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1.  Monday, 11 May 2026 (Day 1)
Training and Introduction Day
Welcome speech — Mr. Luis Yafez, Secretary of the Commission
Update on the UN80 campaign and beyond
2. Discussions of Tuesday, 12 May 2026 (Day 2)
a) Election of the Presiding Officer and rapporteurs, Adoption of the agenda
b) Report of the CCISUA President
c) Discussion on Pension Fund and compensation (lan Richards)
d) Discussion with Lord Malloch-Brown
e) Staff Safety & Security (Giammichele De Maio)
f)  Meeting with Yuri Orlov, OIC, ICSC Secretariat
3. Discussions of Wednesday, 13 May 2026 (Day 3)
a) Discussion on HR Practices
b) Presentation from ILO Consultant — Unemployment scheme — (Alexandre
Landry)
c) Meeting with Marta-Helena Lopez — ASG, UN HR
d) Internal discussions
4. Discussions of Thursday, 14 May 2026 (Day 4)
a) Meeting with UN Globe — (Clint O’Connor)
b) Meeting with FICSA — statement - Cristina Pierini — General Secretary
c) Meeting with UNISERV (Karin Esposito)
d) Meeting with OSLA — (Marcos Zunino)
e) Meeting with ASG Vuniwaqa, OIC DSS
5. Discussion of Friday, 15 May 2026 (Day 5)
a) Elections: President, General Secretary, Vice-Presidents, Treasurer,
Procurement Committee, Finance Committee
b) Nomination Working Group members
c) Treasurer's report and pledges
d) Adoption of resolutions
e) Next General Assembly
Closing remarks by CCISUA President
Annexes

Annex 1: Treasurer’s Report (attached)

Annex 2: CCISUA Bureau Report GA 2026 (attached)
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Annex 3. Resolutions
Members Participation in the 40t General Assembly

Representatives from the following organizations participated in the CCISUA General
Assembly 2026 at ECLAC/CEPAL in Santiago, Chile.

% ECLAC
% ESCAP
% ESCWA
% ICC

% ICJ

% ILO

% IRMCT
% UNECA
% UNHCR
% UNICEF
% UNOG
< UNON
% WFP

1. Discussions of Monday, 11 May 2026 (Day 1)

The first day of the General Assembly was organized as an introductory and training day.

The Secretary of the ECLAC/CEPAL, Mr. Luis Yaiez, gave a welcome speech.

The UN system is navigating very difficult times marked by global conflicts, economic
volatility, and geopolitical tension.

There is a recognized imperative for the UN system to reform and adapt, aligning
with the UN8O initiative.

Civil servants are tasked with maintaining work, complying with their mission, and
supporting one another amidst these challenges.

2026 budget included a 10.4% cut in the overall budget and a 12.5% reduction in
posts.

This led to the proposed abolition of 60 posts (41 of which were already vacant) and
the downgrading of 4 posts.

Despite mitigation efforts, three ECLAC staff members faced "NUVI reassignment."
ECLAC activated its Downsizing Policy and established a Staff Management Group
to oversee the process.

The ECLAC Staff Council was acknowledged for its continued support in ensuring
decisions are based on objective criteria.

The collective effort of UN staff is highly recognized, guided by principles of
professional integrity and accountability. The staff is the most important asset to the
United Nations.

President of CCISUA thanked Mr. Yafiez for opening the CCISUA General
Assembly at ECLAC/CEPAL.
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Communication colours exercise and campaign strategy

At the opening of the strategy session in the afternoon, members participated in a short
communication colours exercise before discussing the development of a CCISUA campaign
in response to financial constraints affecting the UN system, challenges to multilateralism,
and the potential impact on staff terms and conditions.

Purpose of the exercise

The exercise was designed to support teamwork
and effective collaboration.

Participants selected a colour reflecting their
preferred communication or working style:
structured and evidence-based, direct and action-
oriented, inclusive and consensus building, or
strategic and creative. The exercise was used as
a practical reflection tool, not as a personality test.

Discussion in groups

In mixed groups, members discussed
what their preferred style brings to
CCISUA’s work. They also reflected
on what may become difficult when a
style is overused, and what
colleagues may need from one
another to contribute effectively. The
discussion highlighted the importance
of balancing evidence, action,
inclusion and strategic thinking in
federation work.

Link with the campaign
discussion

Members noted that a shared
CCISUA campaign will depend not
only on the substance of the
message, but also on how members
listen, debate, prioritize, decide and
carry forward collective positions.

