the proposal that any 

agreement which had major financial or policy implications or was inconsistent with 

common system conditions of employment would require a decision by the Governing 

Body. The Employers’ group supported the draft decision in full. 

105. Speaking on behalf of IMEC, a Government representative of the United Kingdom 

acknowledged the progress made and welcomed the revised procedures for recruitment and 

selection proposed by the Office. Clarification was requested as to the application of the 

principles of the proposed recruitment and selection procedure in the regions and the scope 

of each region’s discretion. The proposed RAMC was a welcome tool that addressed 

concerns expressed previously; it was, however, necessary to ensure that its role remained 

strictly advisory. She approved of the developments reported in relation to the performance 

management framework as an essential contribution to ensuring accountability, and 

welcomed the ongoing efforts to review conflict prevention and resolution mechanisms. 

With regard to the proposals concerning staffmanagement relations, while recognizing 

the importance of collective bargaining, she requested clarification as to the level of 

authority of the Governing Body in implementing collective agreements, referring to the 

proposed amendments to article 10.1(c) of the Staff Regulations and, in particular, to the 

exact meaning of the proposed expression “where appropriate”. Her group supported 

subparagraphs (a), (c) and (d) of the draft decision. Specific country statements would 

follow on subparagraph (b).  

106. Lastly, referring to the report on Decisions of the United Nations General Assembly on the 

report of the International Civil Service Commission (ICSC), submitted for information,
2
 

she noted that the report raised the issue of the increasing costs of staff compensation. 

While the civil services of many member States currently faced pay freezes or reductions, 

the compensation packages of the UN civil service continued to increase. Several UN 

common system organizations, including the Food and Agriculture Organization of the 
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United Nations (FAO), the International Maritime Organization (IMO), the World 

Intellectual Property Organization (WIPO), the Universal Postal Union (UPU), and the 

World Health Organization (WHO), had expressed concerns regarding the budgetary 

impact of increasing staff costs decided by the ICSC, and many member States considered 

that they should have a say in that regard. The group therefore proposed to include an 

additional paragraph in the draft decision requesting the Director-General to convey to the 

ICSC and the UN General Assembly the concern of member States about the budgetary 

impact of rising staff costs, especially in the context of the comprehensive compensation 

review. 

107. A Government representative of France expressed support for subparagraphs (a), (c) and 

(d) of the draft decision. Regarding subparagraph (b), he viewed the proposed amendment 

to article 4.2(a)(ii) as a serious setback for multilingualism. He recalled that 

multilingualism was part of the ILO regulatory framework and core values and that it 

ensured cultural diversity in the Organization, including respect for the legal traditions of 

both civil- and common-law systems. In his view, the proposed amendment, presented as a 

technical amendment, could have dangerous political repercussions. 

108. Speaking on behalf of the Nordic countries, Hungary and the Netherlands, a Government 

representative of Denmark acknowledged the difficulty of achieving a balanced workforce 

with the existing linguistic requirements and therefore supported the proposed amendment 

to article 4.2(a)(ii).  

109. A Government representative of the United Kingdom, noting that diversity was essential 

for the Office and that the current language requirements for recruitment were seen as a 

barrier to increased diversity, also supported the proposed text in article 4.2(a)(ii). 

110. A Government representative of Switzerland welcomed the proposals; the main features of 

the human resources reform plan of action were realistic and included innovative methods 

to respond adequately to operational needs. With regard to linguistic diversity, she opposed 

the proposal to move text from the current Annex I into article 4.2(a)(ii) of the Staff 

Regulations: reducing requirements in terms of linguistic knowledge would not help to 

improve diversity. In her view, it would be preferable to enlarge the choice of languages 

required upon appointment rather than to adopt a minimalist attitude. She requested further 

clarification as to the time frame for the reform of the contracts policy. Noting the need to 

ensure the harmonization of employment conditions between RBTC staff, she suggested 

that the new recruitment and selection procedure be implemented on a trial basis. 

Concerning staffmanagement relations, she sought clarification regarding the respective 

roles of the Director-General, the Governing Body and the Staff Union. 

111. Speaking on behalf of the Africa group, a Government representative of the United 

Republic of Tanzania expressed appreciation for the document and noted the progress 

made with reform in the area of human resources management. With regard to the 

procedure for recruitment and selection, the group welcomed the proposal to establish a 

central RAMC. The group encouraged the Director-General to move forward with the 

contracts policy and emphasized the need to implement effectively the proposals contained 

in paragraph 24 of the document, regarding learning and development initiatives. The 

group urged the Director-General to address the issue of under-representation and 

geographical balance and reiterated that the level of contribution of member States should 

not be the only criterion used to determine adequate levels of representation. The group 

supported the draft decision. 

112. Supporting the statement made on behalf of the Africa group, a Government representative 

of Algeria added that the ILO should serve as a role model with regard to 

staffmanagement relations. He also underlined the importance of the reform of the 
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recruitment and selection procedures for the quality and efficiency of staff and emphasized 

the role of continuing education and training throughout the professional life of ILO staff. 

113. A Government representative of Egypt emphasized the principles of equity and justice 

represented by geographical representation and the need to ensure equal recruitment 

opportunities to candidates from different countries and regions. 

