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AQMUHUCTPATUBHbLIE, (PMHAHCOBLIE U YCTaBHbIE BOMPOCHI

(a) PuHaHCOBOE NONOXEHMe N cMeTa pacxogoB Ha 2011 r.
Nlo6asneHune 3

O6HoBREHHas MHopMaLUa 0 CTPYKType U CUTyauum ¢ noackumm pecypcamu OpraHusauum no
coctosiHuio Ha 1 uoHa 2011 ropa

1. MpeacraBneHue MHhopmaLum 0 NHACKUX pecypcax

B nokymente CE/89/7 no ‘benon kHure' KOHBTO, npepcrtasneHHom WcnonHuTensHoMy
CoBETY, YkasbiBaeTcs: “Obwas uenb cocmoum 6 mom, 4mobbl npeobpasosamb FOHBTO 6
OuHaMUYHyto, BbICmpo pea2upyrowyto, 3hpEeKmMuUsHy, 3Ha4uMyto, NoGOMYemHyr U NPo3pPayHyH
OpaaHu3zayuto, noMHOCMbK npuHadnexawyto ee yrneHam.” B 4aCTHOCTW, B OTHOLLEHWM CTPYKTYPbI W
opraHusaumm JIIOACKMX pecypcoB, B pasgene 15 benon kHuru  rosoputcs:  « TwiamenbHoe
paccMompeHue 8akaHculli nepcoHana U knaccugukayuti Hogbix domkHocmel 8 8udy ux Ao120CPOYHbIX
nocrnedcmeutl 0nsi pecypcos. KoHmponb 3a yposHeM U30EPKEK NepCOHana UMeem 8axHOe 3HayeHue
0nsi docmuXeHUs uenu Hynegoz2o pocma brodxema 8 HOMUHabHOM 8bipaxeHuu. HeykocHUMensHo
ocywecmenssemess  npoyecc  onmuMasnbHo20 UCNOMb308aHUS  PECYPcos,  8bICBOOOXAaeMbIX
gcnedcmeue 8bixoda hepcoHana Ha neHcuro. Llens cocmoum 8 mom, ymobbi cbanaHcupogsame 000
pacxo008 Ha nepcoHas 8 uensx ysenuyeHus 6rdxemHbix cpedcme OpeaHusayuu, He C8s3aHHbIX C
NEPCOHanom».

Kpome TOro, HekoTopble YneHbl YacTo obpalatoTcs B CekpeTapuaT 3a pasbsCHEHUAMM W/nnu
[OMOMHUTENBHON  MHGOpMaLMen Mo  BOMPOCaM, KacCatoLMMCH  OpraHu3aLMOHHOW  CTPYKTYpbl 1
nepcoHana. lpefctaBnss Takyl WHgopmauuo, OpraHudaums AOMXKHA YuuTblBaTb 3TU MPOCHObI,
HeobxoanMMOoCTb B 0becneyeHn NPo3payvHOCTH, a Takke OXMAAEMOr0 YPOBHS 3aLUMTbI JIYHBIX JaHHbIX
ee repcoHana.

B uensx npeacTaBneHMs CBOMM  YneHaMm  WHGopmauuW, Kacarolencs —nepcoHana
CekpeTtapuata, 1 B TO xe Bpemsi, obecneyeHns Haanexallen 3awuTbl JaHHbIX ee COTPYAHWKOB, B
noknage [eHepanbHOTO CekpeTapsi, NpeacTaBnsieMoro MCnonHUTENbHOMY COBETY, C HaCTOSILLEro
BpeMeHu BymeT copepxatbcs WMHGopmauus o cTpykType CekpetapuaTta W CuTyauuy C MIOACKAMM
pecypcamu OpraHusauum.

B cBsisn ¢ TeM, YTO OHa ByaeT sBNSTLCS COCTABHOI YacTblo AoKNaaa, Mbl 6yaem GnaroaapHsi
YrieHaM 33 MpeLCTaBMEHHbIE UMK 3aMeuaHWs B OTHOLUEHWM €e COoAepXaHus, a Takke (hopMbl W

CTPYKTYpbI.
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2. BrogKeTHbIE NONHOMOUMA U OPraHN3aLMUOHHAA CTPYKTYpa

B pokymente A/18/15 no nporpamme pabotsl u Grogxety Oprannsauumn Ha nepuog 2010/2011
IT., KaK OH nepecMoTpeH B fokymeHTe CE/90/6(a) (nyHKT, Kacatowmiics nepecMOTpPEHHoro bromkeTa Ha
2010-2011 rr.) npeacTaBneHo KONMYECTBO, KaTeropun u pacnpeaeneHne nepcoHana ¢ pasbuekomn no
3aHumaeMbimM noctam. CooTBeTCTBEHHO, cyulecTByeT 106 yTBEPXOEHHbIX NOCTOB, M3 KOTOPbIX 48
nocToB Kateropuu cneuyuanuctos (P-level) n 6onee BbICOKMX KaTeropuii 1 58 JOMKHOCTEN KaTeropum
obuwero obcnyxmeanns (GS-level). B aToM 4OKYMEHTE Takke npeacTaBneHo pacnpegeneHne nocTos ¢
pa3buBKoit No Nporpammam (CM. no Tabnuuy nNo NepPecMOTPEHHbIM B COOTBETCTBIM C HOBOM CTPYKTYPOA
accurHoaHuam Ha 2010/ 2011 rr.).