The exercise helped frame the campaign discussion as both a communication challenge
and a collective working process. It also reinforced the need for CCISUA to translate
different organizational realities and working styles into common language, shared priorities
and coordinated action.

Update on the UN80 campaign and beyond

Following the communication colors exercise, members discussed the development of a
CCISUA campaign in response to financial constraints affecting the UN system, challenges
to multilateralism, UN8O-related reform processes, and the potential impact on staff terms
and conditions. The discussion was based on the campaign strategy presentation shared
by the consultant, following initial discussions with the Bureau.
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Campaign vision and objectives

Members broadly supported the development of a CCISUA campaign to respond to current
pressures on the UN common system and the international civil service.

The protection of staff terms and conditions, pension rights and the integrity of the common
system were identified as the core objectives.

The defense of the UN, multilateralism and the international civil service was seen as the
wider argument supporting these objectives.

Strengthening CCISUA’s role was considered essential, particularly to ensure that staff
federations are involved earlier and more meaningfully in system-wide reform discussions.

Need for a clearer and targeted campaign

Members agreed that the campaign should be realistic, focused and targeted.

The general public should not be the primary audience, given the risk of polarization around
UN salaries and limited resources.

Primary audiences should include Member States, the ICSC, HLCM, the HR Network, senior
management, CCISUA members and selected allies.

Public or media engagement may still be useful, but should focus on the value of UN work,
mandate delivery, frontline service and the risks of weakening the system, rather than
leading with compensation issues.

Evidence-based messaging

Members agreed that campaign messages should be supported by concrete examples, data
and stories from CCISUA members.

Messages such as “the UN delivers” and “multilateralism delivers” were considered useful,
provided they are backed by evidence.

The campaign should show that weakening staff terms and conditions would not make the
UN stronger.

Members emphasized the need to explain the impact on recruitment, retention, institutional
memory, field capacity and mandate delivery.

UN80 and reform processes

Members noted the need to better understand ongoing UN8O0-related processes, including
workstreams, shared services, consolidation proposals and possible restructuring
measures. These processes may have significant consequences for staff across the system.
CCISUA should avoid responding only in broad terms and should develop a clearer overview
of the different reform processes.

More specific positions should be prepared where staff interests, consultation rights,
employment conditions or mandate delivery may be affected.

Allies and coordination
Members agreed that potential allies should be mapped more clearly, with specific asks for
each group.
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Potential allies include the ICSC, HLCM, Member States, legal experts, global union
partners such as PSI, other staff federations, CCISUA members and selected media
contacts.

Coordination with FICSA and UNISERV was considered important.

Members also emphasized that CCISUA should not allow its campaign to be delayed or
diluted if full inter-federation agreement cannot be reached.

Next steps

- Develop a campaign pack for CCISUA members.

- Prepare clear key messages for different audiences.

- Identify allies and responsible focal points.

- Build an evidence base using examples, data and testimonies from members.

- Establish a rapid response mechanism.

- Link the campaign to a calendar of key decision points, including ICSC, HLCM, HR
Network, 5" Committee and other relevant meetings.

Overall conclusion

Members supported the development of a CCISUA campaign that is firm, evidence-based
and targeted.

The campaign should defend staff while making clear that fair conditions of service, pension
rights and meaningful staff participation are essential to preserving the credibility,
independence and effectiveness of the UN common system.

2. Discussions of Tuesday, 12 May 2026 (day 2)

a) Election of Officers
Election of Officers: CCISUA President discussed the election of the
rapporteurs and the adoption of the agenda. Pamela Villalobos was
appointed as Presiding Officer of General Assembly meeting. Rapporteurs
were Asha Dhillon and Bizuhan Birhanu.
Agenda adopted: CCISUA President confirmed the agenda for the meeting,
noting no additional changes and asking for any questions or concerns.

b) Report of the CCISUA President, Nathalie Meynet - see Annex for full report

The Report situated the GA in the
context of a difficult year for staff
across the United Nations system,
marked by financial crises, workforce
reductions,  restructuring,  hiring
constraints and uncertainty about
future operating models. CCISUA’s
work focused on monitoring these
developments, raising concerns
where staff rights and conditions of
service were affected, sharing
information among members,
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cooperating with sister federations, and preparing further advocacy during and after
the GA. The report also built on the conclusions of the November 2025 mid-term
meeting in New York.

Workforce reductions, restructuring and staff employment

Financial constraints across the system have led to post reductions, restructuring,
non-renewals and greater reliance on flexible or less protected contractual
arrangements, in some cases replacing staff functions.

