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l. I am pleased to present the report on the above-mentioned audit.

2. Based on your comln€nts, we are pleased to inform you that we wjll close
recommendations 2,6, and 10-12 in the OIOS recommendations database as indicated in
Annex 1. In order for us to close the remaining recommendations, we request that you
provide us with the additional information as discussed in the text of the report and also
summarized in Annex L

3. Your response indicated that you did not accept recommendation 13. In OIOS'
opinion however, this recommendation seeks to address staff management issue - a
significant human resource area. We are therefore reiterating it and requesting that you
reconsider your initial response based on the additional information provided in the
report.

4. Please note that OIOS will repoft on the progress made to implement its
recommendations, particularly those designated as high risk (i.e., recommendations 2,6
and 7), in its annual report to the General Assembly and semi-annual report to the
Secretary-General,
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EXEGUTIVE SUMMARY
Human Resources Management

OIOS conducted an audit of human resources (HR) marragement at the
United Nations Joint Staff Pension Fund (UNJSPF or the Fund). The overall
objective of the audit was to assess tlre human resources management system at
UNJSPF and its compliance with the established regulations and rules in the
following areas: (i) intemal controls, including the control environment (tone at
the top) and compliance with policies and procedures, (ii) resources: staffing and
systerns, (ii i) training, development and career Inanagement, (iv) performance
measurement and evaluation, (v) financial disclosure and declaration of interest
statements, and (vi) HR complaints, grievances and resolutiott process, Within
the audit objectives and scope, OIOS did not attelnpt to provide a concluslon on
the effectiveness of hurnan resources Inanagement in supporling the objectives of
the operating activities of the Fund as this will be assessed as part of audits of
business processes and support activities. The audit was conducfed in accordance
with the International Standards for the Professional Practice of Internal
Auditing.

The audit observed that due to the inter-agency status of the Fund, it has been
agreed that UN adniinistrative procedures and directives rvould not be
autornatically applicable to the Fund staff', since the requiretnents of the Board
take precedence. The CEO is empowered to issue policies, procedures, and
guidelines for the efficient adurinistration of the organization and its staff.
Hox'ever, the Fund did not have an internal HR policy docurnent that clearly
defines the authoritics delegated to rhe CEO of UNJSPF in respect of the LIR
management and those exceptions frorn UN HR policies that UNJSPI'- has
received.

The audit further observed that in the Managcment Charrer, UNJSPF has
cornmitted to consider a more strategic approach to its human resource
requirements. In this regard, the Fund undertook a "whole olfice" review to
determine the most efficient staffing and organizational structure and has
engaged in the Talent Managenrent systern of the Office of Human Rcsources
Management as a pilot depanment with the aim of creating a rnethodology lor
strategic workforce planning. Horvever, at the time of the audit, the policy
document on Strategic Workforce P)anning has not been finalized and approved
by management, and the tirneframe and the core team composition of the
u'orkforce planning exercise had not been detenniued.

The audit also concluded that achieving itrprovement in HR managerrent would
require implementing the follorving recorlmendations:

o Develop and implernent a poJicy encouraging personnel in positions
involving financial responsib ilities to take an urintertupted period oftlvo
rveeks' annual leave in each yeat.

e Maintain a consolidated staffing document and periodically reconcile the
nurnber and level of authorized posts by funcrional unit and ittcumbency
status to the inforrnation in IM IS.



Develop and communicate management action plans to expedite and
measure the recruitment process for the currently vacant posts and future
open positions in accordance with the UN HR gLridelines, with additional
focus on gender parity.
Develop and irnplement a policy for assigning IMIS access to users in
accordance with their functions performed and require the Executive
Office to closely monitor authorized functional package capabllities
assigned to every staff member.
Establish a procedure to require that all staff members employed by the
Fund beyond the mandatory age of retirement have formalized work
plans and specific outputs, including knowledge transfer requirements,
agreed with the supervisors with performance evaluations completed
following each contract term. These plans and evaluations should be
required to be documented in the personnel records.
Ensure that each functional unit formulates an annual training plan based
on identified specific training needs of staff and linked to the PAS of
each staff member, including external technical training and competency
training offered by the UN. Management should establish procedures to
track the implementation of the approved training plans on a periodic
basis as prescribed by the ST/AI/1997/4.
Ensure that performance appraisals are completed for all staff across the
Fund on a timely basis and require that first reporting officers have a
meeting with each staff member to discuss the results of their
performance at the end ofeach performance evaluation cycle.
Consult and clarify with the Secretary-General the status of the UNJSPF
personnel with respect to their representation and participation in the
staff-management activities, g;ven that the UN Staff Union Polling
Officers in New York decided that UNJSPF rvas not
"Secretariat," and could not therefore partake in the
activities.

part of the
Staff Union
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I .  INTRODUCTION

l. The Office of Internal Oversight Services (OIOS) conducted an audit of
human resources (HR) management at the United Nations Joint Staff Pension
Fund (UNJSPF or the Fund). The audit was conducted in accordance with the
International Standards for the Professional Practice of Internal Auditing.