114. Speaking on behalf of ASPAG, a Government representative of Australia, supported by 

Government representatives of China, Islamic Republic of Iran, India, Japan and Republic 

of Korea, expressed his appreciation for the Director-General’s efforts to continue the 

various human resources reform initiatives and the extensive consultation processes 

undertaken. The proposals in relation to language requirements sought to improve 

geographical representation through recruitment of candidates from areas where English, 

French or Spanish were rarely used; a strict requirement for fluency in two ILO working 

languages had proven an obstacle for such candidates. He noted that although the proposed 

changes were merely editorial in nature, they were important in order to ensure that the 

original intent of the Staff Regulations was upheld, rather than what had apparently 

become the practice of requiring fluency in two official languages, regardless of the origin 

of the candidates. The group was concerned that despite the increasing importance of the 

ILO’s work in the region, 26 of the 45 ASPAG countries were either unrepresented or 

under-represented, including China, Japan, the Republic of Korea, and many Arab States 

and small island States in the Pacific. Only 132 nationals from the ASPAG region were 

currently employed by the Office in the Professional category and above (around 20 per 

cent of the workforce in that category), while the ASPAG region accounted for 60 per cent 

of the world population. The level of under-representation was even more marked in the 

Director and higher categories. He requested that the Governing Body be provided with a 

more detailed overview of national and regional representation Office-wide in future 

reports on the composition and structure of the staff. He called on the Office not to inhibit 

its ability to recruit talent globally, which was key to the ILO’s relevance. The group 

supported the draft decision in its entirety. 

115. A Government representative of China supported the proposed measures to address under-

representation, and stressed the importance of attracting technical expertise from all 

countries, in particular developing countries, where the ILO’s intervention was most 

needed. It was therefore essential to put in place recruitment processes that provided more 

equitable opportunities for candidates from all regions. 

116. A Government representative of the Islamic Republic of Iran supported the draft decision, 

but recalled that concerns regarding the detrimental impact of the requirement for two ILO 

working languages on geographical representation and technical expertise had been 

expressed on many previous occasions. It was vital that recruitment was carried out in 

compliance with the principles of competence, efficiency, fairness and equitable 

geographical distribution. He encouraged the ILO to monitor geographical representation 

and endorsed the proposed changes in that regard. 

117. A Government representative of India expressed appreciation for the human resources 

reform proposals. With regard to linguistic diversity, she noted that more affirmative 

initiatives were needed to include representation of Asian and African languages and 

therefore welcomed and fully supported the draft decision.  

118. A Government representative of Japan said that it was crucial for the ILO to embark on a 

drastic reform to keep up with changing demands. He welcomed the Director-General’s 

proposals and supported the statement made on behalf of ASPAG, and the draft decision. 

The proposed changes were important for the ILO to improve geographical diversity. It 
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was also incumbent on member States to ensure that they were able to provide the highly 

qualified expert workforce required by the ILO. 

119. A Government representative of the Republic of Korea also supported the reform plan. She 

welcomed in particular the developments in the area of performance management, which 

would increase accountability, as well as the measures proposed regarding language 

requirements, which would have a positive impact on diversity. 

120. Speaking on behalf of GRULAC, a Government representative of Costa Rica, supported by 

Government representatives of Argentina, Colombia, Cuba, El Salvador, Mexico, Panama, 

Trinidad and Tobago, and Venezuela, also welcomed the close consultation with the staff 

around the various aspects of the reform and shared the overall support for the proposals 

put forward by the Office. Her group supported subparagraphs (a), (c) and (d) of the draft 

decision. Concerning subparagraph (b), GRULAC also supported all proposed 

amendments to the Staff Regulations, except for the inclusion of text from Annex I 

concerning linguistic requirements in article 4.2(a)(ii) of the Staff Regulations. That text 

did not seem consistent with its objective as stated in paragraph 13 of the Office paper: 

while GRULAC was in favour of improving geographical diversity in the Office, it should 

not be achieved to the detriment of multilingualism. She suggested that no decision be 

made on that specific issue at the current session of the Governing Body so that sufficient 

time could be made available to address and clarify the legitimate doubts raised. She also 

requested additional time to consider the additional subparagraph in the draft decision 

proposed by IMEC. 

121. A Government representative of Argentina indicated that the protection of a legitimate 

concern such as geographical diversity in the staff of the ILO could not be made to the 

detriment of the equally legitimate concern for the protection of multilingualism. His 

Government considered that the proposed amendment to article 4.2(a)(ii) would lead 

progressively towards monolingualism in the Office. He called for additional time for the 

Governing Body to find other ways of reconciling all concerns at issue. 

122. A Government representative of Mexico, recalling that the staff was the most important 

asset of the Office, stressed the importance of recruitment and selection procedures which 

addressed the need for geographical and linguistic diversity, a point also acknowledged by 

the Joint Inspection Unit in its 2012 report on staff recruitment in UN system 

organizations. 
3
 Because of the doubts expressed by several speakers about the text in the 

proposed amendment to article 4.2(a)(ii), she shared the view that additional time was 

needed to come up with a proposal that clarified that multilingualism would not be 

weakened. 

123. A Government representative of Panama urged the Office to find wording that would leave 

no doubt that multilingualism was being strengthened, but stressed that the search for 

consensus was the joint responsibility of the Office and Governing Body members. 

124. A Government representative of Colombia called on all member States concerned with 

geographical imbalances or under-representation to work together to find solutions that 

would also preserve multilingualism as a key aspect of diversity.  