Concerns were raised regarding transparency, consultation, fairness of
procedures, redeployment opportunities and the treatment of staff affected by
organizational change.

CCISUA emphasized that workforce reform should be based on a clear strategy
identifying essential functions and preserving institutional memory, accountability,
operational continuity and mandate delivery.

Cooperation with FICSA and UNISERYV remained important on employment
security, conditions of service, social protection, pensions and trust in reform
processes.

ICSC and the compensation framework

The compensation framework remained one of CCISUA’s principal areas of
engagement, particularly during the ongoing comprehensive review of the
compensation package.

CCISUA participated in the ICSC working groups established for the review and
in the Commission’s regular sessions, where compensation, salary surveys, post
adjustment and other conditions-of-service matters are considered.

CCISUA also participated in the Advisory Committee on Post Adjustment
Questions, which provides technical advice on the methodology and operation of
the post adjustment system.

CCISUA maintained that the review should not be driven primarily by cost
containment and that the compensation package must continue to support
recruitment, retention, mobility, family life and service in difficult or high-risk duty
stations.

Advocacy with Member States and sister federations included coordinated
communications defending the integrity of the compensation review, established
ICSC methodology and the independence of the Commission.

CCISUA raised specific concerns regarding national staff in Syria, including
salary purchasing power, the removal of danger pay and the need for an
expedited salary review.

The third meeting of Working Group 1, scheduled immediately after the GA,
would address early childhood education and care, dependency allowances, the
special education grant, recruitment incentives, mobility measures, field-related
issues and the financial implications of proposed changes. Recommendations
would inform the Commission’s July 2026 session before submission to the
General Assembly.

HLCM, HR Network and inter-agency processes

CCISUA followed discussions on workforce models, future of work, contractual
modalities, artificial intelligence, cost structures and reforms affecting staff.
CCISUA'’s observer status limits its ability to influence proposals while they are
still being developed.
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The report emphasized that early staff participation can help identify operational
risks, unintended consequences, duty-of-care implications and differential
impacts across personnel categories and duty stations.

Staff security and duty of care

CCISUA continued to engage on staff security issues through participation in the
Inter-Agency Security Management Network.

Security concerns included the impact of reduced resources on the UN security
management system, danger pay decisions, risks affecting national staff, and the
need for transparent and reviewable personal security risk assessments.

These concerns were linked to the wider question of duty of care during
restructuring, relocation and separation.

Staff rights, accountability and protection of staff representatives

The report emphasized consultation, due process, objective criteria, documented
reasoning and access to meaningful review mechanisms during restructuring and
other workforce decisions.

Work continued on protection of staff representatives, including research into
relevant tribunal cases.

One objective is to have staff representative functions recognized more clearly as
protected activity.

Drawing on ILO standards, CCISUA members are also advancing the principle
that, where a staff representative’s post is proposed for abolition or affected by
restructuring, an additional level of verification should confirm that the measure is
based on objective organizational grounds, is unrelated to representative activity
and does not interfere with independent staff representation.

UNHCR staff representatives were actively pursuing these safeguards within their
own organization.

Information-sharing and lessons from restructuring

Members shared information on developments in their organizations, including
compensation, restructuring, contractual modalities, staff rights and system-wide
reform.

These exchanges were not always structured, but helped identify recurring
concerns and matters that may require federation-level attention.

The report highlighted an initiative led by ILO colleagues to document what
occurred during the past year of downsizing and restructuring, including whether
and how staff associations were consulted or involved.

The intended publication could provide an important record of staff-side
experience, identify good and poor practices, and support future advocacy on
meaningful consultation, transparency and staff protection.

Strategic campaign, communications and influence

CCISUA hired Simon Ferrar to support campaign development, strategic
messaging and tactical planning in response to UN80 and related reforms.
The expected outputs include a strategic advisory note, a messaging and
positioning framework, identification of target audiences, core narrative pillars
and practical communication products.

The first day of the GA began the collective campaign discussion.
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e The communication colours exercise showed that members bring different
analytical, action-oriented, consensus-building and creative approaches. The
President identified with the green profile and linked it to the Bureau’s role in
listening, maintaining cohesion and helping members build consensus across
different organizational realities.

e The campaign was expected to focus on compensation, employment security,
workforce models, staff rights, duty of care, meaningful participation and the
future of the international civil service.

Unemployment protection

o Workforce reductions exposed a significant protection gap for staff facing
involuntary separation.

o The report noted that termination indemnities are generally linked to termination
before the expiry of an appointment and may not be available when an
appointment is simply not renewed, even where the loss of employment results
from restructuring.

e CCISUA continued exploratory work on a possible unemployment protection
scheme, including actuarial, insurance, funding, eligibility and governance
questions.

o A feasibility study was under consideration for further discussion with
administrations and relevant system-wide bodies.

o Further work was required before any concrete proposal could be advanced.