2, The Fund was established in 1949 by the General Assembly to provide
retirement, death, disability and related benefits for the staff of the United
Nations and the other 23 organizations admitted to membership in the Fund. The
Fund pays benefits in 15 currencies to beneficiaries in some 190 countries. As of
31 December 2008 the number of active participants of the Fund reached
165,000.

3. UNJSPF is a special inter-agency body, administered and managed by
the Chief Executive Officer (CEO) of the Fund, who in turn is directly
responsible to the United Nations Joint Staff Pension Board (UNJSPB) and
ultimately to the United Nations General Assembly- The Frrnd has benefit
processing and adrninistration offices in New York and Geneva.

4. The Fund's investment portfolio is managed by the Investment
Management Division (lMD), Decisions regarding investments are placed under
the responsibility of the Secretary-General of the United Nations; the Secretary-
Ceneral has delegated his fiduciary and trustee responsibilities to the
Representative of the Secretary-General (RSG) for the investments of the
UNJSPF who has in turn delegated operating responsibility to IMD.

5. The Executive Office (EO) is responsible for administrative and
programme support necessary for the implementation of the activities of the
Fund. lt assists the CEO and Director of IMD in the preparation of the biennial
budget submission and perfomance reports to the legislative bodies and provides
technical and administrative suppod to programmes for the efficient utilization of
human and financial resources. EO also oversees general administration and
facilities management. In addition, the Offrce is responsible for advising the
senior management and staff on questjons relating to the interpretation and
application of the UN Rules and Regulations, administrative policies and
procedures.

6, ln the human resource area, EO is responsible for day-to-day suppoft
with regard to issues relating to recruitment, and representation before the
appointment and promotion bodies, staff $,elfare and conditions of service, duties
and responsibilities, staff development and training, performance appraisals,
administration of entitlements and benefits under Staff Regulations and Rules,
and movement and relocation of staff. Currently, in addition to the Executive
Officer who spends 50 per cent of the time performing human resource functions,
EO has two full time staff dedicated to human resource administration.

7. Comments made by UNJSPF are shown tn italics.



I I .  AUDIT OBJECTIVES

8. ]'he ovelall objective of the audit \\ 'as to assess the hunran resources
managerncnt system at the UNJSPF and its compliance with the established
legulat ions ar td nr lc '  i r r  thc lb l lor r  i r :g  r lca i :

(a) Internal controls, irrcluding the control environment (tone at the
top) and compliarrce rvith policies and procedures
(b) Resources: staf'fing and systerns

i. Recruitrnent and promotion (efficiency, compliance with
ru les)

i i .  Successionplanning
iii. Staffing issues (needs assessment process, lvorkload

distribution, budgeting)
iv. Roles and responsibilities
v. Tools/technology

(c) Training. developrnent and career managetnent
(d) Performance measurenrent and evalLtation
(e) Financial disclosure and declaration of interest statements
(f) HR complaints, grievances and resolution process

I I I .  AUDIT SCOPE AND METHODOLOGY

9. The audit scope cornprised the revieu, of the organization's policies,
procedures, processes, documcntation. systenrs, and practices with respect to the
Fund's HR functions, including tlre areas of recruitment, succession planning,
perforrnance measLrrement. training and development, record keeping and
declaration of independence and financial disclosure statements. Within the
objectives and audit scope, OIOS did not attempt to provide a conclusion on the
effectiveness of human resources management in suppofiing the objectives of the
operating activities of the Fund as this rvill be assessed as part of atrdits of
business processes arrd support activities. An auditing software tool was used to
generate a sarnple for substantive testing of satnple cases to assess cotnpliance
with policies and plocedures and leading industry practices. It also included
interviervs with HR management and key staff Results of prior relevant audit
assignments rvere also followed up during this audit.

IV.  AUDIT FIT. IDING$ AND
REGOMMENDATIONS

A. Strategic direct ion, structure and pol ic ies

Hurlan resources management framervolk

| 0. The administration of the Fund is overseeu by the CEO. Afticle 7 of the
Regulations and Rules of UNJSPF states that the Secretary to the Board is the

I



Chief Executive Officer of the Fund and performs his functions under the
authority of the Board. The CEO is empowered by the Board regarding the
management and accountability of the Fund and may issue policies, procedures,
and guidelines for the efficient administration of the organization and its staff.
As part of the UNJSPB review of the long-tenn administrative arrangements of
the Fund, carried out in 1998 and 1999, the Board agreed to pursue autonomy for
the CEO in selecting staff for the Fund's Secretariat, while continuing to use the
United Nations n.rachinery for reviewing candidates for vacant posts and
promotions; the recornmendations of the review bodies are sent to the CEO for
final decision. The Administrative Officer in the EO is responsibJe for carrying
out personnel functions.