125. Government representatives of Cuba, Trinidad and Tobago, and Venezuela shared the 

view that the text of the proposed article 4.2(a)(ii) of the Staff Regulations was not yet ripe 

for an agreement and that additional time was required to dispel the doubts expressed.  
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126. A Government representative of El Salvador recalled the importance of the human 

dimension of any reform concerning human resources management, and the need to 

respect principles such as non-discrimination. The proposed text in article 4.2(a)(ii) could 

be seen as discriminatory in that the linguistic requirements for candidates could vary 

based on their country of origin.  

127. The Employer coordinator noted the wide range of views expressed by the member States 

which to a large extent reflected those existing within his own group and therefore 

considered it appropriate to seek additional time in order to allow for further discussion 

and consultation to reach consensus on the question of linguistic requirements. The matter 

could be reconsidered at the 322nd Session of the Governing Body in November 2014. The 

group considered that the addition proposed by IMEC seemed out of place, in that the 

points put forward by the Office pertained to procedures for workforce planning, mobility 

and diversity, while that suggested by IMEC related to pay. He suggested that it might also 

be considered at a later stage. 

128. The Worker spokesperson recalled that the draft decision proposed by the Office was the 

result of negotiation and agreement between management and the Staff Union. The group 

did not support the additional point suggested by IMEC, and agreed with the Employers’ 

group that it was not the appropriate context. Furthermore, it had not been established that 

the evolution of staff costs was having an unsustainable impact on the ILO budget and 

such an assertion should only be made based on an objective review of the situation. He 

suggested that the proposed addition was mainly addressed to member States and 

questioned whether that was appropriate, given the tripartite nature of the Organization and 

the Governing Body. If member States wished to make such representations to the ICSC or 

the UN General Assembly, they could do so directly and did not need to ask the Director-

General to intervene. Lastly, he recalled that the need to recruit and retain the most 

competent officials necessarily involved the ability to offer the best terms and conditions 

of employment; the proposed additional subparagraph in the draft decision had the 

opposite effect.  

129. The representative of the Director-General noted the broad support for the various areas of 

human resources management reform proposed by the Director-General. He confirmed that 

the implementation of the new agreement on recruitment and selection should not have any 

significant impact on recruitment timelines and that hiring fresh talent remained essential 

for the Office. The proposal to implement the new recruitment and selection procedures on 

a trial basis raised legal and practical difficulties, but it was understood that their 

effectiveness would be reviewed over time, and that any required adjustments would be 

made in due course. He clarified the role of the Joint Negotiating Committee in ensuring 

consistency between regional practices for the recruitment and selection of locally 

recruited staff and the principles established in the proposed procedures. He also confirmed 

the advisory role of the RAMC. Information on national and regional diversity was already 

available in the annual report on the composition and structure of the staff, but additional 

details could be included regarding diversity at senior levels. As for negotiations on the 

review of contractual arrangements, the complexity and scope of the subject matter would 

most likely require a comprehensive overhaul of the Staff Regulations. While it was 

therefore difficult to commit to a specific date for the submission of final proposals in that 

regard, the review of the contracts policy remained a priority of the human resources 

management reform. 

130. The Director-General thanked the Governing Body for its positive views on the progress 

achieved thus far by the Office in the area of human resources management reform, in 

particular concerning workforce planning, recruitment and selection, and mobility. The 

progress reported to the Governing Body had been possible thanks to great efforts of both 

management and staff representatives to maintain a constructive engagement on issues that 



GB.320/PFA/PV/Draft 

 

GB320-PFA_PV-Draft_[DDGMR-140314-1]-En.docx  27 

were often challenging. Recognizing that it was easier to maintain that level of 

constructive engagement when agreements started bearing concrete results, he welcomed 

the overall support of the Governing Body for the direction of the reform on the areas in 

respect of which work was still ongoing.  

131. Concerning the lack of consensus around subparagraph (b) of the draft decision, the 

Director-General stressed that the purpose of the Office’s proposal was to increase 

diversity in the Office so as to address what could only be described as the chronic under-

representation of some member States and regions within the ILO’s workforce. He had 

committed, at the request of the Governing Body, to correcting the situation, not only 

because it represented a failing of the Office towards member States, but also because 

geographical imbalances were to the disadvantage of the Organization, which needed 

talent and expertise from all regions and backgrounds in order to succeed in its response to 

global challenges. While he was convinced that the proposed approach would not 

undermine multilingualism or cultural diversity, he acknowledged the concerns expressed 

by a number of speakers that the proposal to move text from Annex I to article 4.2(a)(ii) of 

the Staff Regulations could work in the opposite direction. In order to build consensus on 

the best means to improve diversity within the ILO, he therefore suggested that all 

amendments to the Staff Regulations, except the proposal to move text from Annex I into a 

new subparagraph (ii) in article 4.2(a), be adopted and that a discussion on the important 

issue of multilingualism take place at a future session of the Governing Body. 

132. Noting the lack of consensus concerning the additional subparagraph proposed by IMEC, 

the Director-General similarly proposed to postpone a decision in that regard to a future 

session of the Governing Body. In the interim, the Office would be able to provide the 

Governing Body with figures relating to the evolution of staff costs in the ILO so that any 

request for the Director-General to intervene with the ICSC or the UN General Assembly 

would be based on an informed discussion and decision of ILO tripartite constituents.  

