
United States Mission to the United Nations
799 United Nations Plaza

New York, NY 10017

www.usunnewyork.usmission.gov

Statement by Stephen Lieberman, Minister Counselor,

on

Agenda Item 139:

Human Resources Management

Fifth Committee of the UN General Assembly

Monday 25 November 2013

Thank you, Mr. Chairman. My delegation would like to thank Chef de Cabinet Ms.

Susana Malcorra, Ms Catherine Pollard, ASG for Human Resources Management, and

Mr. Carlos Ruiz Massieu, Chairman of the ACABQ, for their respective reports.

Let me begin by reiterating what we and other delegations have said earlier in this

session: the United Nations cannot do its essential work without the dedication and

professionalism of its staff. Consequently, the United States sees human resources

management as one of the agenda items most critical to the success of the organization

and we look forward to working with all delegations on these issues.

Mr. Chairman,

Working in partnership with the Secretary-General, the International Civil Service

Commission, and other key stakeholders, this committee has supported a number of

significant human resources management reforms in recent years including

harmonization of conditions of service and rationalizing staff contracts. We agreed to

these reforms with the understanding that they were necessary steps to improve the

UN's ability to recruit, develop, and retain the best and the brightest talent from every

member state.

Last year the Secretary-General presented a plan for staff mobility. The proposal would

havo pnab!ed the Secretary-Genera! to move staff where mandates require them and

give staff more avenues to achieve their career development aspirations. Although



many of us expressed support for these concepts of mobility, this committee was unable

to agree to the details of the plan and we requested the Secretary-General to refine his

proposal to address our main concerns. My delegation continues to believe that a sound

mobility policy will make the United Nations more effective in achieving its mandates.

For this reason we reiterate our support for the principle of managed mobility.

My delegation's main concerns with last year's proposal were a lack of clarity on costs

and significantly reduced opportunities for external candidates to compete for posts.

Also, as we stated last year, my delegation believes that mobility is ncCt an end in itself,

but rather it must be considered as one integral element of the whole package of

ongoing and upcoming human resources management reforms.

While mobility promises wide-ranging benefits for the Organization, we must approach

the upcoming discussions prudently recognizing that our decision will impact the

Organization for years to come. For that reason, my delegation must be sure that we

fully understand-- and are able to fund-- all of the costs of mobility, and we must be

assured that mobility will not significantly reduce the prospects for external candidates

who are a source of the fresh perspectives and talent that are vital to any dynamic

organization. The United Nations must be more open, not less, to the lessons that

innovative governments, entrepreneurial NGOs, and well-run private firms have to

offer.

Mr. Chairman,

The Secretary-General has now presented us a refined proposal. We commend him for

responding to our reservations and we are pleased that this new report appears to

address my delegation's main concerns. During the informal sessions we hope to

engage in dialogue that will allow us to fully understand the implications of this

proposal, and to determine whether it indeed deals with our concerns. For now, allow

me to preview a few of the most important questions for my delegation that we will

need to understand in order to successfully advance this agenda item in the short time

we have left during this main session.

First, on costs, it is helpful to know that the UN currently executes 1,635 geographic

moves at a cost of $150 million per year, not including financial incentives, and that the

Secretary-General believes that the number of geographic moves will not change

significantly if mobility is implemented. However, the report does not explain why



1,635 geographic moves--and not 500 or 2,000--are necessary to achieve mobility

objectives. We would like to understand how the Secretary-General would determine

the number of moves necessary in each year to achieve the goals of the proposed

mobility policy, and we would like to understand whether the figures given represent

all current costs. Understanding the number of annual moves required is crucial if we

are to understand the cost of mobility, and limiting the total potential budgetary

exposure is crucial if we are to support any new plan.

Secondly, on external candidates, it is encouraging to hear that compared to last year's

proposal, the refined proposal appears to improve the chances for external candidates

by giving them equal opportunity to compete for all open posts. However, the report

still does not provide enough clarity and we ask the Secretary-General to quantitatively

demonstrate the effects of the refined proposal on external candidates so that we can

make an informed judgment on this second essential question.

Thirdly, Mr. Chairman,

Earlier, we alluded to the connection between mobility and other essential human

resources management reforms. We would like to better understand these connections

and what the UN human resources management system will look like in five or ten

years when these reforms are implemented, but for now we ask the Secretary-General

to articulate plans for one reform that we believe is essential to enable a successful

mobility policy--implementing an effective performance management system.

We have long noted that the UN does not effectively measure performance. This

shortcoming precludes both rewarding superior performance or, in the cases where it is

necessary, sanctioning underperformance. Even if it did, sanctions--including

separation--are too frequently appealed in the AoJ system for long periods before being

implemented and many cases are overturned because of an ineffective performance

management system. We believe that a fair and effective performance management

system and the AoJ reforms that we seek in this committee and in the Sixth Committee

can be implemented in a way that makes the UN more effective while respecting due

process for UN staff. Aside from being crucial reforms in their own right, these reforms

are necessary to avoid moving poor performers from post to post or job to job--moves

that in some cases are at considerable expense to member states and surely at the

expense of the morale of high-performing colleagues. In this regard we are encouraged






