LIST OF TOPICS OF INTEREST TO STAFF
1.
Parity of remunerations and of job classification standards with those of the United Nations
2.
Review of different hiring systems currently in force and re-establishment of a qualified career service
3.
Independence of the Administrative Tribunal
4.
Implementation of Executive Order 05/07, Prohibition against Workplace Harassment
5.
Updating the performance evaluation system
6.
Establishment of a daycare center
7.
Gender equity in administrative posts
8.
Other topics
BACKGROUND

The list of topics of interest to staff is geared toward the following fundamental labor relations issues between the administration and staff of the General Secretariat:  respect for each other, respect for the remuneration and job classification systems currently in force, stability in the workplace, and gender equity.
This analysis of the background associated with each of the topics is not meant to be exhaustive but to serve as a short introduction to the topics identified.

1.
Respect for the Parity of remunerations and of job classification standards with those of the United Nations

Between 1968 and 1976 the OAS was governed by the remunerations and job classification system in force at the United Nations.  After 1976, member states unilaterally decided to end parity with the United Nations, thereby creating a period of conflict between the administration and OAS staff, which lasted until 1983.  Since then and because of two judgments of the OAS Administrative Tribunal that favored staff (Judgment 34 and Judgment 64), a new system, named the comparator, was established.  The complexity and costs associated with administering the comparator index, as well as member states’ refusal to respect the readjusted remunerations emanating from the application of the corresponding formula, the OAS eventually returned to parity with the United Nations.  Following a referendum in 1994, OAS staff members accepted the return to the United Nations system of remuneration and job classification.

On September 15, 2004 Executive Order 05-03 “Reorganization of the General Secretariat” was issued and, in the opinion of the OAS Staff Association, it represented a unilateral suspension by the administration of the United Nations Parity system in force.  To that end, on February 24, 2005, the President of the Staff Association sent a letter to the Secretary General expressing her concern, among other things, with the de facto suspension of the United Nations classification system and the consequent violation of Article 105.4.c of the Staff Rules.


The OAS Staff Committee’s position is one of total respect for the United Nations remuneration and job classification system in force at the OAS.  This signifies a rejection of an arbitrary system of compression of posts and remunerations.

Actions suggested by the OAS Staff Committee:  Re-establishment of the required parity, which should exist within the General Secretariat, between the remuneration level and the responsibilities assigned to office directors in accordance with the standards currently in force in the United Nations classification system.  This would mean overturning the measures that affected those staff members.
2.
Review of different hiring systems currently in force and re-establishment of a qualified career service

It is necessary to have a hiring system that is not only likely to create a certain level of job security but also permits and promotes professional development.

There should be a streamlining of the various types of current contracts to regularize the continued de facto use of performance contracts in order to carry out ongoing and recurrent duties.

Without prejudice to the General Secretariat’s need for a certain level of flexibility in hiring personnel with the expertise required to respond to the changing mandates of the political bodies, it is necessary to mitigate the high level of insecurity that performance contracts create within the General Secretariat.  The dearth of internal mobility, as well as the absence of evident opportunities for professional development, does not provide incentives for prompt assimilation and support for the ideals and objectives of the Organization.

The Inter-American Development Bank has recognized the benefits of having a permanent group of dedicated staff who are knowledgeable about the objectives and operations of that institution and, after eliminating its career service in the early 90s, proceeded to re-establish it in 2001.

Actions suggested by the OAS Staff Committee:  Establishment of two joint working groups, one to review the hiring system currently in force and another to study and propose the re-establishment of the career service within the General Secretariat in such a way that the Secretariat will have a balanced group of staff:  those with experience and institutional memory and those who were recently contracted and have skills tailored to the changing mandates of the governing bodies.  This will undoubtedly redound in greater efficiency and loyalty to the Organization.
3.
Independence of the Administrative Tribunal
The Staff Committee is extremely concerned by recent events which, in the opinion of the Administrative Tribunal “threaten to seriously undermine the functioning of the Tribunal and its ability to carry out its purpose of serving as an independent judicial body, and as an effective dispute resolution mechanism on personnel matters
.”
Executive Order 05-03 Corr. 1 is one of the actions that affects General Secretariat staff more directly since, according to recent remarks by the President of the Administrative Tribunal to the Permanent Council, that directive states that “…the Tribunal has been placed under the authority of the Legal Department… .”  He continued, “[a]lthough I am sure that practicality rather than any other motives produced this result, nevertheless it leaves the Tribunal in the untenable position of being administratively part of one of the parties to the cases coming before the court, namely the legal representative of the Organization.”
The President of the Administrative Tribunal also pointed out that “[o]ver the past several years we have grappled with a number of issues related to the independence and effectiveness of the Tribunal, including the handling and administration of its budget, and the fact that the Secretary of the Tribunal has been treated as part of the Legal Department. These latest issues related to preserving the independence and effectiveness of the Tribunal as an independent judicial body are even more significant and far reaching.”

The Staff Committee reiterates its statement of March 2005 to the then Acting Secretary General in order to request the adoption of measures to ensure the independence of the OAS Administrative Tribunal.