Decision 

133. The Governing Body: 

(a) noted the progress made in implementing and adapting the Human 

Resources Strategy to the new challenges identified in the 

Director-General’s human resources reform; 

(b) approved the amendments to the Staff Regulations contained in the 

appendix to document GB.320/PFA/13, with the exception of 

article 4.2(a)(ii); 

(c) requested an update on developments and further policy proposals at its 

322nd (October 2014) and 323rd (March 2015) Sessions as required; and 

(d) requested a review of the Human Resources Strategy for its 325th Session 

(November 2015) drawing on the achievements and lessons learnt from the 

2010–15 Human Resources Strategy. 

(GB.320/PFA/13, paragraph 46, as amended.) 
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Appendix I 

Statement by the Chairperson of the  
Staff Union Committee 

Madam Chairperson, 

Director-General, 

Members of the Governing Body,  

Dear colleagues and everyone else present today, 

I have the honour to address you as Chairperson of the Staff Union which represents 

almost two-thirds of the staff and, therefore, as spokesperson of officials at headquarters 

and in the field. 

Death of Marc Blondel 

Allow me first to pay tribute to Mr Marc Blondel who has just passed away and who 

was one of the leading lights of the Workers’ group at the ILO. Marc Blondel had a keen 

sense of social justice and of workers’ rights. His unerring defence of them will not be 

forgotten. He was also an ardent defender of staff working conditions at the Office. 

Successive chairpersons of the Staff Union frequently benefited from his wise, apposite 

advice and his wide knowledge of the arcane workings of the Governing Body. I would 

like to convey the Staff Union’s sincere condolences to his family. I and the whole 

community of workers, which today is in mourning, share their sorrow. 

A year of reforms 

For the Office and even more for its staff, the year which has just ended, 2013, has 

been one of intense activity on more than one count. First, it saw the start of the 

Director-General’s reform at headquarters. 

A reform always has many facets and entails various responsibilities. It is naturally up 

to the Director-General and the Governing Body to decide on the content of the reform, the 

direction of policy and governance. 

But any reform always has repercussions on the staff’s employment and working 

conditions. And it is, of course, this aspect of the reform that I am dealing with today. At 

headquarters, I am tempted to say “as expected” the Office staff displayed its 

professionalism and commitment to the Organization, never baulking and loyally falling in 

behind the Director-General in order to ensure that targets were achieved on time and that 

the Office delivered on its promises with activities of the requisite quality. 

The first beneficial effects of the reform are beginning to be felt, but do not think for 

one minute that it has all been plain sailing. In their daily work, my colleagues have had to 

devote much effort and show great patience in adapting to structural reorganization while 

adhering to previously assigned strategic objectives and incorporating new priorities set by 

the eight areas of critical importance. 

For staff, reform is almost always synonymous with worry, uncertainty and upheaval, 

no matter what assurances may be given at the outset. The way change is handled and the 

sharing of information is of the utmost importance in a reform process, as is consultation 

with staff representatives through properly established procedures. 
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Throughout last year, the Staff Union therefore strove, because this is its role, to limit 

any adverse effects which this reform might have had on staff and to ensure that personal 

aspirations and concerns are also heard. A worker who is listened to is a more motivated 

worker and a motivated worker is a worker committed to the Organization. The main 

reason why it was possible to limit the impact of this first stage of reform on the colleagues 

directly concerned is that mechanisms for constant dialogue between the administration 

and staff representatives have been put in place. 

Structural reorganization is virtually complete at headquarters, although staff still 

have a number of concerns with regard to their new job descriptions. 

But we have only waded halfway through the process. The overriding concern of staff 

in the field, where reform is still in its early stages, is to ensure that the same consultation 

mechanisms to accompany the changes can be adopted in each region where the reform 

will have a significant impact on staff throughout its implementation. Recent experience at 

headquarters shows how much our Organization stands to gain from such consultation. 

But the main reason I am here today is to report to you on a year’s reforms in terms of 

human resources. 

Document GB.320/PFA/13 

After my statement, you are going to discuss the proposals arising from the 

Director-General’s reform plan of action in the area of human resources management, set 

out in document GB.320/PFA/13. You will doubtless have some pertinent comments to 

make on how to increase the Organization’s efficiency and you will have to express your 

views on a number of proposals made in this document. 

I will be frank with you. If, last July, someone had told me that the administration and 

the Staff Union would be able to report on so much progress in this document, I would 

certainly have found that hard to believe. Given our horrible experiences in recent years, 

this document is nothing short of a miracle. It would seem that we have at last found a 

sound framework for industrial relations at the Office. It will probably not lead straight to 

heavenly industrial relations, but at all events it will enable us to avoid the hell of an 

absence of social dialogue. 

What inherently shapes this document? As you will probably have noticed yourself, it 

is a whiff, a slight stirring, a touch of optimism which suggests to the staff representatives 

that, perhaps, the foundations have once again been laid for a healthy, constructive 

dialogue between the administration and staff. And about time too! It is self-evident that 

tripartism and collective bargaining form part of the Organization’s DNA and of the 

fundamental principles which we defend in all four corners of the world. 

Over the last nine months, the social partners of this Organization finally got round a 

table for regular, long and sometimes tough negotiations but, as one of my counterparts 

from the administration often said at critical junctures in the negotiations, “we had to 

succeed” in order to present you with real results. 