I L The Memorandum of Understanding (MOU) with respect to United
Nations personnel procedures applicable to the UNJSPF signed on 30 June 2000
sets the framework and guiding principles for human resoutces management, as it
relates to the Fund. ln accordance with the Fund's Regulations, the CEO and
Deputy CEO of the Fund are appointed by the UN Secretary-General upon the
recommendation of the UNJSPB and hold UN appointments. As such they are
entitled to all UN benefits and entitlements, and are subject to the UN Staff
Regulations and Rules. However, due to the special inter-agency status ofthe
Fund, it has been agreed that the UN administrative procedures and directives
would not be automatically applicable to the Fund staff, since the requirements of
the Board take precedence.

12. OIOS observed that the Fund did not have an internal HR policy
document that clearly defines the authorities delegated to the CEO of UNJSPF in
respect of the HR management and those exceptions from UN HR policies that
UNJSPF has received. For example, certain occupational groups are exempt
from the managed mobility requirement of the Office of Human Resources
Management (OHRM) and authority to make certain HR related decisions was
delegated to the CEO from OHRM for retention in service of staff members
beyond mandatory age. In the vielv of OIOS, an HR policy should be developed
to clearly outline the applicability of UN procedures and policy guidance
(recruitment, mobility, language proficiency related accelerated increments, etc.).
Lack of a complete HR framework may lead to jnconsistent interpretation and
application of HR policies and guiding principles.

Recommendation I

(1) The UNJSPF management should document all
exceptions frorn the UN human r€sources policies and
procedures in the UNJSPF human resources policy
document.

13. The UNJSPF manogemenl accepted recomntendalion I and staled thol
M policy is being developed specifc to UNJSPF. In addition UNJSPF will
continue to document exceplions (rs lhey arise. Recommendation I remains open
pending receipt ofthe UNJSPF HR policy documenting the exceptions from UN
policies and procedures.



Annual leave policv for financial positions

14. OIOS observed that UNJSPF did not have a policy that encouraged staff
rvith financial responsibilities, e.g., investment offlcers arrd accoulting personnel.
and others that either initiate, record or reconciie linancial transactions lo take an
uninterrupted annual leave of trvo rveeks, One of the indicators in an
orgarlization that irregularities may be occurring is a reluctance of personnel
having financial responsib ilities to take regular and uninterupted annual leave.
It is a preventive control and industry standard to require persontrel involved in
financial positions to take an uninterrupted period of two lveeks' annual leave in
each year and have their functions performed by another individual rvithin the
organization. Such a policy provides a check on the adequacy of staff merrbers'
performance and reduces the probability ol- recurring errors or irregularities
remaining undetected.

Rccommendation 2

(2) The UNJSPF management should encourage personnel
involved in financial positions to take an uninterrupted
annual leave pcriod of two wceks in each year.

15. The UNJSPF nanugenent accepled recomntendalion 2 and sloled hd
UN.ISPF udheres to the annual lene policy as provided by Stdlf Regulrltion 5.1
"All staff should be allot'ed appropriate annual leove" and Stalf Rule 105.
UNJSPF managemenl will encouruge personnel irnolved in fnancial posilions lo
lake an trninterrupled annuol leave period o.f tuo weeks in aach year. Based on
the action taken by the UNJSPF management, recommendation 2 has been
closeo.

B.  Resources:  s taf f ing and systems

Succession planning and talent management

16. At the tilne ofthe audit, UNJSPF did not have evidence ofa succession
strategy. OIOS observed that 20 staff mernbers at various levels across the Fund
were due for mandatory retirement rvithin the next five years. Seven of these
staff rnembers are experienced Benefit Assistants in thc Pension Entitlements
Section and five stafT members are experienced Accounting Assistants iu the
Financial Services Section. These individuals have been with tlre Fund on
average for rnore lhan 30 years and have accumulated significant institutional
knorvledge. High turnover in the key operations positious in the near future and
lack of a clear strategy for replacing them could adversely affect continuity and
the optirnal achievernent of operational goals.

17. OIOS noted that UNJSPF has committed to consider a more strategic
approach to its human resource requirements. ln this regard, the Fund undertook
a "whole o1fice" review to determine the most eflicient staffing arrd
organizational structure and ernbarked on a talent management initiative during
2008 and drafted a policy document on strategic workfbrce planning, OHRM
had launched the talent manasement initiatire in the United Nations Secretariat



around the same time, so it was decided that the Fund would join the working
group led by OHRM as a pilot department with the aims of creating a
methodology for strategic workforce planning. Holvever, the audit observed that
the policy document has not been finalized and approved by management. Also,
at the time of the audit, the timeframe and the core tearn composition of the
workforce planning exercise have not been determined.