Main priorities identified

The report identified three central priorities:

o defending the common system compensation framework during the final
stages of the ICSC review and beyond;

e seeking earlier and more substantive staff federation participation in HLCM,
HR Network and other inter-agency processes;

o developing clearer positions on sustainable workforce models, employment
security and social protection.

The report also suggested that possible GA resolutions could provide direction for the
campaign and post-GA follow-up in these areas.

c) Discussion on Pension Fund and Compensation (Vice-President for
Conditions of Service lan Richards)

Challenges to Multilateralism

o Multilateralism is under attack, particularly from one country, leading to
disengagement from "middle countries" and a perceived lack of leadership within
the UN system. This perception contributes to member states being less willing
to invest in the UN.

Triple Threat to Staff Compensation

o Compensation Package: Proposals include creating a "family hub" concept,
changes to education grants (full primary/secondary coverage, flexible
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allocation of years, but tertiary remains under threat), and limiting eligible
dependents to six.

Margin: The stated 17% margin, comparing UN staff in New York to US federal
civil servants in Washington D.C., is misleading; most UN staff in other duty
stations are paid significantly less than US comparators who receive separate
housing and allowances.

Pension: A resolution requested the pension board explore options for
lowering contribution rates and considering hybrid systems, despite the US
hybrid system costing more (19-21% employer contribution) than the UN's
15.8% and providing a slightly better pension relative to final salary.

Strategy for Pushing Back

Review the "pathway presentation" from Simon and Bureau members to guide
advocacy efforts for the coming year.

Identify target audiences for persuasion, including ICSC, Member States (New
York, Geneva, capital cities), NGOs, and global union federations.

Counter "UN bashing" by highlighting the risks and sacrifices UN staff make,
the UN's effectiveness, and the necessity of competitive compensation
packages to attract and retain staff for challenging international assignments.

d) Discussion with Lord Malloch-Brown

UN Reform and Geopolitical Context

The UN faces persistent reform challenges due to a gap between public
expectations and its delivery capacity, exacerbated by a profound reordering
of global power.

Current "UN80" reform efforts are perceived as a "cuts imposed approach”
rather than a strategic renewal, often resulting in "horrible and not planned"
reductions driven by resource collapse.

A new Secretary-General is needed to articulate a vision for a "business model
and an operating model for the system as a whole, which excites people."
The UN must balance reflecting global power distribution with adhering to its
charter principles, particularly regarding China's increased role, ensuring it
feels like a "fellow owner" without becoming a "Greater China institution."

Future of UN Operations

The General Assembly's location in New York was chosen for its proximity and
diverse environment, but potential long-term arrears from the US could force a
reconsideration of its headquarters.

Al is expected to lead to a "lighter UN" due to budget pressures, but effective
use can generate "higher quality work" by enabling staff to focus on more
complex tasks.

Organizations should invest in "suitable retraining, skill investment" to empower
staff to use Al effectively, rather than viewing it as a replacement for jobs.
Discussions around potential mergers include "UNFPA and UN Women"
(obvious synergies, reproductive choice agenda) and "UNHCR and |IOM"
(commonality in movements, but concern for refugee rights dilution).

10
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Staff Concerns and Workforce Adaptation

o Staff associations expressed concerns about the impact of Al and drones on
"white collar positions" and the concept of a "lighter UN" on job security.

o Guidance is sought on how to ensure colleagues are "not severely affected" by
changes and what future positions might be required.

o Staff representatives are looking for recommendations on how to "defend our
organization but also our jobs" to member states, especially regarding
proposed mergers.

Humanitarian Delivery and Coordination

e Cuts within humanitarian organizations, such as the World Food Program
(WFP), are being implemented "hurriedly and not on the basis of a clear plan,"
sometimes based on "ageism and discrimination."

e There is a need for a more cost-effective approach to humanitarian delivery
through localization, exemplified by the Rohingya refugee program, while
maintaining WFP's "critical logistics backbone role."

e Coordination is crucial but can become a "dangerous primrose path to hell" if
it's @ massive transactional activity; new, dynamic approaches are needed for
a "lighter UN" to achieve synergies.

e ECLAC is highlighted as a model for UN advisory and research work,
demonstrating a "mature, developed peer to peer relationship with
governments."