Essentially you will have to decide on some draft amendments to our Staff 

Regulations, most of which are concerned with reforming the procedures for recruiting and 

selecting Office staff. This draft is the outcome of strong negotiations between the 

administration and staff. 

As Chairperson of the Staff Union and on the strength of the endorsement of this 

outcome by our General Assembly on 27 February, I can with quiet confidence say it is a 

good one for several reasons: 

– It is a sound proposal because, as far as its form is concerned, it strongly signals to 

you, the members of the Governing Body that, after years of wrong turns and 

difficulties, an internal industrial relations framework is emerging where respect, 
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dialogue and negotiation have their rightful place in the International Labour 

Organization. 

– It is a sound proposal because, as far as its substance is concerned, it meets the 

Organization’s requirements for top-level skills, while respecting the principles of 

geographical and linguistic diversity. It will also make it possible to enhance 

geographical and internal functional mobility and, we hope, lead to better career 

development for staff. 

– It is a sound proposal for the staff because basically it meets the needs for 

transparency, fairness and objectivity, all of which are fundamental if my colleagues 

are to trust these procedures. Indeed, the latter constitute one of the keystones of the 

system of the career development of staff devoted to the ILO’s cause. 

– Lastly, it is a sound proposal because it will enable the Office’s staff and its 

representatives to look forward to further discussions of human resources issues in the 

future, with the safeguard that even if their positions and viewpoints are not shared, 

they will be respected and discussed in good faith. 

The files which staff representatives and the administration have started to discuss are 

crucial, because they concern the very essence of working conditions. Our optimism must 

not detract from our traditional vigilance, especially in future discussions of contract policy 

at the Office. This is also a work in progress which will have substantial repercussions on 

staff. 

It has often been said in this meeting room that the Organization’s most valuable asset 

are the men and women who work for it. As a Staff Union representative, I am certainly 

not going to contradict that statement, but I would add that what is even more valuable for 

staff is to have secure employment and the possibility of a career. Having a career in the 

United Nations system is a means of securing an official’s loyalty to the Organization’s 

objectives. The possibility of permanent employment in the Organization also ensures that 

an official can exercise independent judgement in keeping with the code of conduct and 

ethics. Having a career is a strong motivation to maintain a high level of performance for 

the Organization now and in the future. 

Today, too many of my colleagues cannot calmly concentrate on their work and the 

Organization’s objectives, because they are too concerned and too worried about their 

immediate professional future, since they are still all too often recruited on types of 

contracts which do not guarantee employment and working conditions worthy of our 

Organization, despite their devotion which even goes so far sometimes as laying down 

their life. 

It is clear to the staff representatives that the crucial issue in forthcoming discussions 

of contractual policy will be the Organization’s ability to offer all its staff decent working 

conditions making it possible to ensure that the objective of “One ILO” becomes a reality, 

and which will enable all Office workers to perform the duties assigned to them 

independently, on a long-term basis and in compliance with the fundamental principles of 

the international civil service as set forth in the Charter of the United Nations. 

For the staff of the ILO, it will also be vital in the forthcoming discussion of human 

resources reform to obtain guarantees that the Noblemaire and Flemming principles are 

respected and remain the basis of staff employment conditions at the Office and to arrive at 

a fair, even-handed policy on retirement age, a workplace free of health risks, and staff 

safety and security, a policy offering a better work–life balance and social security, 

especially with regard to health insurance, which measures up to the principles advocated 

throughout the world by our Organization. 
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As you will have grasped, the stakes for a successful reform are high, but is this not 

the least that can be asked of an organization devoted to humanity’s employment and 

working conditions? 

For all the reasons I have just given and for the sake of our Organization, whose aims 

of decent work and social justice its staff is proud to defend, I would therefore ask you to 

support the draft decision at the end of this document and to approve the amendments to 

the Staff Regulations. 

This approval would be a token of your faith in the ability of the parties involved to 

present you with well thought-out, responsible proposals which reconcile the 

Organization’s interests and its staff’s aspirations as well as possible. It would enable all of 

the staff whom I represent today to have confidence in the future of this Organization and 

to better serve its mandate. 

Thank you. 

Geneva, 18 March 2014  Catherine Comte-Tiberghien 
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Appendix II 

Amendments to the Staff Regulations 
(as approved by the Governing Body on 18 March 2014)  

Chapter IV 

Recruitment and appointment 
1
 

ARTICLE 4.2 

Filling of vacancies 

(a)(i) The paramount consideration in the filling of any vacancy shall be the necessity 

to obtain a staff of the highest standards of competence, efficiency and integrity. Due 

regard shall be paid to the importance of maintaining a staff selected on a wide 

geographical basis, recognizing also the need to take into account considerations of gender 

and age. 

(ii) Every official shall be required to possess a fully satisfactory knowledge of one 

of the working languages of the Organization. 

(iii) Officials in the Professional category and officials in the Director and Principal 

Officer category shall be required to possess a degree awarded by a recognized university, 

or its equivalent in experience. 

(iv) In the filling of any vacancy, service in the Office, including service in the field 

where relevant, shall be taken into account. 

(v) Without prejudice to the foregoing, officials shall be selected without 

discrimination on the basis of age, race, gender, religion, colour, national extraction, social 

origin, marital status, pregnancy, family responsibilities, sexual orientation, disability, 

union membership or political conviction. 

(b) Appointments to vacancies of Deputy Director-General, Assistant Director-

General and Treasurer and Financial Comptroller shall be made by the Director-General 

after consultation with the Officers of the Governing Body. 