Recommendation 3

(3) The UNJSPF management should formalize the
composition of the strategic workforce planning team and
establish the milestone dates for achievement of the exercise.
This workforce planning exercise should encompass a
strategic approach to succession planning.

18. The UNJSIF management occepled recommendalion 3 and stated that
the Working Group including UNJSPF Directors and managers and EO was
established in 2008 qnd meetings held on 2l November 2008 and 5 December
2008. The documenls were circulaled in Januory 2009 for conntents. Further
coordination wqs halted with OIC EO changes took pldce in February 2009.
OHfuM have provided theil comments (May/June 2009) and adlised that the
document is a standanl and well slructured I(FP approach. With regard to the
strotegic approach to slrccession planning, OHRM have advised "For now,
within the conle:l of SWFP, as afrst slep, succession planning focuses on inlra'
departmentol mot)ements on lateral basis." UNJSPF works wilhin the policies
outlined in 3T/AI/2006/3 on lateral moves. OHRM further advised that "in
regards to succession planning, OHRfut is now in the process of preparing the
succession plan template and methodology. During the second phase of the
SWFP exercise, the fnalized methodologt will be communicated with heads of
depqrtments and offces on clear benefts of succession p[anning include
shortened tinte to fill vacancies, proactiye search of all avuiloble talenl, greater
consislency, elc. The pivotol role of programme ntonagers in the succession
plannittg process will be contmunicated as well". As this is a new iniliative for
the UN, UNJSPF would work closely with OllRM Recommendation 3 remains
open pending receipt and review of the minutes of the most recent Working
Group meeting held during 2009.

Need tbr a consolidated staffingdocument

19. The audit noted that the UNJSPF EO did not have a consolidated staffing
document for the New York and Ceneva offices. In accordance with the
approved programme budget for the bienniur.n 2008-2009, the Fund had 214
established posts. OIOS revieu,ed the s),stem generated post incumbency report
from Web lntegrated Reporting (WIRe) and observed that it did not include all
authorized UNJSPF posts. The audit further noted that the New York post
incumbency report showed three posts marked as Geneva posts, which were not
to be counted as part of the New York stafling table as they were the result of a
system error. According to the Fund, EO generated the post incumbency report
from the WIRe for human resource management purposes. The post incumbency
report is used for HR administration purposes, including monitoring the status of



posts and contract expiration dates. Further, due to technjcal reasons the post
incumbency report for Geneva cannot be generated from IMIS in New York. [t
has to be generated in Geneva and forwarded to EO for consolidation.

20. In the view of OIOS, a consolidated staffing document showing all
authorized posts, including established posts, general temporary assistance and
temporary posts by functional units with remarks on each post would be a
valuable tool for monitoring staffing needs on a regular basis. This document
would also allow management to have complete and accurate information on
authorized posts, available resources and status ofvacancies readily available for
monitoring and decision making.

Recomrnendation 4

(4) The f,xecutive Oflice of UNJSPF should maintain a
consolidated stalfing document and periodically reconcile the
number and level of authorized posts by functional unit and
incumbency status to the information maintained in IMIS.

ZI. The UNJSPF management accepted recommendation I and stated that
the posts detailed on these hro reports (IMIS NY and IMIS GVA) represent the
total established posts for UNJSPF. The reports also reflecl the GTA posts being
utilized. The number and level of established authorized posts does not deviate
from these documents- It is clearly indicated on the report whether each post is
one of the quthorized established posts, or whether from GTA funds. (Due to

.technical error involving porameters the additionol 3 GVA posts were indicated
in the NY IMIS reporl). The EO will manualty prepare a stafing document with
the number and leyel of posts by functional unil and incurnbency stotus from the
two lll S reportl generated llom Netv York and Geneva. Recommendation 4
remains open pending receipt ofthe consolidated stafling document.

Geograohical representation and gender parity

22. According to communications from management, the Fund seeks to
practice diversity as it relates to geographical distribution. In examining
geographical representation, OIOS reviewed the annual HR book of statistics as
of 3 | December 2007 and observed that representation of staff members was well
diverse, with only four countries that were underrepresented.

23. The achievement ofgender equality in the United Nations System is one
of the important goals set by the General Assembly in its many resolutions on
gender issues, Special measures, policies and strategies had been set to achieve a
50/50 gender distribution in the near future. According to the ST/AI/1999i9
Section 4, Heads of department and ofices have responsibility and are
accountable for the implementation of the special measures set out by the
administrative instnrction.

