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 AUTONUMLGL 
In accordance with Council Resolution 1253 (MOD), the Tripartite Group on Human Resources Management met in Geneva on the 28th of March 2007. The meeting was chaired by Mr. Bruce Gracie, from Canada.  The meeting was attended by representatives of Members States of the Council, representatives of the Administration of the Union, and staff representatives.  The complete list of participants, and all working documents submitted to the Tripartite Group are available on the website of the Tripartite Group at the following address: http://www.itu.int/employment/tghrm_CR1253/index.html.

 AUTONUMLGL 
The agenda of the Meeting was the following: 

· Mandate, composition and working methods (Council Resolution 1253 (MOD)

· Contractual arrangements in ITU

· Strengthening the dialogue between the Staff council and the Secretary-General or his designated representatives and the Directors of the Bureaux or their designated representatives

· Resolution 48 (Rev. Antalya, 2006) on human resources management and development

· Other business

I.
Mandate, composition and working methods (Council Resolution 1253 (MOD)
 AUTONUMLGL 
It was reminded that, according to Council Resolution 1253 (MOD), the mandate of the Group was the following:
a)
to carry out, with the view of ensuring and retaining a motivated and competent staff, a study of the contract situation in ITU, which should include detailed information on the current breakdown of contracts in ITU, by category of staff and by Sector, and the financial implications thereof – including cases submitted by staff members to the Administrative Tribunal of the International Labour Organization – and to identify the prevailing problems in this regard with a view to proposing options for satisfactory resolution of the matter;
b)
to submit a report to the Council in 2007 proposing solutions which must:
–
be consistent with the human resources management and development principles set forth in Resolution 48 (Rev. Antalya, 2006);

–
take account of ICSC's conclusions relating to its proposals to harmonize contractual arrangements within the United Nations common system, and any decisions that the United Nations General Assembly may take in that regard;

–
include the determination of precise criteria in accordance with best practices for the application within ITU of the solutions identified;

–
include information on the financial implications of implementing those solutions;
c)
to review modalities for strengthening the dialogue between the Staff Council and the Secretary-General or his designated representatives and the Directors of the Bureaux or their designated representatives, which may bring about a need to amend the Staff Regulations and Staff Rules.
II.1
Contractual arrangements in ITU (document TGHRM-2-5)

 AUTONUMLGL 
A general approach for implementation within the ITU of the new contractual arrangements elaborated by the International Civil Service Commission (ICSC) and approved by the United Nations General Assembly in December 2006 (UNGA Resolution 61/239), was presented to the Group. It was indicated that the World Health Organization had implemented these ICSC contractual arrangements, in 2006 on a provisional basis, pending their endorsement by the UNGA.

 AUTONUM 
These contractual arrangements, consisting of the three following categories, continuing appointment, fixed-term appointment and temporary appointment were presented to the Tripartite Group.

 AUTONUMLGL 
The following comments were made by participants in the Group.

 AUTONUMLGL 
Staff representatives indicated that they were in a position to support the proposal made by the administration, having noted however that they were not associated with the drafting of that proposal.  They took note of the fact that a fixed-term contract would be converted into a continuing appointment after 5 years of service, where the current contracts policy provides that conversion of a fixed-term appointment into a permanent one is possible after 4 years of services.  However, they indicated that they could support that difference as part of the overall proposal made by the ICSC with the view to reach harmonization and rationalization of the wide range of contractual appointments currently existing in the organizations of the United Nations common system.  They find it unnecessary that the continuing appointment be subject to a periodical review to consider their continuation.  They highlighted the fact that staff members are already subject to periodical evaluation of their performance and that adding a further periodical review every five years would represent an additional and unnecessary burden on the administration.

 AUTONUMLGL 
Representatives of the Administration of the Union indicated that the possibility of introducing that periodical review would have an objective different than objectives of the existing performance evaluation system, which is mainly focused on the performance of staff members. It was stressed that the conversion of a fixed- appointment into a continuing appointment (CA), and the continuation of services on such a CA, would be subject to the continuing need for the functions and availability of funding.  The Secretary-General of the Union, Dr. H. I. Touré stressed that, irrespective of the possible institutionalization of the assessment of these two criteria through a periodical review, these criteria would, in any case, have to be examined in light of decisions to be taken by plenipotentiary conferences every four years and by the Council every two years, with regard in particular to the financial plan of the Union and budgetary biennium.

 AUTONUMLGL 
Representatives of Members States of the Council made the remark that it was important that any new contractual arrangements to be introduced within the Union do not create obstacles to staff mobility.  In addition, it was also mentioned that the efficiency of these new arrangements would depend to a large extent on an efficient, reliable and widely accepted system of performance evaluation, which would enable the Administration to deal with high performance and low performance.

Conclusions

 AUTONUMLGL 
The Group took note that implementation of these new contractual arrangements in the ITU:

· would require the adoption by the Council of amendments to Staff Regulations and by the Secretary-General to Staff Rules, both to be submitted beforehand to the ITU Joint Advisory Committee for advice;
· would have no direct financial implications, as the entitlements and benefits served to staff members of the Union would not be modified.
 AUTONUMLGL 
It was decided by the Group that an internal bi-partite working group, comprising representatives of the Administration and staff representatives be created, with the view to develop these new contractual arrangements, based on the proposal submitted to the Tripartite Group, and to prepare draft amendments to Staff Regulations and Staff Rules. That detailed proposal would have then to be submitted to the Joint Advisory Committee for advice, before it be circulated electronically to members of the Tripartite Group before mid-June 2007.  Should the Group agree with the proposal, it will be submitted for approval to the Council session to be held in September 2007.  It was decided that concerns raised by staff representatives with regard to the introduction of an institutionalized periodical review for the continuation of service on a continuing appointment, as well as remarks made by Members States of the Council, would have to be addressed by the internal working group.