(c) The Director-General may designate a Principal Deputy Director-General, in 

which event such designation shall be made after consultation with the Officers of the 

Governing Body and with the agreement of the Governing Body. 

(d) Vacancies in the Director and Principal Officer category shall be filled by the 

Director-General by transfer in the same grade, promotion or appointment. Such 

promotions or appointments, other than to vacancies in technical cooperation projects, 

shall be reported to the Governing Body with a short statement of the qualifications of the 

persons so promoted or appointed. The position of Chief Internal Auditor shall be filled by 

the Director-General after consultation with the Governing Body. 

(e) Transfer in the same grade, promotion or appointment by direct selection by the 

Director-General shall be the normal method of filling vacancies: 

– of Chiefs of Branch and Directors of offices in the field; 

 

1
 See also Annex I: Recruitment and selection procedure. 
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– in technical cooperation projects; 

– in the Office of the Director-General; 

– of principal secretary to a Deputy Director-General; 

– of a purely temporary nature, up to two years, of a specialist nature, not expected to 

lead to a career in the ILO, any extension beyond two years being subject to 

article 4.2(f). 

The Director-General may in such cases, at his or her discretion and after consulting 

the Recruitment, Assignment and Mobility Committee mentioned in article 10.6, decide on 

the use of one or other of the methods of filling vacancies referred to in article 4.2(f).  

(f) The methods to be employed to fill vacancies in the General Service, National 

Professional Officer and Professional categories shall comprise transfer in the same grade, 

promotion or appointment, normally by competition in accordance with the procedure set 

out in Annex I or, in the case of local staff in external offices, other existing mechanisms. 

New mechanisms or changes to existing mechanisms for recruitment and selection of local 

staff in external offices shall be endorsed by the Joint Negotiating Committee. However, 

promotion or appointment without competition may be employed only in: 

– filling vacancies requiring specialized qualifications;  

– filling vacancies caused by upgrading of a job by one grade or in the case of a job 

upgraded from the General Service to the National Professional Officers category or 

to the Professional category or in the case of a job upgraded from the National 

Professional Officers to the Professional category by one grade or more;  

– filling vacancies in urgency;  

– filling other vacancies where it is impossible to satisfy the provisions of article 4.2(a) 

above by the employment of any other method.  

The Recruitment, Assignment and Mobility Committee shall be consulted on any transfer 

in the same grade, promotions or appointments made without competition.  

(g) In filling any vacancy account shall be taken, in the following order, of –  

(1) applications from former officials whose appointments were terminated in accordance 

with the provisions of article 11.5 (Termination on reduction of staff);  

(2) applications for transfer;  

(3) claims to promotion; 

(4) if the Director-General and the Staff Union agree, applications from former officials 

other than those who have been discharged or summarily dismissed;  

(5) on a reciprocal basis, applications from officials of the United Nations, specialized 

agencies, or the Registry of the International Court of Justice.  

(h) When a job has been upgraded it shall be regarded, for the purpose of this 

article, as a vacancy.  

(i) This article shall be applied in accordance with the provisions of Annex I. 
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Chapter X 

Staff relations and administrative bodies 

ARTICLE 10.1 

Staff relations 

... 

(c) Conditions of employment, including the general living conditions, of officials 

may be jointly determined by the Director-General or his or her designated 

representative(s) and the Staff Union through social dialogue, information, consultation 

and collective bargaining. The Director-General shall have authority to bargain collectively 

with the Staff Union, with a view to the conclusion of collective agreements. 

Implementation of collective agreements shall be subject, where appropriate, to the 

authority of the Governing Body concerning approval of amendments to the Staff 

Regulations or of the resources necessary to enforce the agreements, in accordance with 

article 14.7. 

... 

ARTICLE 10.6 

Recruitment, Assignment and Mobility Committee 

1. A Recruitment, Assignment and Mobility Committee shall be established to 

assist the Director-General with workforce planning and mobility and to monitor 

recruitment and selection procedures in line with these Regulations or other applicable 

rules. The Recruitment, Assignment and Mobility Committee shall, in particular: 

– review information regarding workforce planning and mobility and make 

recommendations on the type and level of recruitment; 

– facilitate geographical and functional mobility;  

– review proposed vacancies and job descriptions; 

– make recommendations for transfers in the same grade without competition;  

– advise the Director-General on recommendations arising from competitions. 

2. The Recruitment, Assignment and Mobility Committee is composed of: the 

Director of the Human Resources Development Department, two officials appointed by the 

Director-General and one official appointed by the Staff Union accompanied by an 

advisor. The Committee shall be assisted by a Secretary from the Human Resources 

Development Department. The Committee may invite other officials to assist it in the 

discharge of its functions. Each member of the Committee, the Secretary and any other 

person assisting or attending the Committee must observe the full confidentiality of the 

proceedings, and strictly avoid conflict of interest or perception of conflict of interest.  

3. The Recruitment, Assignment and Mobility Committee holds an annual 

meeting and at least three other meetings during the year. 
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4. The Recruitment, Assignment and Mobility Committee shall discuss all issues 

before it, in good faith, with a view to reaching agreement. Where agreement is not 

reached, the Director-General will be informed of any divergent views. The Committee 

establishes its own procedure. 