Role of Staff Federations

o Staff federations are tasked with protecting the jobs, visas, and rights of
colleagues facing changes and potential job losses.

e They are also encouraged to "contribute to that vision of a new U.N." and act
as "partners to management in helping get there."

e) Staff Safety & Security (Vice-President for Field and Security Giammichele

De Maio)

UNDSS Operational Challenges and Funding

e The UN security and safety system faces fragility due to the impending
departure of USG Michaux in June and a significant reduction in the joint
budget, leading to a diminished UNDSS geographical footprint and presence
in countries.

e Agencies are demanding greater accountability from UNDSS, pushing for "pick
and choose" Service Level Agreements (SLAs) which "erodes the overall
mandate of UNDSS" and has caused "true paralysis within the IASMN."

e The UNDSS funding model is deemed "bizarre" and "not acceptable," with the
vast majority of its work financed by a joint budgetary mechanism from
agencies, and new SLAs are seen as "undermining" its role.

11
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Staff Compensation, Danger Pay, and PSRA Issues

A UNDSS recommendation, endorsed by the ICSC chair, to cut danger pay in
Syria led to national staff strikes, highlighting the "low salary" of colleagues who
relied on it and the flawed compensation methodology.

The Personal Security Risk Assessment (PSRA) process for national staff is
"opaque, weird, strange," often negative even in high-threat areas, and lacks
clear guidelines and an appeals process, creating a "major gap" in security
decision-making.

WFP made a rapid decision to terminate "all the national staff" in de facto areas
of Yemen due to the "sheer number of colleagues" and "financial implications,"
a decision considered "absurd" and currently under appeal.

UN Reconfiguration and Organizational Instability

The UN is undergoing a "transitional and chaotic phase" with anticipated
significant consolidation, requiring changes in the budget framework and
potential staff reductions in other entities to prioritize core services.

UN80 cuts are impacting staff, with UNDSS Beirut experiencing
postponements rather than cessation of cuts, leading to dismissals and the
formation of an SMG.

Regional commissions face "huge threat" and "lots of ambiguity" regarding their
empowerment versus the dominance of the RC system.

ICSC Engagement and Compensation Methodology

The ICSC's proposal for a "full fledged new survey" in Syria is deemed
ineffective, with a mission to Syria cancelled due to security concerns while
danger pay was simultaneously removed.

A "quick and dirty solution" (CPI approach) is advocated for Syria, based on
the "price index in the country," despite ICSC deeming WFP's shared data "not
to be sufficient."

Agreement was reached to finalize current survey rounds before initiating work
on a new, more responsive compensation methodology, with a consultant
suggested to review the current methodology.

Uncertainty surrounds the "future of the ICSC" as the General Assembly
increasingly attempts to bypass it, and staff representatives face challenges in
addressing constituents' priorities, necessitating a unified strategy with ICSC.

Syria Operations and Transition

There is "tremendous pressure to leave" Syria, with a timeline to "transition out
of Syria asap" and the goal for Syria to become a "model country of transition,
of political change."

It is expected that the UN will be leaving Syria sooner than anticipated, with
humanitarian operations also withdrawing.

12
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f) ICSC Sessions — Mr Yuri Orlov — OIC — ICSC Secretariat

Compensation Review & Member State Influence

e The current compensation review was initiated by a General Assembly
resolution, despite a 2021 assessment concluding the previous package was
working.

o The resolution stemmed from a perception of "some overlaps in the way
the system allowances works in particular when it comes to
dependency related elements and the fuel package."

o Initial findings from three working groups indicated "no overlaps" but
identified "gaps" needing fixes.

e Member States are expected to prioritize a "maximum wage" and exert "huge
pressure for cost cutting," though cost containment is the objective, not
necessarily cost reduction.

o The Commission's duty is to "put them all together holistically, find the
right balance for many member states," with cost being a primary
consideration.

o There are differing views on whether to prioritize cost or maintain the
current system to attract and retain staff, in line with Article 100, para 3.

Noblemaire Principle & Margin Reports

o Two papers on the margin are being finalized and expected within 10 days.

o One paper covers the historical evolution of the margin concept and the
application of Noblemaire methods.

o The second paper analysis the parameters of the margin.

e The reports aim to clarify misconceptions, such as the comparison of education
grants between the UN system and comparators.

o The UN's current education grant scheme (75% reimbursement for 16
years, declining scale, cost-sharing) is argued to be better than a
comparator's (100% up to secondary for 12 years) due to cost-sharing,
incentivizing less expensive schools, and being an attractiveness factor
for senior staff.

e The reports will also address misconceptions about additional benefits for UN
staff compared to domestic services.

o A comparison of UN and comparator packages outside of New York,
including expatriate elements, shows that in many places, the margin
reverses in favour of the comparator.

o The question of how to apply the Noblemaire principle, considering job
security and promotion rates in national vs. international civil service,
will be put to the Commission and General Assembly.