24. As paft ofthe audit, OIOS analyzed the statistics on gender distribution
based on the current post incumbency reports. As of 3 I December 2008, the total
number of staff in the professional category and above was 76, out of which 49



(64 per cent) were male incumbents, and 27 (36 per cent) were female ln the
General Service category out of 146 posts 82 (56 per cent) were fil led by female
staff members, and 64 (44 per cent) by males. Thus, the target of 50/50 gender
pariry, established in the UNJSPF programme budget for the biennium 2008-
2009, was not met. Further, since the audit found no evidence of management
action designed to achieve the target, OIOS concluded that the Fund needed to
make additional effort to achieve the Organization's goal ofgender parity.

Recruitment and promotion

25. ln accordance lvith the MOU referred to in paragraph l0 above, all
general service and professional staff are appointed and promoted through the
normal UN appoinrnent and promotion procedures, according to the policies
applicable at the duty stations in which the UNJSPF staff serve presently New
York and Geneva. UNJSPF Secretariat and IMD have their own departmental
panels for purposes of submissions to the UN appointment and promotion bodies.
ln the audit period there was a total of 28 recruitment and promotion cases
processed, including posts approved under the revised budget AiRes/61/240 and
approved by the General Assembly resolution A/Res/62 as well as established
vacant posts. OIOS revielved these cases and observed that they have been
carried out in compliance with the requirements of the Staff Selection System
prescribed by ST/A|/2006/3.

Vacancy orocessing

26. However, the audit observed that the recruitment and vacancy
rnanagement process was very Jengthy in the Fund. OIOS' revierv of infotmation
contained in the Galaxy system on all cases initiated after I January 2006, for
rvhich selection decisions were made between 1 January 2007 and I January
2009, showed that the overall average number of days for processing vacancies
was 246- The target of 150 days established in the proposed programme budget
for the biennium 2008-2009 for fil l ing vacant posts, was not realized. In
addition, according to the post incumbency report generated from WIRe, as of20
January 2009, the Fund had 23 vacant posts, which represents a l0 per cent
vacancy rate. Further, the Pension Entitlements and Client Services Section
(PECSS) (6 vacancies or l3%) and IMD (7 vacancies or l4%) had significant
vacancy levels.

27. The audit found no evidence of a definitive management action plan
designed to achieve the stated goal of 150 days. Delays in the recruitment
process may prevent the Fund from recmiting the best suited candidates or first
choice of candidates. Fufihermore, vacancies may negatively impact the Fund's
ability to fulfil its objectives. Managers at different levels within the Fund
identified the length of the staff selection process as one of the biggest human
resources challenges they face. This matter of concem has also been raised by
several consultants in their reports on operational reviews ofthe Fund's activities
in the past.



Recommendation 5

(5) The UNJSPF management should deYelop
communicate managem€nt action plans to expedite
measure the recruitment process for the currently vacant
posts and future open positions in accordance with the UN
HR guidelines, with additional focus being placed on gender
pa rity.

28- The UNJSPF manogement accepted recommendalion 5 and stated that a
lrqcking system utilizing benchmarks Jor each stage of the process will be
deteloped to assist mdnagers tsith timely recruitmenl, providing a feedback and
rnonitoring system. IVhile not ;formally subject to reporting on gender parity,
UNJSPF does seek to support this initiative. It should be noted that only 5
professional slaf tnembers will have retired berween June 2009 and Decenfier
201.1. Recommendation 5 remains open pending the development and launch of
the tracking system to expedite and measure the recruitmeDt process for the
currently vacant posts and future open positions.

Personnel admin istration in IMIS

29. All personnel actions related to UNJSPF staff are processed in the
lntegrated Management Information System (IMIS), maintained by the Office of
lnformation and Communication Technology in the UN Secretariat. OIOS
reviewed the list of users and their functional packages in IMIS and observed an
instance rvhere access rights with capabilities to apprcve and modifl' personnel
and finance related actions, including approving and modifying withholding and
release of salary, assignment periods, time and attendance, and
disengagement/end of service, were assigned to a staff member whose functions
were not compatible with the Executive Office functions. This was an isolated
case and the audit did not find any instances of doubtful transactions in JMIS.
However, insufficient monitoring and controls over user capabilities assigned to
staff merlbers may result in unauthorized actions that have a financial
implication being recorded in IMIS.

Recommendation 6

(6) The UNJSPF management should develop and
implement a policy for assigning IMIS access to users in
accordance with their functions performed and require the
Executive Officer to closely monitor authorized functional
package capabilities assigned to every UNJSPF staff
member.

30. The LIN.ISPF ftianogement accepled recommendation 6 and stated that

functional packages in IMIS will be proposed by lhe supervisor for the staf
member, and will be reviewed and lhen aulhorized accordingly by the EO. No
stoff menthers outside of EO vill be provided with the IMIS cdpability for HR

functions, vitholtt the approval of CEO. Based on the action taken by the

and
and



UNJSPF management to remove the excessive IMIS capabilities from the staff
member, recommendation 6 has been closed.