Chapter XI 

Cessation of service 

ARTICLE 11.5 

Termination on reduction of staff 

(a) The Director-General, after consulting the Joint Negotiating Committee, may 

terminate the appointment of an established official if the necessities of the service require 

a reduction of staff involving a reduction in the number of posts. An established official 

whose appointment is terminated under this paragraph shall, during the two years after the 

date on which its termination becomes effective, be offered appointment to any vacancy 

for which the Director-General, after consulting the Recruitment, Assignment and Mobility 

Committee, considers that the official possesses the necessary qualifications. 

Chapter XIII 

Conflict resolution 

ARTICLE 13.2 

Grievances 

1. An official 
1
 who wishes to file a grievance on the grounds that s/he has been 

treated in a manner incompatible with her/his terms and conditions of employment shall, 

except as may be otherwise provided in these Regulations or other relevant rules, 
2
 request 

the Human Resources Development Department to review the matter within six months of 

the treatment complained of. The procedure for the examination of general grievances 

related to the terms and conditions of employment is governed by article 13.3. 

 

1
 For the purpose of Chapter XIII, the term “official” does not comprise the Director-General, 

Deputy Directors-General and Assistant Directors-General. 

2
 Special procedures apply to compensation claims (Annex II) and the review of performance 

appraisals (Chapter 6) as well as for appeals in respect of selection and recruitment (Annex I, 

paragraph 34), discipline (Chapter 12), job grading (relevant administrative circular), termination 

for unsatisfactory services (articles 11.4 and 11.8), termination on reduction of staff (article 11.5), 

and withholding of increment (article 6.4) and transfer to a lower grade (article 6.11). 
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Annex I 

Recruitment and selection procedure 

GENERAL CONSIDERATIONS 

1. In the filling of any vacancy account shall be taken of linguistic knowledge. 

Officials in the Professional category whose mother tongue is one of the working 

languages shall normally be required to have a good working knowledge of a second 

working language and may be required to acquire a knowledge of a third working 

language. Officials in the Professional category whose mother tongue is not one of the 

working languages shall be required to possess a fully satisfactory working knowledge of 

one of the working languages of the Office, as prescribed in article 4.2(a) (Filling of 

vacancies) and may be required to acquire a knowledge of a second working language. 

Officials in the Professional category who undertake duties as translator or such other 

duties as may be designated as similar by the Director-General shall be required to have a 

thorough knowledge of two working languages as well as the main language into which 

they translate. 

PROCEDURAL STAGES IN THE FILLING OF VACANCIES 

2. Selection procedures shall comprise three stages: 

(1) request for the opening of vacancies and review of vacancy announcements;  

(2) identification of opportunities for filling vacancies by transfers in the same grade or 

through geographical mobility;  

(3) where no suitable opportunity is identified for selection by transfers in the same grade 

or through geographical mobility, other candidates will be screened, and eligible 

candidates will be subject to competency assessment and technical evaluation.  

FIRST STAGE: REQUEST FOR THE OPENING OF VACANCIES AND 

REVIEW OF VACANCY ANNOUNCEMENT 

3. Proposals to fill a vacancy will be made by the responsible chief who will 

identify the relevant generic job description, job family and suggested grade, and will 

prepare a description of the responsibilities, objectives and minimum requirements that are 

specific to the job. The proposal will be reviewed by the Human Resources Development 

Department. 

4. Confirmed vacancies and the corresponding proposed job descriptions are 

submitted to the Recruitment, Assignment and Mobility Committee mentioned in 

article 10.6, along with information concerning: 

(a) proposals to transfer an official without competition due to: pressing humanitarian or 

certified medical reasons; a legal obligation of the Office, including vis-à-vis officials 

whose position has been abolished, or the duty to protect the interests of a staff 

member or group of staff or to preserve a smooth and productive working 

environment;  

(b) officials who have expressed potential interest in functional or geographical mobility; 
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(c) officials on special leave without pay or secondment due to return to the Office; 

(d) gender and diversity indicators; 

(e) variations to generic job descriptions; 

(f) proposals to assign officials to temporary vacancies. 

5. The Recruitment, Assignment and Mobility Committee submits a report to the 

Director-General with recommendations, including any divergent views, on:  

(a) vacancies proposed to be filled without competition for any of the reasons stated in 

paragraph 4(a) above; 

(b) proposals to address geographical diversity within the Office; 

(c) proposals to limit eligibility in specific vacancies to internal candidates or to other 

categories of serving officials or groups of serving officials; 

(d) the contents of vacancy announcements. 

6. The Recruitment, Assignment and Mobility Committee is informed of the 

decisions of the Director-General arising from its report.  

7. All vacancies open to competition shall be advertised for a minimum period of 

30 days, unless otherwise agreed within the Recruitment, Assignment and Mobility 

Committee. The Human Resources Development Department will disseminate all 

vacancies among serving staff through internal electronic media and will announce them 

by other media as appropriate. 

SECOND STAGE: IDENTIFICATION OF OPPORTUNITIES FOR FILLING VACANCIES 

BY TRANSFERS IN THE SAME GRADE OR THROUGH MOBILITY 

8. The Human Resources Development Department will prepare a list of internal 

candidates who have applied for a vacancy in the same grade and identify those who meet 

the minimum requirements. 

9. The responsible chief shall review the list prepared by the Human Resources 

Development Department and prepare an evaluation regarding the suitability of candidates. 