II.2
Cases submitted by staff members to the Administrative Tribunal of the International Labour Organization
 AUTONUMLGL 
Pursuant to Council Resolution 1253 (MOD), and at the request of the Staff Representatives, the Head of the Legal Affairs Unit, A. Guillot made a brief report on the Judgments delivered in February 2007 by the ILO Administrative Tribunal (ILOAT).  In 2002, further to Resolution 1195 adopted by the Council, a “New contracts policy” was promulgated in Service Order 02/08, which provided for, among other things, the conversion of fixed-term contracts into permanent contracts after four years of continuous service on fixed-term contracts. Invoking reasons related to the budgetary constraints affecting the Union, a decision was taken, in the spring of 2004, to suspend the conversion of fixed-term contracts into permanent contracts. On 7 February 2007, the ILOAT delivered Judgment 2609, which ruled on the complaints filed by 29 staff members of the Union who had been refused the conversion of their fixed-term contracts into permanent contracts on account of the suspension measure referred to above.  The Tribunal set aside the said refusal decisions in regard to 28 of the 29 complainants and dismissed one complaint. It also ordered the Union to convert the fixed-term contracts of 25 complainants into permanent contracts and to reconsider the cases of the other three complainants. The Tribunal’s decision is founded essentially on the fact that since Service Order 02/08 was still in force, the Secretary-General was, and continues to be, bound to apply its provisions. Judgment 2609 is a judgment of principle. As such, it produces legal effects in regard to all of the Union’s staff members who are eligible for conversion of their fixed-term contracts into permanent contracts pursuant to Service Order 02/08, still in force. However, the said judgment produces legal effects in respect of those staff members only in the future, i.e. as from 7 February 2007, the date on which it was delivered. At 31 March 2007, a total of 114 staff members holding fixed-term contracts are eligible, subject to the criteria mentioned above, to have their contracts converted into permanent contracts. The Union is therefore duty-bound to launch the procedure for converting the contracts of the 114 staff members in question.
III.
Strengthening the dialogue between the Staff council and the Secretary-General or his designated representatives and the Directors of the Bureaux or their designated representatives
 AUTONUMLGL 
The subject was introduced by the Secretary-General H. I. Touré, who put a particular emphasis on the following points.

 AUTONUMLGL 
Immediately after his election as Secretary-General by the Antalya Plenipotentiary Conference, he had decided that he would personally take care of dialogue with staff members in general, and with staff representatives in particular.  He insisted on the necessity of creating a direct, frank and reasonable, dialogue with the staff, as an element of an overall mechanism aimed to help the new management team to manage successfully the Union.

 AUTONUMLGL 
The Secretary-General gave effect to these objectives immediately after his entry on duties at, at least, two levels: 

· the Secretary-General confirmed that monthly meetings with representatives of the Staff Council would continue to be organized; moreover, he decided that he would not delegate that responsibility to anyone in the Union, but he would participate himself in these meetings;

· the Secretary-General received personally every staff members asking for an appointment with him.  He stressed the fact that to-date, every staff members having asked for such an appointment had been received within a 48 hours deadline.

 AUTONUMLGL 
The Secretary-General insisted on the fact that, within that direct dialogue framework, he strongly expected that any dissatisfaction felt by staff members with regard to their administrative or professional situation, but also by the Staff Council regarding collective questions, would be communicated, as soon as it arises, to him, to the Deputy-Secretary General or to the Directors of the Bureaux, so that the management team had a chance to address the issue and to find a reasonable solution. He emphasized the fact the new team of Elected Officials met often and regularly since January 2007 and he was proud to note that the new team had more meetings in three months than the previous one in 8 years.

 AUTONUMLGL 
However, the Secretary-General also pointed out that staff had to be reasonable in their demands, in particular in periods of financial difficulties.  One of his main objectives is to reduce drastically the number of cases submitted to the Administrative Tribunal of the ILO.  Staff must be trusted, and it must also trust its management. More transparency in staff management is a prerequisite for building trust. This calls for equal treatment, zero tolerance for abuses, accountability and fair rules for employment and promotion. 

 AUTONUMLGL 
Staff representatives acknowledged progress made so far in the dialogue between the staff and the administration and thanked the Secretary-General for improvements already achieved.  They expressed their willingness to participate in a constructive dialogue, and the wish that progress continues to be developed.  They considered that the internal bi-partite group created by the Tripartite Group represented a good opportunity for a constructive and fruitful dialogue.
 AUTONUMLGL 
The Tripartite Group took note of that progress report and decided that further discussion could take place in the internal bi-partite working group on the subject.

IV.
Resolution 48 (Rev. Antalya, 2006) on human resources management and development
 AUTONUMLGL 
The Tripartite Group took note that the Secretary-General would submit to the Council annual reports on staff and recruitment matters in general, including the issues in the annex to this resolution, i.e.

–
Geographical representation

–
Staff career policy

–
Staff morale

–
Balance between external and internal recruitment

–
Gender balance

–
Contracts policy

–
Implementation of human resources development plan

–
Improvements to human resources services

–
Alignment between the Union's strategic priorities and staff functions and posts

–
In-service training

–
Recruitment and promotion processes

–
Voluntary separation and early-retirement programmes

–
Short-term posts

–
Flexibility of working conditions

–
Relationship between management and staff

–
Workplace diversity

–
Harassment issues

–
Occupational safety

–
Compliance with United Nations common system policies/recommendations

–
Performance evaluation and appraisals

 and on the measures adopted in pursuance of this resolution.

​​​​​​​​​​​​​​​​​​​​​​_________________________