B COOTBETCTBMM C YTBEPKAEHHbIMA OHOMKETHLIMA MOMHOMOYMAMU U TeM, Kak 3T0
npegycmoTpeHo B benoi kHure, [eHepanbHbIM cekpeTapb co3aan [pynny pykoBoAsllero cocrasa
(TPC) ans okasaHus emy nomowm B ynpasneHun OpraHusauuenn. Kpome 'eHepanbHOro cekpetaps B
coctas 'PC BX04AT TPU UCMOMHUTENBHBIX AMPEKTOPA (MO CBA3SM C YneHamu 1 ycnyram, no MporpamMme
1 KOOPAWHALWW, NO BHELUHUM CBSA3SM W NapTHepCTBaM), [MpekTop no aAMUHUCTPATUBHBIM BOMPOCaM W
pykoBoauTenb annapara. Kaxabii uneH MPC HeceT OTBETCTBEHHOCTbL 3a YnpaBneHue onpeaesnieHHbIMu
nporpaMmmMamm 1 MOCTOSHHbIA KOHTPOSb 3a XOLOM WX OCyLLeCTBneHus. B Huxecneaytowen tabnuue
npeacTaBrneHa CTPYKTypa MOCTOB, 3aKpensieHHbIX 3a Kaxgoi nporpammoit Ha 1 wmoHa 2011 r. Ota
Tabnuua MoxeT OBGHOBNATLCH HA OCHOBAHWW PELUEHWA, NPUHATLIX NO PEKOMEHOALMAM KOHCYNbTaHTa
MO ONUCaHMIO, ONPEAENEHMI0 KaTeropun 1 CTPYKTYPbl MOCTOB.

Tabnuua 1: CtpykTypa nocToB ¢ pa3buskoi no Mporpammam

Ha3BaHue nporpammbi Ha3BaHue nocrta K-so MoaunHeHue
nocToB
PYKOBOACTBO
["'eHeparnbHbI CekpeTapb 1
Ocpuc MenepaniHoro PykoBoguTenb annaparta 1 rc
CeKpkTaps
HavyanbHWK NpOTOKOMBHOro 1
otgena
ACUCTEHT nporpaMmbl 2
[ naBHbI BOAUTENb 1
[Mporpamma u icnonHWUTENbHBIA QUPEKTOP 1
KoopauHaums (MO/MK)
CrapLumin acucTeHT nporpamMmbl | 1
BHeLLHWe OTHOLLEHMS 1 VcnonHuTENbHbIN AUpEKTop 1
napTHepcTBa (/o)

Crapmin acucTeHT nporpammbl | 1
VcnonHuTENbHbIN AUpEKTop

(na/cyy)
Crapwmid acucTeHT nporpammbl | 1
AIMUHNCTPATUBHBIE 1 Ivpexrop (IAGB) 1

(h1HaHCOBbIE BONPOCH!