Compensation System Decisions & Challenges

e Decision: No dual salary scales will be introduced as a result of the latest
review.

13
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o Existing scales are frozen until the new single scale catches up with the
old one in locations with a gap, using an expedited procedure applying
three times the regular interim adjustment.

Organizations are increasingly using non-staff (affiliate) arrangements, which
is considered harmful as it circumvents UN rules and benefits and should be
discouraged.

Challenges exist in local salary survey methodology, particularly in economies
with large informal sectors or when comparing cities with vastly different costs
of living within the same survey.

o The requirement for comparing GS staff salaries with the national civil
service remains, which is politically difficult to drop.

Staff in Syria experienced a "drastic change that was retroactively applied days
after" April 1st, impacting income, with "zero awareness of what was
happening.”

o Staff in The Hague complained about the cost of living survey not being
updated despite high inflation, leading to perceived unfairness where
G5 staff may earn more than P1/P2 due to unchanged P-staff
dependency allowance.

Standards of Conduct & Communication

General guidance on standards of conduct was requested by a delegation,
covering preventing conflicts of interest, promoting efficiency, responsible
resource use, and strengthening financial discipline and oversight.

o It is under discussion whether this guidance should be included in
existing standards or as a separate document, with finalization not
expected this year due to the extensive approval process.

A suggestion was made to provide basic compensation package and
methodology information on the webpage for staff representatives and staff at
large.

o A virtual workshop is scheduled for the end of June to help staff grasp
basic principles.

14
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3. Discussions of Wednesday, 13 May 2026 (Day 3)

a) Discussion on HR Practices

Downsizing Policy and Staff Vulnerability

The current downsizing policy lacks a special constraints panel, leading to unequal
outcomes where individuals with connections secure favourable duty stations while
others face termination if not medically cleared.
"Duty of care" is proposed as a framework to address vulnerabilities like children's
education during termination, pregnant colleagues, and those with grave family
health issues.
o Management prefers "Occupational safety, Occupational security, Health
and safety" over "duty of care," though UN tribunals continue to use the term.
o Some duty stations allow children of terminated staff to remain in school for
up to six months, with exploration of extra-budgetary contracts for staff to
provide financial cushioning.

Affiliate Personnel and Workforce Changes

There is an increasing use of affiliate personnel (UNVs, JPOs, interns) for core
functions, potentially transferring skills from staff and reducing staff numbers for
savings.
o UNVs and JPOs can legally perform functions identical to staff, with
exceptions for oversight and financial management.
o Marta Helena stated that the UN does not "police" affiliate use, with each
entity having discretion; a biennial report on affiliate personnel is due in Fall
2024, and a JIU report on affiliate arrangements was shared for review.
The payment of interns varies, with UNHCR paying interns at the G3 step 1 level,
which is significant and impacts affordability for some departments.
Discussions are ongoing regarding the review and phasing out of mobility incentives
and other allowances, and the impact Al use on the staff workforce needs to be
understood.

Internal Investigations and Accountability

Internal investigations (OIOS and Administrative Law Division) are severely
understaffed and prolonged, with an average duration of three years in the UN
Secretariat.

o The high threshold for finding "manifested prohibitive behaviour" means
many "bad management" cases fail, contributing to a perception that "the
system doesn't work."

The prolonged process and lack of closure for victims, coupled with perceived "paid
holidays" for alleged perpetrators, create a negative precedent and discourage staff
from filing complaints.

15
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Staff Representation and Policy Engagement

o Staff representatives face retaliation impacting their careers, necessitating the
development of policies and procedures for safeguarding them, to be included in
reparation requests and staff relation policies.

e HLCM is tasked with compiling affiliate issues across organizations, including the
proportion of affiliates/non-staff, though the progress of this initiative is unknown.

o Staff federations are no longer invited to HR meetings, which previously facilitated
discussions with decision-makers.