Need for imoroved cross-training and knowledge transfer

31. A number of staff men.rbers who are beyond the mandatory age of
retirement are serving at the Fund for long perjods of time (six to 62 months). At
the time of the audit, the Fund had six staff members who have retired from the
United Nations system but were retained in senvice. The audit also found no
evidence to show that management was requiring the long serving staff to
develop and transfer their knowledge to junior staff, and to prepare documented
desk procedures. This practice indicates that there may be insufficient cross-
training and knowledge transfer from the long serving staff to newer, less
experienced staff. OIOS was advised of this insufficient knowledge transfer
during various audit interviervs. There is a need for the Fund to address the issue
of knowledge dissemination and on-the-job training.

32. OIOS further obsen'ed that no work pJans and specific outputs had been
formalized and agreed with the supervisors for four of the six staff members
appointed beyond the mandatory age of retirement. Further, there were no
formal performance evaluation reports for these four staff members. Ceneral
Procedure 2009-76 issued by the CEO, sets out the requirements for conducting
and documenting performance appraisals for all temporary staff. Section B of
the General Procedure requires that work plans be developed and agreed upon as
soon as the new staff member joins the work unit. The internal procedure also
requires that all temporary staff members be appraised taking into consideration
the nature and duration ofthe functions, in the form of an evaluation report.

Recommendation 7

(7) The UNJSPF management should establish a
procedure requiring that all staff mernbers employed by the
Fund beyond the mandatory age of retirernent have
formalized work plans and specifrc outputs, including
knowledge transfer requirements, agreed with the
supervisors, Performance evaluations should be completed
following each contract term. These plans and evaluations
should be documenaed in the personnel records.

33. The UNJSPF managenenl accepled recommendalion 7 qnd stqted lhqt
the General Procedures issued in January 2009 provide an annex for the work
plan and subsequent evalualion for lemporary stctff, to be completed by
supervisors and managers. Recommendation 7 remains open pending
submission of the most recent work plan for staff employed beyond mandatory
age of retirement with documented evidence of the knowledge transfer
reouirement.



Time and attendance

34. OIOS reviewed the approval of overtime and compensatory time off.
Based on a randomly selected sample of 69 staff members, the audit found that
all overtime and leave entitlements were duly authorized and appropriately
suppofted by documentation in the files.

35. Annual leave records and balances of staff members have not been
reconciled with the official aftendance records in lMlS. OIOS obtained and
reviewed attendance files of individual staff members maintained by the
Executive Office and compared them to the official attendance records in IMIS.
In several cases the audit noted discrepancies between the IMIS attendance
records and the attendance records collected and maintained by EO from every
section and unit ofUNJSPF.

Recommendation 8

(8) The UNJSPF management should monitor and
reconcile in IMIS the attendance records of all staff,
retroactively, Ior 2007 and 2008 and confirrn the leave
balance with the staff members.

36. The UNJSPF mandgemenl accepted recommendation 8 and stated that
the majority of cases have been fnalized and management is Jollowing up on
those coses to be completed. Recommendation 8 remains open pending
completion of the attendance reconciliation for all staff members by the
Executive Office.

Personnel fi les exceotions

37. As part of the audit procedures, OIOS tested a random sample of 69
personnel files for content and organization. There were no defined requirernents
for personnel file documentation contents. As a result, information contained in
the personnel files rvas inconsistent. A number of documents in select staff
members' working files u,ere misfiled or missing (e.g., PHP, PA, etc.). Lack of
clear criteria for maintaining documents may result in inappropriate fil ing of
documents in the personnel file and make it time consuming to locate the needed
document.

Recommendation 9

(9) The UNJSPF management should develop and
docurnent criteria for the contents of personnel files outlining
the list of documents to be stored in the personnel files of
individual staff members, and ensure that the documentation
retained in the personnel files is consistent across the Fund,
Personnel li les should be reviewed and updated according to
the new standard.
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38. The UNJSPF management accepted recomrnendalion 9 and slated thal
UNJSPF holds only v,orking fles for staff members. The Official Status File of
each UNJSPF staJf mernber is held in the Records Unit oJ AHRM. A list of the
stqndard documentation will be provided lo the auditors. The working
documents will dffir from file to file, depending on v,hether the staff member is
Iransferred, is recruited temporarily, has been in lhe UN Jor a long period oJ
time or is newly recruited. Recommendation 9 remains pending submission of
documented criteria for the contents of personnel files by the UNJSPF
management.