Crapmin acucTeHT nporpammbl | 1

PernoHanbHble

nporpaMmb|
Pz:;g:s:waﬂ MPOTPAMMA | peryonansHbii LVPEKTop 1 no/cuy
3amecTuTenb pernoHanbHoro 1
AupekTopa
Crapwwuit/acucTeHT nporpammel | 2
PervoHanbHas nporpamma | PervmoHanbHbIn gupektop 1 Na/cyy
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HasBaHue nporpammbI Ha3sBaHue nocta K-Bo MoaunHeHue
nocToB
- AMepunKaHCK1I pernoH
3amecTutenb pernoHanbHoro 1
AVpeKTopa
CrapLumi/acucTeHT nporpamMmel | 2
T\Q&ﬁ%ﬂimﬁxya PervioHanbHbIA QMPEKTop 1 no/cyHy
3amecTuTenb pervoHanbHoro 1
AVpeKTopa
CrapLumin/ accucTeHt 9
nporpamMmbl
?E;Vé%maamaﬂ POTPaMMA | e yonanbHbiiY AVPEKTOp no/cyy
3amecTutens pernoHansbHoro
AVpeKTopa
CrapLumin/ accucTeHt
nporpamMmbl
I_DE;MM(ZL-I:;;I;ZTHSEFMMMEI PervoHanbHbIn QMPeKTop 1 no/cyHy
CrapLuuit/ accucteHT 9
nporpamMmbl
ONEPATUBHbIE
NPOrPAMMbI
YCTON4YMBOE pasBuUTHE 1
TypHam [vpekTop nporpamMmbl 1 rc
CoTpyAHMK Nporpammbi 2
TexHuveckoe
COTDYAHMYECTBO 1 YCrTyTH [pekTop nporpammbl 1 na/mnK
MeHezxep nporpaMmbl 1
CrapLumin/ accucTeHT 4
nporpamMmbl
CratucTuka un
BCMOMOraTeNbHbI CHET [npekTop nporpammbl 1 WO/BCM
Typu3ma
CoTpyaHuUK nporpammbl 1
CrapLumin/ accucTeHT 3
nporpamMmbl
[MpncoeanHMBLUMECS
uneHb [ AnpexTop nporpammbi | WO/BCI
CrapLumin/ accucTeHt 9
nporpamMmbl
KoMMyHuKaLmm MeHemxep nporpaMmbl 2 rc
[NaBHbIN Npecc-aTTalle 1
Crapwwi/ accucteHt 1
nporpamMmbl
TeHaeHUMM n
MapKeTUHroBble cTpaternn | MeHemxep nporpammbl 1 na/BCN
Typuama
CoTpyaHuUK nporpammbi 1
CrapLumin/ accuCTeHT no 9
nporpamme
YnpaBneHue puckamu n
yperynupoBaHve MeHemkep nporpammbi 1 WO/BCI
KPU3MCHBIX CUTYaLi
VHCTUTYUMOHATBHBIE 1 MeHemxep nporpamMmbl 1 nO/BCN
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HasBaHue nporpammbI Ha3sBaHue nocta K-Bo MoaunHeHue
nocToB
KOpnopaTuBHbIE
OTHOLLIEHUS
YnpasneHue
TyDHATPABIEHHAMN MeHemxep nporpammbi 1 NO/MK
AccuCTeHT nporpamMmbl 1
VIHipopuaLYOHHbIe MeHemxep nporpammbi NO/MK
pecypcbl 1 apXuBbl
CrapLuuit/ accucteHT 3
nporpamMmbl
OTU4ECK0e M COLaNEHOS MeHemkep nporpammbi 1 no/cyHy
N3MepeHve Typuama
ACCUCTEHT nporpaMmel 1
®oHg Themis ACCUCTEHT nporpammbl 1 rc
BCMOMOIATEJIbHbIE
NPOrPAMMbI -
NPAMAA NOAAEPXKA
YNEHOB
Mporpamma
KOODIMHALYS MeHemkep nporpamMmbi 1 NO/MK
COoTpyaHVK NporpaMml 1
lNepesog,
KOH(epeHUyOHHas PykoBoauTenbs nporpammbl 1 no/cyHy
AEATENbHOCTb U
[OKYMEHTaLWs
MeHemxep nporpaMmbl 1 1
nepeBoaYMK/apabCKuii A3bIK
[NepeBoaYMKm 4
CrapLumin/ accucTeHT 9
nporpamMmbl
ngj?:gisr: mE- AcCUCTEHT nporpammbl 1 NO/MK
SApmapku MeHemxep nporpammbl 1 na/cyy
ACCUCTEHT Nporpammbl 1
BCMOMOIATENIbHBIE
NPOrPAMMbI -
HENPAMAA
NOJOEPXKA YNEHOB
BrogxeT 1 puHaHChI MeHexep nporpaMmbl 2 JA®B
Crapwwi/ accucteHt 9
nporpamMmbl
KomaHaupoBku CoTpyAHUK Nporpammbi 1 JA®B
AccuCTeHT nporpammbl 1
Jlioackue pecypcbl PykoBoguTenb nporpammbl 1 JA®B
Crapwwi/ accucTeHt 9
nporpamMmbl
HOpnanyeckme Bonpockl 1
3Ky CoTpyaHUK Nporpammbl 1 OA®B
WHdopmaLmoHHo-
KOMMYHWKaLOHHble PykosoguTens nporpammbl 1 OA®B
TEXHONOMM
CoTpyaHUK NporpaMmbl 1
CrapLumin/ accucTeHt 3
nporpamMmbl
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HasBaHue nporpammbI Ha3sBaHue nocta K-Bo MoaunHeHue
nocToB
CrapLumin/ accucTeHt
3akynku, 30aHue n oxpaHa P 9 JA®B
nporpaMmbl

Bwug, kaTeropus, KONM4YeCTBO NOCTOB B KaXAO0M NPOrpamMMe 1 OCHOBHbIE JIMHUM NOLOTYETHOCTM
COOTBETCTBYKT nepecMoTpeHHoMy OiompkeTy Ha 2010-2011 rr. u CTPyKType, NpeaycCMOTPEHHON B
Benoi kHure. HasaHus noctoB ByayT Aanee cTaHoapTU3MPOBaTLCS C YH4ETOM OBHOBNEHUS CTPYKTYpPbI
CekpeTapuaTa Ha OCHOBE peKOMEHAALMIA, MOMyYeHHbIX OT HE3aBMCUMOTO CrieLuanmcTa no OnucaHuIo,
YCTaHOBMNEHWIO KAaTEropuil 1 CTPYKType NOCTOB.

3. Tekywas cutyauus ¢ yKoOMnneKroBaHMeM nepcoHanom
lMpeacTasneHHas B Tabnuue 1 CTpyKTypa CoOTBETCTBYET yTBEpXAeHHbIM 106 noctam. OgHako,
He BCE MOCTbI 3aHATbI. 3anofHEHNe BakaHCUI, NOCHe NPUHSATIS COOTBETCTBYIOLLETO peLleHus, Byaet

NPOBOANTLCS Ha KOHKYPCHOW OCHOBE, KaK 3TO YKa3aHo B JokyMmeHTe CE/90/6(a).

ViHcbopmaums 0 hakTUYECKOM KONMYECTBE COTPYAHMKOB C pa3buBkoil MO KaTeropusm, nony,
HaUMoHanbHOCTU 1 Bo3pacTy Ha 1 uoHs 2011 . cogepxutea B Tabnuuax 2, 3, 4 1 5 Huxe:

Tabnuua 2: PacnpepeneHue nepcoHana no kateropuam (01 nonsa 2011 r.)

Kateropus | P.1 P.1 P.1 P.1 P.1 B';;”e
Konunyectso 2 10 12 8 8 4
KaTeropus G.2 G.2 G.2 G.2 G.2 G.2
Konunyectso 3 7 15 17 10 0

Tabnuua 3: PacnpepeneHnne nepcoHana no kateropusim u nony (01 uoHsa 2011 r.)

areropma P | 6s | BCErO
JKEHLWHbI 18 34 52
My>K4WHb 26 18 44
BCEro 44 52 96
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Tabnuua 4: PacnpepeneHue nepcoHana no HauMoHanbHOCTH U KaTeropuam (01 uoHsA
2011r.)