Specific Policy Concerns

e A policy in D and E duty stations prohibits women who have just given birth from
being positively considered for reassignment, often leading to resignation or
separation from their child.

o ECLAC received new guidelines stating, "no more medically mandated teleworking,"
leading to rapid denial of telework requests with medical certificates and pushing
staff towards medical leave.

b) ILO Consultant — Unemployment scheme — (Alexandre Laudry)
Unemployment Insurance Scheme Feasibility

e Alexandre Laudry, a Social Security actuary and consultant, explored the feasibility
of an unemployment insurance scheme for international organizations an initiative
requested by the ILO Staff Union and UNHCR Global Staff Council.

e The presentation covers potential design options and key considerations for
implementing an unemployment insurance scheme for UN staff members,
addressing challenges such as defining parameters for International Organizations
unique employment frameworks and setting actuarial assumptions due to
unpredictable termination patterns.

Scheme Design and Principles

o Coverage: The scheme is proposed as mandatory and uniform for all staff in an
employer-employee relationship to ensure equity, appropriate risk pooling, and avoid
employment practice distortions.

o Eligibility and Benefits: It covers involuntary terminations, requiring an
independent review mechanism for job loss disputes. Conditions include being
unemployed, able/available for work, and actively seeking employment.

o Benefit Levels and Duration: Assessed options range from 100% income
replacement for 6-12 months (Option A, benchmarked against ILO severance
indemnity) to 70% replacement.

o Benefit Coordination: Mechanisms are needed to coordinate with existing benefits,
such as severance indemnity, to prevent duplication.
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Funding and Employer Contribution Debate

o Staff must contribute less than 50% of the cost of the unemployment insurance plan,
aligning with international labor standards promoted by organizations like the ILO.

e The Secretariat expressed interest in an Unemployment Insurance plan but stated it
would have to come entirely from staff contribution due to a liquidity crisis, and
"entirely employee funded" proposals are being sought.

e A question was raised about whether organizations would benefit from contributing
to unemployment insurance if it meant getting rid of indemnity payments, requiring
further analysis.

e 50% employer share of contribution "should be non-negotiable," it was later noted
that employer contributions "need negotiated in the SMC," with the group "willing to
kind of hear what they're willing to offer."

Contract Types and Severance Issues

e A "huge gap" exists due to the lack of unemployment insurance in the common
system, which has "all kinds of perverse effects," making it easy to leave the
organization "getting nothing."

e Severance payments in staff regulations are often only applicable if a contract is
terminated *before* its end, not when it naturally concludes, creating a loophole
where staff can be kept on a long series of short-term contracts to avoid severance
obligations.

e The possibility of including colleagues with affiliate contracts in such a scheme was
raised, with the HR director expected to show interest in the issue.

e |LO Convention 158 includes safeguards against using short-term or fixed-term
contracts specifically to avoid protections, and extensive case law exists regarding
staff members' legal expectation of contract continuation or renewal.

Implementation Strategy and Next Steps

o Mandatory schemes are promoted to enable cross-subsidization between stable and
non-stable employment contracts, ensuring no one is left behind and preventing
employers from using specific contract types to avoid financial obligations.

e The project is seen as a sensible first step for implementing such a scheme within
an organization, with the anticipation that other organizations may eventually join
once it is established.

o The presentation will be shared presented to the Director and ILO colleagues, before
it is brought to the HR network for discussion among HR directors of all
organizations.

o Further analysis is required to assess the actual status of severance indemnity or
indemnity packages in cases of involuntary termination across all organizations.
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c) Meeting with Marta- Helena Lopez — ASG, UN HR

Staff Representation and Engagement

Federations play a crucial role in the UN system, interacting with bodies like ICSC,
HR Network, and HLCM to build consensus on HR-related matters.

Concerns were raised about limited opportunities for federations to present papers
in forums like HLCM and HR Network, often having only observer status or not being
consistently invited, particularly regarding "work packages" affecting the common
system.

Federations are invited to HLCM in an "Absorb service" capacity, and HR Network
co-chairs dedicate separate sessions within ICSC for discussions; however,
federations request participation in HLCM working groups to have a greater impact
on system-wide issues.

The organization is open to dialogue and listening but clarified that this does not
constitute "co-management."

Compensation Package Review

The review of the compensation package is in its final stages, with a working group
(including federations and HR network) meeting to discuss recommendations for
ICSC.

ICSC will meet in July to finalize recommendations for the General Assembly (GA),
anticipating changes to address member states' concerns and improve existing
areas.

The GA is mandated to make final decisions on the recommendations this fall, with
the effective date of changes dependent on specific recommendations, potential
system adjustments, and phased implementation.

Staff Well-being and Protection

Global security and staff mental health are daily concerns, with a Mental Health
Board meeting scheduled to review the UN system policy on staff mental health and
well-being.

Staff representatives are experiencing negative impacts, including retaliation
(notably in the RHC region), affecting their well-being, mental health, and career
growth; a task force is planned to assess these issues and develop protection
recommendations.