C.  Tra in ing,  development  and career  management

Lack of formalized training plans for some units

39. Training is an important component of a successful human resources
managellent system. Without assessing the training needs of the workforce,
management would not be able to ensure that staff are provided with the
necessary tools for optimal performance. OIOS noted that, while lnformation
Management S)'stems S€ction (IMSS), the Legal Office and IMD had formalized
their annual training plans for 2007-2008 and 2008-2009, there were no
documented annual training plans for the Financial Service Section (FSS) and
PECSS linked to individual performance appraisal systems and specific to the
functions performed. The audit further observed that there was no formal
procedure for identifying specific training needs of the personnel working in FSS
and PECSS on a periodic basis. The need for training was also raised by some
staffacross the Fund through the suruey conducted as pan ofthe audit.

Recommendation l0

(10) The UNJSPF management should ensure that each
functional unit formulates an annual training plan based on
the identified training needs of staff and linked to the PAS of
each staff member, including external technical training and
compet€ncy training offered by the OHRM. Management
should establish procedures to track the implernentation of
the approved training plans on a periodic basis as prescribed
by Administrative Instruction STlAlll99T 14.

40. The UNJSPF manogement dccepled recomntendalion l0 and slated lhal
s.upervisors in coasultalion with Senior Management and staf nembers are lo
identify and document troining needs clearly in each staf member's e-PAS.
Functional Units will monitor or continue moniloring implenentolion. Based on
the action taken by the UNJSPF management, recommendation l0 has been
closed.

Completion of UN mandatory training needs rronitoring

41. OIOS obser"ved low completion rates for rnandatory OHRM training
courses, The table below demonstrates the training completion rates for the 69
randomlv selected oersonnel files reviewed:
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Training description Compietion
cefiificates

Total
sampled

Percentage

Orientation and Prevention of
Workplace Harassment

2 69 3%

Ethics Orientatiou 3 69 4Yo

Integrily Arvareness 4 69 6Yo
Basic Security in the Field: Staff
Safet1,. Health and Weliare
(BSlrF)

15 69 22%

42. The Fund did not adequately monitor completion of UN mandatory
training by stafF members. UN mandatory courses provide gllidance on
appropriate action to take to ensure and maintain integrity, professionalism and
competencies as international civil servants. Therefore without adequate
rnonitoring of the completion of these courses, managernent cannot ensure that
staff possess the skills and are trained as mandated by the rules of the
Organization.

Recommendation I I

(11) The UNJSPF managemcnt should actively monitor
the completion of mandatory UN training cours€s by staff
members and file the certificates of completion in thc
respective personnel files.

43. The LINJSPF ntana&entent qccepled recomnlendation I I end steled lhet
an online survey has heen provided to all staffor monitoring ofcontpletion. AII
staff have been protided vith online nandatory courses und asked lLt rcgislcr .lur
workshop courscs. Courses slill Io be comltleted u-ill be documented on ePAS.
Based on the action taken by the UNJSPF management. recommendation I I has
been closed.

D.  Per formance measurement  and evaluat ions

Staff performance evaluations

44. OIOS observed that not all performance appraisals were completed and
signed-offon a timely basis. According to inforrnation provided by the Fund, as
of 19 January 2009, 42 of 164 (approxirnately 26 per cent) performance
appraisals for 2007-2008 were not completed. This represents 203 days after the
end of the cycle. Also, as of l9 January 2009, the rnid-year review was not
completed for 85 of I l8 (approximately 72 per cent) performance appraisals for
2008-2009. Furthermore. according to the survey conducted as part of the audit,
more than one-third ofthe staffdid not have an eud ofcycle discussion with their
first reporting officers. Performance appraisal system (PAS) is a managemenl
tool used to link individual work plans to the overall programme of work of
depaftments and offices, and to set goals and perfonnance standards using the
United Nations core competencies. plan work in advance and prol ide ongoing
feedback. The PAS also helps to identify training opponunities, assists 
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planning career development, enhances and encourages staff development and
continuous Jeaming, and fosters teamwork.

Recommendation 12

(12) The UNJSPF managem€nt should ensure that
performance appraisals are completed for all staff across the
Fund on a timely basis and require that first reporting
officers have a meeting with each staff membcr to discuss thc
results of their performance at th€ mid-year and end of each
pcrformance evaluation cycle,

45. The L|N,ISPF tnunagenent dccepled lecommendation l2 und stated that
cornpliance moniloring will be continued with provision o! sttttislicol and
individual.feedback to Senior Munagemenl, tt,ith a focus ot1 limely complelion of
ePl.l Based on the action taken by the UNJSPF management, recomtnendation
l2 has been c losed.