Kareropusa P
U Bbllle

1

@
w
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ABCTpyUs

Anxwup
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Crpaua GS Kareropusa P
W Bbllwe
Ypyrsait 1 0
OunnunuHbl 0 1
dpaHuus 3 5
[senuapus 1 0
BCEIO 52 44

Xots B OpraHusauuv He CyLecTBYeT reorpahyeckor KBOTbl, OHA y4MTbIBAET HEOBXOAMMOCTb
HaMa nepcoHara Ha Kak MOXHO 6onee Lmpokon reorpaduyeckon ocHose. B Cekpetapuarte FOHBTO
paboTatoT rpaxaaHe Copoka AByX CTPaH.

Tabnuua 5: PacnpegeneHue nepcoHana no Bospacty u kateropusm (01 uonsa 2011 r.)

B Kateropus Kateropus
03pacTHas
creumanmcToB obuero Bcero
rpynna
nBblle | 0b6CnyxMBaHNs
29 nnu 1 1 9
MeHee
30-39 6 20 26
40 - 49 11 10 21
50 -54 8 9 17
55-59 12 10 22
60 1 1 2
61 1 1 2
62 nnu 0 0 0
Bornee
Bcero 40 52 92

B npeactaBneHHoi Bbilwe Tabnuue He ykasaHbl COTPYAHUKM, UMEIOLLME CPOYHBIN KOHTPAKT Ha
BbINOSHEHWE  YNPaBMEHYECKUX (DYHKUWMA, CPOK MOSMHOMOYMA  KOTOpbIX ucTekaeT 31.12.2013
(TeHepanbHbIit CeKpeTapb ¥ TPU UCMOMHUTENBHbIX AMPEKTOPA).

B cootBetctBuM ¢ [onoxeHusamm o nepcoHane KOHBTO u nonoxeHusmm O6beanHEHHOro
neHcnoHHoro oHaa Opranusaumn ObbeanHeHHbIX Hauuil paHHUI BbIXOL Ha NEHCUIO BO3MOXEH C 55
net v ganee. Bospact 0bsi3aTesibHOMO BbIX04a Ha NeHCuo coTpyaHukoB OpraHusaumun coctasnseT 62
roga (ctatbst 24.4 lNpaBun 0 NepcoHane), 3a UCKMIOYEHNEM CryqaeB, Koraa eHepanbHbIi CekpeTapb
NPUHUMAET CneumanbHoe peLueHne 06 OTCTYMEHM OT 3TOro npasuna.

Mo cocTosHMI0 Ha 1 MIOHS Cnegyolme ykasaHHble B Tabnuue 1 gecsTb MOCTOB OCTATCS
BaKaHTHbIMU:

Tabnuua 6: BakaHTHble nocTbl Ha 1 uoHA 2011 T.

HasBaHue
HasBaHue nocta CraTyc BakaHcuu
nporpaMmme|
PervonansHas
nporpaMma asis PervoHanbHbIn OUpexTop He NpUMeHseTcs
Esponbl
Cratuctuka u [npekTop nporpamMmbl He NpuMeHsieTcs
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HasBaHue
nporpammb|
BCMOMOraTesbHblii
CYeT Typuama
YcTonymsoe
pasBuTHe Typu3ma

PervoHanbHas .
CTapLumin NOMOLLHKK MO
nporpaMma ans He NpUMEHsIeTCs

nporpamme
Adpuku porp
PervoHanbHas
nporpamMma ans CTapLumit NOMOLLHMK MO
AmepuKaHcKoro nporpamme
per1oHa
PervoHanbHas .

CrapLuuit NOMOLLHWMK No
nporpamma ans He NpuMeHsieTcs

nporpamme

BrnvxHero BocToka

HasBaHnue nocra CraTyc BakaHcuu

CoTpyaHuK Mo nporpamme He NPUMEHSIETCS

HE NPUMEHAETCA

CrapLumit/ NOMOLLHWK No

KommyHwKkaLmm He NPUMEHseTCs
nporpamme
- CrapLumit/ NOMOLLHMK No
Thémis He NpuMeHsieTcs
nporpamme
CrapLumit/ NOMOLLHMK No
BHyTpeHHue cnyx6bi He NpUMeHseTCs
nporpamme

OKoH4YaTeNbHbI CPOK Nogauw
3asBMNEHWA HAaCTynu.
MpOBOANTCA pacCMOTPEHe
3asBIEeHUN.
UNWTO/PERS/VAC/01/2011

