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Mr. Chairman,  

We thank the Deputy Secretary General for presenting the Report of the Secretary 
General on Human Resources Management. We find it useful and forward looking.  

   We note that the Task Force on Human Resources Management, established in 1998 
to advise the Secretary General on specific measures and actions for renewal and change, 
focused during 1999 and the first half of this year, on the reform process in key areas of 
human resources management.  We are glad to note that dialogue between management and 
staff has been a priority and that the Steering Committee on Reform and Management, and 
its subgroup on Human Resources Management, Chaired by the Deputy Secretary General, 
has reviewed at length the various proposals for action in specific areas.  We agree with the 
view expressed that mechanisms of accountability, monitoring processes and control 
procedures are integral parts of any new initiatives in the area of managing human 
resources.  It is in this context that we welcome inclusion of concrete elements of 
accountability relevant to human resources management in the various sections of the 
Report.  

Enumerating the various aspects of the next stage of human resources management 
reform, the Secretary General rightly emphasizes the fundamental role that the staff of the 
organization will have to play.  We also agree that the organizational culture should be 
responsive, reward creativity and innovation, and promote continuous learning, high 
performance and managerial excellence. We continue to believe that the staff have a crucial 
say in the effective and efficient functioning of the United Nations and hope that the 
organization would be in a position to provide conditions of service that are capable of 
attracting and retaining staff with the highest standards of efficiency, competence and 
integrity.  However, we doubt whether this is possible currently, given the meagre human 
and financial resources available to the organization.  We also hope that the reform 
initiatives are not mooted with an intention of either reducing the budget of the 
organization, or its staff.  If more than half of every dollar comes from voluntary unassessed 
contributions (and peacekeeping assessments), as referred to in the Report, it is not difficult 
to judge the outcome of initiatives undertaken with investments that come with several 
strings attached.  

In view of the unprecedented number of vacancies that would arise over the next five 
years, we agree that an important opportunity now presents itself in our being able to 
rejuvenate the organization through a reform of the human resources management system.  
However, we hope that the 500 regular budget posts, and the 2,400 extra budgetary posts 
will indeed be filled, and quickly. We concur with the ACABQ’s view that in formulating and 
implementing human resources action plans, priority be accorded to ensuring a systematic 
rejuvenation of the Secretariat and of retaining younger staff, particularly in the light of the 
age profile of the staff in the organization.  We also concur with its recommendation that the 
Secretary General give priority to the Human Resources Management Information System 



(HRMIS) at Headquarters and in the field, given the dependence of the reforms on the 
dissemination of information throughout the system.  

  As regards the recruitment, placement and promotion procedures, while we agree 
that programme managers who are responsible and accountable for delivering substantive 
results in their work programmes must be responsible for taking the final decisions on the 
selection of the staff who will fulfil those work programmes, we look forward to the views of 
other delegations on this important aspect.  We fully agree with the ACABQ when it stresses 
the need for advance planning in the recruitment process that would give additional time to 
programme managers to screen and judge the suitability of  all  qualified candidates. When 
we say this, we are mindful of the current unhealthy practice of writing job descriptions to 
suit specific individuals. We would also welcome every measure that would enable the posts 
being filled within a maximum of 120 days since we believe that this will help reduce 
vacancy rates at Headquarters and in the field missions, particularly duty stations in Africa 
with unacceptably high vacancy rates.  

   While we are generally supportive of the mobility concept and the proposed 
contractual arrangements, we look forward to further discussions on these subjects in the 
informal consultations.  We also note the intention of the Secretary General to establish a 
working group of the Staff-Management Coordination Committee (SMCC) to review the issue 
of Administration of Justice.  Among issues of importance, we consider career development 
and conditions of service to be the most crucial since these determine, to a great extent, the 
success of any human resource development initiative.  

   Since we now have the benefit of having read the SG’s Report on the Brahimi Panel, 
which has also commented on issues related to this agenda item, we wish to express our 
agreement with the observation that better performers in this organization tend to be given 
unreasonable workloads to compensate for those less capable.  The panel observed that 
“¼the United Nations is far from being a meritocracy today, and unless it takes steps to 
become one it will not be able to reverse the alarming trend of qualified personnel, the young 
among them in particular, leaving the organization”. We could not have agreed more with 
this observation.  Unfortunately, in the present system, meritocracy always seems to lie only 
in a chosen few countries.  

   The Secretary General’s Report A/55/507 of October 27th, on resource requirements 
for implementing the Brahimi Panel recommendations, contains proposals that would entail 
transfers from the DPI, DESA and OCHA, while significantly strengthening the DPKO, through 
redeployments. The proposal also seeks to obtain “non-reimbursable loans” – a euphemism 
for poaching – from UNICEF, UNDP, WFP and the UNHCR.  We did not want to see this 
diversion of human (and financial) resources from the developmental sectors to an area that 
is not the foremost priority of the vast majority of the membership of this organization.  We 
do hope that the Secretary General will note the serious reservations that the developing 
countries have in this connection, and we look forward to further discussions on this subject.  

   Finally, Mr. Chairman, this delegation attaches utmost importance to the discussions 
under this agenda item and will work for a consensus resolution that would best represent 
the interests of the general membership.  

 