Actions suggested by the OAS Staff Committee:  Request the Secretary General to re-establish the Secretariat of the Tribunal as an independent body within the new organizational structure of the OAS, separating it from the Department of Legal Affairs and Services.  Request also that the Secretary of the Administrative Tribunal be appointed in consultation with the Tribunal, in accordance with the provisions of Article 4 of its Rules of Procedure, which states, “The Tribunal shall have a Secretary, who shall be designated by the Secretary General of the Organization in consultation with the Judges of the Tribunal, if possible.”
4.
Implementation of Executive Order 05-07, Prohibition against Workplace Harassment

Faced with the increasing number of situations of harassment in the workplace within the General Secretariat, manifested through mistreatment, abuse, harassment, and humiliation suffered by some colleagues and having seen that the OAS has been the only international organization without regulations to confront such behavior, in May 2003 the OAS Staff Committee considered it necessary to take the initiative to fill that gap and prepare proposed regulations prohibiting and punishing harassment in the workplace.  The initial proposal was sent to the Office of the Secretary General on October 1, 2003, and more recently, on April 11, 2005, Ambassador Luigi Einaudi signed Executive Order 05-07 “Prohibition against Workplace Harassment.”  This action complemented Executive Order 95-7 “Prohibition against Sexual Harassment,” regulation for which was submitted on September 29, 1995.

Actions suggested by the OAS Staff Committee:  In keeping with the provisions of Executive Order 05-07, the Organization should name and train as soon as possible six advisors and six investigators to make prohibition against psychological harassment in the workplace operational.  The Secretary General is authorized to make these nominations in consultation with the OAS Staff Association and with other dependencies of the General Secretariat.


The Organization should advise the new directors joining the General Secretariat of the existence of this regulation prohibiting psychological harassment in the workplace into the General Secretariat, as well as corresponding sanctions when it is breached.


There should be a joint effort between the Staff Association and the General Secretariat to disseminate the provisions of this Executive Order to staff members.
5.
Updating the performance evaluation system


The Staff Committee believes that a staff evaluation system that is just, objective, and effective is not only necessary in every organization but is also fundamental to the optimal development of existing human potential in an organization and for transparency in decisions on staff promotion.  In light of observed trends, the Staff Association is available to work with the General Secretariat in designing and implementing a system that combines the features mentioned, but at the same time, circumvents current shortcomings.

Without prejudice to the above, the Staff Association also considers that in order for the evaluation system to be truly effective, it must form an integral part of a personnel policy aimed at, inter alia, a transparent selection of the most qualified staff – either for employing new staff or for promoting existing staff–, efficient use of the human resources of the General Secretariat, effective training mechanisms, both for supervisors and for junior staff, and effective mechanisms for providing incentives to staff.
After four years of implementation, performance evaluations are currently done because they have to be done.  Apparently some areas have unilaterally ceased to comply with this requirement while others have taken advantage of this instrument to carry out a superficial, mechanical, or improper application of this system.  The evaluation system does not do justice to all supervisors and junior staff who, in good faith and with professionalism, have complied strictly with this requirement for the past four years.

Actions suggested by the OAS Staff Committee:  Based on the March 2004 report prepared by the Staff Committee, update the current performance evaluation system so that it could become a true incentive mechanism and improve staff performance.

6.
Establishment of a daycare center

For several years the Staff Association has considered the benefits of providing daycare services to staff members of the Organization with children 0 – 5 years old.  It is important to emphasize that several international organizations (IDB, IMF, and the World Bank) have onsite daycare, which was established because there was proof that this service increases job satisfaction, reduces absenteeism, and increases production.

Studies and surveys have been carried out to determine the possible demand for this service and its potential benefit to staff.  The results of the survey have been very positive and encouraging and they reflect the high level of support on the part of staff members for this initiative.  Discussions have been held with the administration to determine the viability of the project and the availability of possible space; District of Columbia laws related to daycare have been reviewed; and companies interested in setting up a daycare center in the OAS have been interviewed.

Space has been located in the Administrative building for setting up a daycare center as well as a provider for this type of service, who is willing to remodel the area.  Before any remodeling can take place, however, the Fine Arts Commission of the District of Columbia will have to approve a possible plan that will include a play area in open space of the General Secretariat.
Actions suggested by the OAS Staff Committee:  Establish a working group made up of staff members of the administration department and the Staff Committee to move forward in making this initiative a reality.  That working group would establish contact with the Fine Arts Commission of the District of Columbia, review proposals brought to its attention, and submit its recommendations to the administration and to the Staff Committee.
7.
Gender equity in administrative posts


Resolution AG/RES. 1790 (XXXI-O/01), “Appointment of Women to Senior Management Positions at the OAS” resolved: “to request the Secretary General to monitor closely the progress made by OAS organs, agencies, and entities in meeting the goal of having women occupy 50% of the posts at each level in the OAS by the year 2005, to keep the Permanent Council informed with respect to the implementation of this resolution, providing it every year with relevant statistics from the Department of Human Resources, and to report thereon to the General Assembly at its thirty-second regular session.”


In resolution AG/RES. 2096 (XXXV-O/05) “Appointment of women to senior management positions at the OAS” the General Assembly urged the General Secretariat, among other things, to “develop, with technical support from the Permanent Secretariat of the Inter-American Commission of Women and all people involved in the hiring and selection process, a human resources policy throughout which the principle of gender equity and equality is fully integrated.”
At the end of 2004, the percentage of women in the different professional categories in the General Secretariat was as follows:  33% at the D1 level; 28% at the P5 level; 49% at the P4 level; 45% at the P3 level; 60% at the P2 level; and 63% at the P1 level.

Actions suggested by the OAS Staff Committee:  Continue to ensure that by the end of 2005 women occupy 50% of posts in each professional category in the OAS.







�Taken from Staff News Bulletin dated April 4, 2005