TeHzeHummn 1
MapKeTUHrOBbIE CoTpyaHuK no nporpamme
cTpateruv Typuama

Otmevaetcs, uto, Kak nmpegycmoTpeHo B gokymeHnte CE/90/6(a) no nporpamme paboThbl
OromxeTy Ha 2012-2013 rr., Ans coxpaHenus OpraHusaunei NONUTHKA HyNEBOrO0 HOMUHANBHOO PoCTa
B3HOCOB UYIEHOB W BbLIMOMHEHMS MporpaMmbl B Mpedenax BblOENEHHbIX Ha Hee BHmKeTHbIX
accurHoBaHuit, notpebyetca gepxatb 10 MOCTOB BakaHTHbIMM MO COCTOSIHUIO Ha JHOBON MOMEHT
BpeMeHu. [lanee 0TMEYaeTCs, YTO COXPaHSIOLLMECS BakaHTHBIMM MOCME BbIXOZ4A HA NEHCUI0 NepCoHana
nocTbl  MO3BONSAT [eHepanbHOMY CekpeTapilo nepecmaTpuBaTb M OMTUMM3MPOBATb CTPYKTYPbI
nporpamM, obecrneunsas onpefenieHHyld TMOKOCTb B OTHOLIEHUM BO3MOXHOCTEN  BblAEMneHuUs
HaZAnexXallmx CpeacTs Ans YAOBNETBOPEHMS BO3HMKaKOLWMX NOTpebHocTen. COOTBETCTBEHHO, MOXHO
OXugaTb, YTO B Brvkanilee BpeMsi Ha HEKOTOPbIE M3 BbilLEYKa3aHHbIX BakaHCUil HAEM COTPYAHMKOB
Npon3BOANTLCS He Byaer.

4, Bonpocbl nepcoHana
OcHoBHble CBSA3aHHbIEe C NEPCOHANOM COBbITUS BKNIOYAIOT B CeOS:

e YcureHne npouedypbl HailMa nepcoHana Ha OCHOBE KOHKypca C y4acTWEM BHELLHUX
kaHamaaToB nyTem nybrmkauum o6bABMEHUIA O BakaHCUsX, a Takke ycuneHue ponu CoseTa
tOHBTO no HasHayeHusiM  npofsuxeHuio no cnyxbe B obecneveHnn cobnioaeHns npoueayp
KOHKypCHOro 0TO0opa 1 pacCMOTPEHUM U OLIEHKE 3asiBNEHWIA;

e YnyuylleHne CUCTEMbI EXErOAHONM aTTecTauuy nepcoHana Ha OCHOBE pe3ynbTaToB paboTbl K
pekoMeHpauuin paboyeit rpynnbl, CO3AAHHOA B LENSX NEepecMoTpa COOTBETCTBYHOLMX
opmaToB 1 cchep AeATENbHOCTY;
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e [lepecmOTp MOCTOB U KaTeropuin nepcoHana. B coOOTBETCTBUM C NPEANOXEHUAMU BHYTPEHHEN
paboyeit rpynmbl, 3aHUMaBLUENACS 3TUM BOMPOCOM, [eHeparnbHbIi CekpeTapb HasHauun
BHELLHEr0 KOHCYNbTaHTa, Creuuanuanpyiowerocs Ha onucaHuy nocToB W onpedeneHnn ux
kaTeropuit B cooTBeTcTBMM €O cTaHgapTamum OOH. [MosicHMTenbHas 3anucka KOHCyMbTaHTa
npunaraetca Kk Tabnuue 1 HacTosiwero OokymeHTa M 6ydeT paccmoTpeHa BMeCTe C
PeLLeHNAMI, NPUHATLIMWA COrMacHo 3TUM pekoMeHaaumsam.. MepecmoTperHas Tabnuua Byaet
npeacTasneHa /icnonHUTensHOMY COBETY Ha ero crnefyroLen ceccum;

e [OHBTO nog pykosoacteom KMI'C npoBena o6cnefoBaHne CTOMMOCTM XKU3HW Ha MecTax. 310
obcnenosaxve nposogutcs KMIC pa3 B NATb NET BO BCEX MECTaX HAaXOXAeHMs LTab-kBapTvp
OOH ans onpeaeneHus KOppeKkTMBa No MecTy cyx0bl NnepcoHana Kateropun cneLmanueTos.

e Ob6yyeHne nepcoHana B LENsX NOLAEPXKW NPOECCHOHANbHBIX HABbIKOB MOSb30BAHNA
WH(OPMALIMOHHO-KOMMYHMKALIMOHHBIMI TeXHoMorvsaMn. B yacTHocTi, 310 06y4yeHne Obino
NpoBeEeHO B CBS3W C HeaaBHMM nepexogom CekpeTapuata Ha MCnonb3oBaHue nporpamm
Windows 7 n MS Office 2010;

5. W3meHeHus, koTopble NpegnaraeTcs BHecTH B MpaBuna nepcoHana

CekpeTapuart Takke HaMepeBaeTCs NPOLOKUTL YNopsioYeHne CBOMX [MonoXeHuin M npasun o
nepcoHane, kak OHW Obinn  yTBEPXKAEHbI MCMONHUTENbHLIM COBETOM BO BPEMSt BCTYMNEHWS
Opranusaumn B Obwyto cuctemy Opranmsaumn ObbeanHeHHbIX Hauuin. Hanpumep, Hopmbl KMITC B
OTHOLIEHMM MPUMEHEHUST  MeXZyHapOAHOro cratyca K cotpyaHukam OpraHusauun kateropum
cnewuuanucToB He OTpaxeHo Hadnexawum obpasom B [Npasunax o nepcoHane FOHBTO. B aToit cBsasm
[eHepanbHbI cekpeTapb XxoTen Obl NpouH(OpPMMPOBaTb WCNOMHUTENbHLIA COBET O TOM, 4TO
CekpeTapuat 6ydeT npogo/mkatb nepecmatpueaTtb cBou [lpaBuna O NepcoHane B LEnsax WX
cornacoBaHusi ¢ npaesunamu u npaktukoin Oben cuctembl OOH. 3meHeHus1, KOTopble npeanaraercs
BHecTu B [lpaBuna o nepcoHane, 6yayT npeactaBnaTbes CnonHUTENbHOMY COBETY B COOTBETCTBIUN C
Monoxennem o nepconane 1 (Lienb).
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ANNEX
WORLD TOURISM ORGANIZATION

Executive Summary

Introduction

1. The Review of the Generic Job Profiles of the United Nations World Tourism Organization
(UNWTO) was conducted by consultant, Patricia Suarez, under the direction of Ms. Carmen
Molina, HR Chief during the period March through May 2011. This review was recommended
by the Secretary General, UNWTO, and the Working Group on Generic Post Description in its
report of 22 October 2010.