E.  F inancia l  d isc losure and declarat ion of  in terest

statements

46. In accordance x'ith the conditions of Section 2.1 (c) of ST/SGB/2006/6,
staff members rvhose principal occupational duties relate to the investment of the
assets of the United Nations, the UNJSPF or of an1, accounts lbr u'hjch lhe UN
has fiduciary or custodial responsibility must file annual financial disclosure or
declaratior.r of interest statements. The financial disclosure program is an
important component of the mission of the Secretary General to maintain and
enhance public trust in the integrity of thc UN. The primary purpose ot
requesting staff members to sr.rbmit financial disclosure statements is to identify
and propose ways to resolve conflict of interest situations arising from their
holdings (i.e. assets, inveshnents) and/or activities. OIOS revier.ved the list of
staff members required to file annual financial disclosure statenents and
concluded that the requirement for the 2007 annual fil ittg of the filtancial
disclosur-e statcments rvas satisfied.

F,  Gompla ints ,  gr ievances ancl  resolut ion process

41. OIOS observed that during the period under audit, there were three cases
of staff cornpla ints/grievances, which represerrted less than two per cent of total
staff employed by the Fund. One case related to a staff tnetnber rebutting thc
performance appraisal, one case involved a grievance on a perceived unfair
promotion practice. and another sase related to the non-renewal of a fixed tertn
appointment. The PAS rebLrttal case uas resoh,ed in accordance with the staff
rules. On the latter case. the Adrrinistrative Law Unit ruled that the UNJSPF
management had acted in conformity with the UN Staff Regulations and Rules.

48. The audit noted that the stafT-managetnent consultative machinery rvas
not properly functioning at the Fund. There is cutrerrtly atr issue in the United
Nations Staff Union as a resull of the StalT Union Polline Olficers' decision that
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the UNJSPF is not part of the Secretariat of the United Nations. The Polling
Officers had determined, from the Secretary-General's reports, that staff members
of UNJSPF were not part of the Secretariat and were therefore not eligible to
partake in the electoral process either as candidates or as nominators to stand for
positions of staff representatives in the forty-third StaffCouncil. This decision
appears to contradict the conditions of the Memorandum of Understanding with
respect to United Nations personnel procedures applicable to the UNJSPF signed
between the Fund and the Office of Human Resources Management (OHRM) of
the United Nations Secretariat on 30 June 2000, which states that the staff of the
UNJSPF are appointed by the Secretary-General and hold UN appointments, are
entitled to all UN benefits and entitlements. and are subiect to the UN Staff
Rules.

Recommendation l3

(13) The UNJSPF management should consult and clarify
with the Secretary-General the status of the UNJSPF
personnel with resp€ct to their representation and
participation in the staff-management activities, given that
the UN Staff Union Polling Officers in New York decided
that UNJSPF was not part of the "Secretariat," and
therefore were not eligible to partake in the Staff Union
actiYiti€s.

49- The UNJSPF management did not accept recommendation I3 and staled
the UNJSPF managentent believes strongly in staff - management relqtions dnd
consultqtive process antd it is committed in holding regular meelings with lhe
UNJSPF staff represenlatives. The manogernent could not, however, accept
recommendation 13, as it did not want to be perceited as interfering in internql
union mstters. Neither lhe Fund management, nor the Secretary-General nor
USG for Managemenl, would be uble to inrplemenl this recommendation which
concerns the pdrlicipation of the UNJSPF slaJJ in lhe Slaff Union elections.
These are internal union matters, and the local Units and Staf-f Council act on lhe
basis of their own Stalute and Regulations, as well as post proctice. lye
undersland that the decision of the Polling Offcers has been challenged and
therefore any intervention by managemenl could be perceived negtttively. The
matter should be pursued, nol by management bul by the Staff representatives oJ
the Fund, in order to ensure thal UNJSPF slafir nrembers can equally enjtry
representotion and participation in the organizational staJf-management
actil)ities, given their contractual stotus under UN Stoff Rules and Regulations
and the post hktory of participalion. This may involve legal inlerprelolion, but
that is up to the Union (or UNJSPF UniI) to seek, including with outside legal
assistance if needed. Consequently, as the recomnrendation ,should be directed to
the UNJSPF Staff Union (Unit) ond not the UNJSPF management, the Fund is of
the opinion thdt this recommendation does nol fall within the purview of HR
management, p!!j9.

50. OIOS notes the UNJSPF management's response but points out that
staff representation is an integral part of the staff management relations process.
As the decision made by the polling officers to exclude UNJSPF from the Staff
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Council participation was based on the Secretary General's report, a clarification
from the Office ofthe Secretary General should be sought. Recommendation l3
is reiterated and remains open pending receipt of a copy of the official
communication to the Secretary General seeking to clarify the status of the
IJNJSPF personnel with respect to their representation in the StaffUnion.

V. AGKNOWLEDGEMENT

51. We wish to express our appreciation to the Management and staff of
UNJSPF for the assistance and cooperation extended to the auditors during this
assisnment.
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