10. The Recruitment, Assignment and Mobility Committee shall review the list of 

suitable internal candidates together with the evaluations of the Human Resources 

Development Department and the responsible chief and shall prepare a report for the 

Director-General including advice and recommendations for filling vacancies taking into 

consideration the applications of officials subject to geographical mobility first, having 

regard to the hardship and duration of a field assignment. 

11. Candidates will be informed of the Director-General’s decision to fill a vacancy 

by transfer in the same grade or through geographical mobility.  
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THIRD STAGE: EVALUATION OF OTHER APPLICATIONS 

Screening of candidates 

12. Where no suitable opportunity is identified for selection by transfers in the 

same grade or through mobility, other candidates will be screened. 

13. Prior to the screening process the responsible chief and the Human Resources 

Development Department will determine: the weight that will be accorded to the various 

elements to be taken into consideration during the evaluation of eligible candidates 

(personal résumé, written tests, interview, etc.). 

14. The Human Resources Development Department shall provide the responsible 

chief with a list of candidates who meet the minimum requirements specified in the 

vacancy announcement.  

15. The responsible chief and Human Resources Development Department shall 

establish a shortlist of candidates in consultation with the technical panel, including where 

appropriate through eliminatory tests.  

Competency assessment 

16. Any external candidate or any internal candidate applying to a higher category 

shall be assessed against core competencies and values agreed within the Joint Negotiating 

Committee for each of the following grade ranges: G.1–G.4, G.5–G.7, P.1–P.3 and  

P.4–P.5. 

17. The competency assessment shall be managed by the Human Resources 

Development Department. The assessors shall be selected jointly by the Human Resources 

Development Department and the Staff Union. 

18. Only candidates who are successful in the competency assessment will progress 

to the next selection stage.  

19. Any candidate who has undergone a competency assessment may request 

feedback, including on possible areas of development.  

20. Serving staff who are not successful in the competency assessment will be 

encouraged to avail themselves of staff development and counselling opportunities 

provided by the Office and may undertake a competency assessment after a period of 

six months. As far as practicable, opportunities shall be given to serving staff to undertake 

a competency assessment outside of a specific competition as a development activity. 

Technical evaluation 

21. A technical panel shall be established to evaluate shortlisted candidates who 

have been successful in the competency assessment. 

22. The technical panel will comprise the manager responsible for the vacant 

position or his/her representative, a representative of the Human Resources Development 

Department and a third independent member selected from a list of serving staff 

established in agreement with the Staff Union. Technical experts may also be appointed to 

assist the technical panel in its evaluation of candidates. Technical panel members and 
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technical experts are required to act impartially, and should not have any conflict of 

interest or perceived conflict of interest related to any candidates for the position. 

23. The technical panel will undertake a rigorous technical evaluation of the 

candidates in accordance with pre-established criteria through an interview and any other 

test decided by the responsible chief in consultation with the Human Resources 

Development Department. The marking of written tests will be blind. 

24. The technical panel shall prepare a report with recommendations, including the 

ranking from the technical evaluation and relevant comments, on candidates recommended 

for appointment. The technical panel may also recommend that the competition be 

declared unsuccessful or that it be cancelled. 

25. Any internal candidate and any candidate who is a serving staff member has the 

right to request feedback on his/her performance in the context of the technical evaluation, 

as well as on areas of possible development. Such feedback may be provided in oral or 

written form by the responsible chief or a representative of the Human Resources 

Development Department, as appropriate. 

Review of proposed appointments and staff movements 

and decision by the Director-General 

26. Reports from the technical panels shall be reviewed by the Recruitment, 

Assignment and Mobility Committee, which shall submit the reports, together with its 

advice and recommendations on other relevant issues for selection, to the Director-General 

for decision. 

Unsuccessful competitions 

27. A selection process shall not be declared unsuccessful if, following the 

competency assessment and technical evaluation, there are candidates suitable for 

appointment. 

28. Before recommending that a competition process be declared unsuccessful, the 

technical panel may choose to invite any eligible candidate who was not initially 

shortlisted to competency assessment and technical evaluation. 

29. In the event of the process being unsuccessful, the Recruitment, Assignment 

and Mobility Committee shall provide advice on the means to fill the vacancy. 

Publication of results 

30. The Human Resources Development Department will publish all the Director-

General’s decisions on appointments, transfers and promotions made in accordance with 

the provisions of this Annex as soon as possible on the ILO Intranet. The Human 

Resources Development Department will also individually notify all candidates of the 

outcome of competitions. 

Internal candidates 

31. An official may not apply in a competition as an internal candidate before the 

successful completion of his/her probationary period. 
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32. Officials serving on technical cooperation projects, except those detached from 

another job within the Office, as well as officials appointed under the Rules Governing 

Conditions of Service of Short-Term Officials, will not normally be eligible to participate 

as internal candidates. The Recruitment, Assignment and Mobility Committee may agree 

to extend eligibility to these officials, but may establish special requirements. 

Confidentiality 

33. All persons involved in recruitment and selection processes and decisions shall 

respect their duty to maintain strict confidentiality in all matters related to those processes 

and decisions. 

Grievances concerning recruitment and selection decisions 

34. Any individual grievance arising from the recruitment and selection process 

will be dealt with in accordance with Chapter XIII of the Staff Regulations. The deadline 

for the submission under paragraph 1 of article 13.2 of a grievance related to recruitment 

and selection decisions will be one month from the publication of the decision. 