Terms of Reference

2. The Terms of Reference of the review established as its main assignment to review the existing
generic post descriptions (P and GS posts) in line with the new organizational structure of the
Secretariat introduced in March 2010 by carrying out the following main activities:

a) Review of the current grade level descriptors in line with the new organizational
structure of the Secretariat and, as needed, editing the descriptions;

b) Confirmation of the profile and grades level attached to each generic post (descriptor)
and its compliance with the ICSC standards (newly introduced standards), including
proposal on titles (operational and generic);

c) Definition of the eligibility criteria that would apply for any upward move in the same
post;

d) Propose procedures and periodicity on how to carry out the above (Note: promotion
requests are referred to the Appointment and Promotion Board), and

e) Recommend “good practices” in this regard.
3. The Terms of Reference for the Review are provided in Annex 1 to this report.
Methodology and Approach

4. In preparation for the review, background material on the reorganization, the report and all
background information and the final report for the 2004 full Classification Review were provided.
At the start of the review, on March 4, 2011 the consultant visited the UNWTO Headquarters’ office
in Madrid and received additional information including the Circular NS/708 that informed staff of the
developments on the reorganization resulting from the senior staff meeting held on 2 March 2010,
the Final Report of the Working Group on Generic Post Description, and the Memorandum on the
Budget 2012-2013: Estimation of Staff Costs. The consultant also had the opportunity to meet with
the Secretary General, The Head of the Staff Association, The Director of Administration and
Finance and the Human Resources Chief.

5. Following these meeting the consultant reviewed the materials, had several phone calls and email

exchanges with the HR Chief, produced a draft format for the GJPs, and resolved a number of
issues regarding the review. The consultant also consulted with HR staff in several organizations

10
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with the objective of receiving information on the practices in their organizations for criteria, policies,
procedures and practices for upward mobility in their organizations.

6. On April 28 a teleconference was held with the consultant, the Secretary General, the Director,
Administration and Finance, and the Chief, HR, to discuss in detail the first two points of the Terms
of Reference. A very good discussion ensured and this report now reflects the decisions made in
the conference, along with other comments received after this conference call. The report is now
expanded to include findings and recommendations on the entire TOR and should now be
considered the final report.

Findings and Recommendations
7. Based on the Terms of Reference the following findings and recommendations are presented.

a) Review of the current grade level descriptions in line with the new organizational structure
of the secretariat and, as needed, edit the descriptions and

b) Confirm the profile and grades level attached to each generic post (descriptor) and its
compliance with the ICSC standards (newly introduced standards), including proposal on
titles (operational and generic).

8. The consultant reviewed Working Group’s report and the analyses it carried out for both the P and
the GS posts. It appears that the work was well done and will be a valuable tool when looking at
factors that should be considered in evaluating new posts and/or reassignments and promotions. It
also provides a UNWTO “stamp” on the ICSC classification standards for both groups of staff. The
work conforms to the new organizational structure.

9. The consultant agrees with the Working Group that generic titles should be used for both P and GS
posts within the organization for internal purposes and recommends that Descriptors be used
with the generic title for public and external use. Thus a Programme Officer may carry a
descriptor — Programme Officer — Risk and Crisis Management, Programme Coordinator — Asia and
Pacific, or Program Assistant — Budget and Finance.

10. The consultant did not edit any of the descriptors. Instead an analysis was done of the Generic Job
Profile format used by UNWTO and compared it to that of several other international organizations —
the United Nations (UN), the World Food Programme (WFP), the International Atomic Energy
Agency (IAEA) and the ICSC Benchmarks. Based on the analyses the consultant recommended
that the GJP format be used for both Professional and General Services staff, and that the format
be rearranged to include sections that are more in line with the other organizations. Annex Il is a
Comparator Matrix that shows how the UNWTQ”s format compares with other organizations as well
as with the ICSC standard benchmarks for GS staff.

1. The modified format was then reviewed by the HR Chief and accepted as the new format for both
the Professional and General Services jobs. The Consultant than proceeded to redevelop the
Generic Job Profiles in the new format. The Package of GJPs is attached as Annex Ill and
includes:

Programme Director P5, D1

Programme Coordinator P3, P4
Programme Officer P1, P2

Senior Programme Assistant, GS6, GS7
Programme Assistant GS4, GS5

Office Assistant GS2, GS3

11
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12.

13.

14.

15.

16.

17.

18.

19.

It was agreed that the Translation Service jobs would be separate and have titles common to
those within the UN system, and they would be required to meet the standards for UN translator
jobs, which is the current practice. These GJPs form part of Annex |Il.

The purpose of having dual grades is to show the possibility of movement from one grade to the
next. The “Accountability section provides a mixed sampling of tasks at both levels while the
‘Results Expected”. “Work Relationships”, “Experience”, and “Competencies” are defined by grade.
This provides a distinction at each grade and shows the minimum requirement for the job at each
grade level. Managers (Officials responsible for a programme) will be able to look at the work of the
programme, determine the level of responsibility needed to carry out that work and then determine
the staffing needs for the programme. Staff will be able to see the jobs of the programme and how
their individual job fits into the overall work plan.

The Director GJP has a D-1 added to it so that it may be possible, that the Director could, in the
future, and in some specific cases, be graded at D-1. More complex programmes, with multiple
activities and functions may develop, and for that a D-1 may be warranted. Again it is the work
programme that will define and determine what grade level is warranted.

There is no GJP developed for a Programme Chief or Manager. The Consultant could find no
rationale for having either a Programme Manager or a Programme Chief. Units are small; most
consist of 2-3 staff and perhaps a couple of consultants or collaborators. The management factor is
more for the programme than for the staff. With such small programmes it was considered
unnecessary to have Executive Directors and Directors and then two additional management
positions. After a very detailed discussion with the SG, Director Administration and Finance, and
Programme Chief, HR, it was decided that for those who primarily manage a programme, with small
groups of staff, the title Programme Chief and Manager be eliminated and the title Programme
Coordinator be used for posts at grades P3 and P4. Programme Officer would be used for grades
P1 and P2.

A new grade level has been added to the Senior Programme Assistant profile as there may be
some jobs for which a GS7 would be appropriate. The criteria for this level would, as with all jobs,
be defined and determined by the work of the programme.

While titling is unique to each organization, the title Senior is usually reserved for the most senior
staff in whatever category they may work. In UNWTO the majority of General Services staff have
the title “Senior”. In the Annex to the Circular NS/708, 36 Programme Assistants have the title of
senior out of a total of 58 General Service positions. In most organizations the title senior is
reserved for those at grades GS6 and GS7. A more normal grouping would be to have the
Programme Assistants at G4 and G5 and the Seniors at GS6 and GS7. Currently there are 19 staff
at GS5 and 15 at GS4. For professional growth, discussed later in this Report, it would be better to
have growth from GS4 to GS5, then organization —wide competition, for those jobs at GS6.
Organization-wide competition for those at GS7 would also be advised since at that level a more
competitive criterion should be established.

It is recommended that the GS5 level jobs not carry the title “Senior”. This would be in line
with most UN organizations. The change could be done by attrition for those staff that
currently carry the title “senior” or explained to the staff as an adjustment to meet the titling
used throughout the UN system.

All GJPs are submitted in draft for and it is recommended that all the GJPs be reviewed for
comments/ additions and changes so that they can be finalized and used for future staffing
exercises.
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20. The grades proposed for each of the GJPs are in line with those in other organizations vis a vis the
ICSC standards. However, in reviewing the titles and the grades of staff in the UNWTO it is
apparent that the grades are not always in line with the current titles nor with the proposed new
titles, i.e., a Programme Manager may be at P3, P4, or P5. A Senior Programme Assistant may be
graded at GS4, GS5 or GS6. A Programme Officer may be a P1, P2, P3 or P4. This is not in line
with grades in other UN organizations and needs to be addressed. If the grades and titles are
accepted then it is recommended that titles be adjusted as set out in this report.

c¢) Define the eligibility criteria that would apply for any upward move in the same post.

21.  UNWTO is a very small organization and the possibility for career advancement and lateral
transfers throughout the organization is not readily available. With only one or two positions in
each work programme, within the two tiers of staff, there is little chance for advancement unless
a person can grow within the job. However, this growth can only be justified if there is work in
the Programme that justifies the higher grade, and the person is able to meet the criteria for that
work. Additionally, in most cases, there are not multiple jobs throughout the organization where
a reassignment would be available.

22. In the Regional programmes, the Professional positions are relatively few and there is often a
requirement for knowledge of the region or a language skill which may eliminate some
otherwise qualified candidates. In the Operational and Support Programmes, some specialized
knowledge is often the criterion for a position. For the GS staff the same is true. This limits the
possibilities for lateral transfers as well as promotions to positions outside the current
programme of the individuals.

23. Based on the above situation and the limitations it implies, it is recommended that the criteria for
professional growth promotions be as follows:

o The work programme demonstrates an existing and future business need for the
higher graded position:

o The staff member currently in the position is qualified to carry out the assignment at the
higher level;

o The staff member has a minimum number of years of experience at the previous level
as defined in the GJP;

o The staff member has had positive performance evaluations in the past three years,
including at least one outstanding or excellent one;

o The staff member is in full compliance to Standards of Conduct for International Civil
Servants.

d) Propose procedures and periodicity on how to carry out upward mobility, i.e., professional growth
promotions

24. Based on information received from other organizations, the following are procedures are
recommended for professional growth promotions.

o In agreement with the Secretary General and in coordination with the Chief of Cabinet,
the Programme Coordinator, HR should send a memorandum to the Executive
Directors with the schedule for the Annual Professional Growth Promotion Review.

1 This is taken mostly from the Asian Development Bank but is in line with the Inter-American Development Bank and the
European Investment Fund. Eligibility criteria have been added based on discussions with UNWTO staff.

13



CE/90/5(a) Add.3

14

25.

26.

27.

° Requests for professional growth promotions should be submitted by the Executive
Director for the Programme or the Director, Administration and Finance once a year;
o The direct supervisor of the person for whom the promotion is being submitted should

prepare the individual request, together with a copy of the GJP and a brief statement of
how this job supports the work of the programme as well as a statement that the staff
member meets the criteria, listed above, for the next grade level;

o The Programme Coordinator, HR (currently called the Programme Chief, HR) should
review the documentation, ensure that it is complete, and then assemble all the
requests into portfolios and distribute them to each of the members of the Promotions
Review Board at least ten days before the meeting is to take place. Depending on the
number of promotions under review the Programme Coordinator, HR, may suggest that
multiple meetings be held.

o In addition to the members of the Appointment and Promotion Board the Executive
Director sponsoring the request, along with the immediate supervisor of the staff
member should be available to answer any questions, as needed.

o The recommendations of the Board should be recorded and provided to the Secretary
General for decision within one week of the meeting.

o If approved, a personal action form with a letter of congratulations should be provided
to the staff member shortly thereafter.

o Once finalized these procedures should be available to the staff in a Staff Circular.

Recommend “good practices”

The consultant contacted several international organization that have some form of professional
growth promotions and also some that do not. Most are organizations where the consultant had
worked or knew people within those organizations. The following are examples of what is
currently in practice.2

The UN Secretariat does not have “in post” or professional growth promotions. Staff have
annual performance appraisals but there is no grade or monetary award associated with it. At
one time there was a procedure in place to award outstanding performance, but the consultant
has not found any professional growth program. However, jobs may be upgraded if the
supervisor fills out a Request for Promotion Form and then submit it to a programme in Human
Resources where it will be reviewed by an HR classification person. It might also require a desk
audit. This is not a recommended “good practice.”

The World Food Programme has a form of professional growth promotions for Professional
staff. In WFP there is a policy of mobility and a newly recruited staff member must sign a
statement that he/she would be available to move between field and headquarter positions
periodically.

Staff may be reassigned to sit on a post that is one grade higher or lower. There is no
additional compensation for sitting on a post that is one grade higher and no reduction in
compensation for sitting on a post one grade lower. A Special Post Allowance may be given if
the post is two grades higher. Periodically staff are reviewed and personal growth promotions
may be given. This model does not appear to be a workable one for UNWTO model as there is
no mobility policy, no field staff and not enough posts that could be filled by multiple staff
because of their “sameness”.

2 Not all the information is complete and may be updated as more information becomes available.
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28.

29.

30.

31.

32.

33.

34.

At WFP there are no professional growth promotions for General Services staff. To receive a
promotion one must apply for a vacancy that is at a higher grade or a job audit could be
requested if the supervisor feels the job is under-graded. More fully developed procedures and
a confirmation on the periodicity recommendation will be provided once more information is
available.

At the Inter-American Development Bank they have a program for professional growth
promotions. The eligible staff members can progress from a current grade level to a higher one
within a Career Path. Eligibility for Promotion requires at least two years of demonstrated
superior performance at the previous grade level and demonstrated readiness to assume higher
level functions and responsibilities. If there has been superior performance, than time in grade
could be shortened to one year after a detailed assessment has been submitted by the
Organizational Programme Manager. There is a clearance panel that will review the list of
nominated candidates to be considered. All decisions, recommendations and comments
resulting from the Panel discussions will be reflected in the Annual Promotion Exercise Minutes.
The HR person in charge will coordinate any feedback to candidates resulting from the process.
Line Supervisors will provide feedback to candidates. Once cleared, the clearance is valid for
two years from the date of the panel meeting. At any point during this period the Organization
Programme Manager may request that the promotion be granted. All promotions will be
effective on the following pay period from the submission of the Manager to promote.

There are similar procedures for the Technical and Managerial Track promotions. | have
questions in to the HR Business Partner, the HR person who runs the panels as to whether
Support Staff are included in professional growth promotions and will amend as additional
information is available.

Procedures at the European Investment Fund are similar to those at the IDB. Most positions
have dual grades. When the professional growth promotions were introduced, there were only
50 staff. Currently there are more than 200. Additional information is expected and will be
reflected.

At the Asian Development Bank there are a number of promotion processes that are used by
management and department heads to promote staff outside the vacancy driven promotions.
The one that is most appropriate for UNWTO is what they call Position Level Complement
Action (PLCA). Itis an upgrading of a normally filled position that is within the
department/office’s allocation ratios. The PLCA is not advertised. Requests are submitted to
the HR Department by the user Department. An internal selection panel is constituted which
will make recommendations to the Vice President (Finance and Administration). The eligibility
is that which is proposed for UNWTO.

There are also some promotions that may be given on a personal basis to an individual to
recognize an individual’s outstanding service. This does not depend on a position opening and
has the effect that the incumbent’s personal level increases to one level higher than the current
personal level. This is called a PIO (Present Incumbent Only). PIOs are being phased out.

Finally there is also the “Under-filling” Policy. A staff member may be selected for a position on
an under-fill basis either upon recruitment or following the completion of competitive selection
procedures. In such a case the staff member under-fills for one year and then the department
head considers performance and recommends promotion to position level.
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35.

36.

The model selected for UNWTO relies heavily on the ADB'’s Position Level Complement Action,
but is adapted to the needs of UNWTO. The management should review and offer suggestions
as to how the suggested criteria and procedures can be improved and further developed.

The Consultant wishes to thank the Secretary General, the Director, Administration and
Finance, and, of course the Chief, HR for their patience in working with me. | am available to
make any additions and modifications as may be required as well as visit with you again to
further develop these ideas and/or explain them to a broader group of staff.