Increased staff stress due to cuts and uncertainty necessitates an "augmented duty
of care" from HR, particularly for complex situations involving children, health needs
at separation, or inability to return to countries of origin.

Challenges persist with UNDSS Personal Security Risk Assessments (PSRA), citing
a lack of guidelines and an appeals mechanism, which has reportedly forced
individuals into dangerous situations.
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Future Workforce and Artificial Intelligence

Discussions are ongoing regarding a "blended or affiliate work workforce" and the
potential use of "Al agents as colleagues," raising questions about their impact on
staff, core activities, and institutional memory.

No further early separation packages are foreseen this year (except for an ad hoc
package for security staff), and the UN Secretariat is not planning to increase the
percentage of affiliate staff members, maintaining a rigorous distinction between staff
and affiliate functions.

Artificial Intelligence (Al) is identified as the major strategic shift for the next five
years, expected to change global operations and ease staff burden; staff are
encouraged to embrace Al responsibly rather than fearing drastic job cuts.

Investigations and Accountability

Investigations are a persistent issue across the UN system, impacting organizational
culture due to long durations (up to three years in the Secretariat), leading to
significant costs and loss of staff confidence.

Concerns include individuals leaving before investigations are complete and the lack
of a system-wide record for those found responsible for misconduct, which is
perceived as a "reverse incentive" that "rewards misconduct."

The primary barrier to speeding up investigations is a lack of resources, as lawyers
conduct thorough reviews for due process; increased support for legal and HR teams
is needed to address these delays.

Flexible Work Arrangements and Local Salary Surveys

Concerns were raised about inconsistencies in the application of the latest Flexible
Work Arrangement (FWA) guideline (December 2024), particularly regarding
"compelling circumstances" for work outside the city section and the rejection of
mandated medical accommodations.

Challenges exist with the UN methodology for local salary surveys in post-conflict or
unofficial economies (e.g., Syria, Istanbul), impacting staff's ability to afford living
expenses, though ICSC is supportive in difficult situations.

The FWA policy review is "on the agenda" for the next round, and the local salary
survey methodology is periodically reviewed, with the next review for
recommendations starting in 2028.

UNB80 Work Packages and Communication

Concerns were expressed that Work Stream 2 and 3 of UN8O feel "splintered" and
"extremely consequential on staff," with a request for aggregated, real-time
information and dedicated information sessions.

Managerial decisions on HR network, packages, and UN8O will be discussed with
staff representatives for impact and implementation if approved by the General
Assembly.

Communication is deemed "extremely important," emphasizing the "how," "which
means," "what is the message," and "to whom," with an acknowledgment that there
is always room for improvement.
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d) Internal discussions

Al Adoption and Organizational Readiness

e The organization is actively promoting Al adoption but faces uncertainty regarding
current Al tool usage, available licenses, and training.

e« A "nuanced approach to using Al" is advocated, recognizing it as a "double-edged
sword" requiring "critical use."

e There is a lack of clear policy or guidance on the "responsible use of Al," raising
concerns about disclosing sensitive information and staff accountability for Al-
generated outputs without sufficient time for verification.

o The transition away from Microsoft products, including Copilot, due to
sanctions is expected to hinder the organization's ability to use modern Al
tools.

Staff Concerns and Impact of Al

o Staff, particularly in translation and linguistics, express significant worry about job
loss due to Al's ability to translate and produce documents quicker, especially with
existing backlogs.

e Concerns extend to the erosion of people's analytical capacity, attention span,
memory, and overall cognition due to Al use.

e There is a perceived lack of staff consultation at higher levels regarding Al
implementation, leading to a feeling that staff "don't really count" in bigger picture
discussions.

o Staff emphasize the need to "have a seat at the table in making decisions"
regarding Al's implementation and to be included in broader discussions
beyond technical details.

Al Use Cases and Challenges

e Al is being rigorously trained and heavily used for humanitarian needs assessment,
processing large datasets, conducting heat mapping, and aggregating data to
assess target populations.

o "Al has, like, value and we use it heavily, and they invest a lot in us, like
rigorous, rigorous training for that."

e HCR utilizes a new Al tool for strategy development, reducing time from 15 days to
2 days, though human review and adjustments remain necessary.

e In HR processes, there is a growing tendency to use Al, including for screening
personnel, but a "red line" is suggested regarding Al's role in screening or adding
colleagues due to potential dangers.

e Challenges exist with Al-generated content for policy analysis and writing, often
deemed subpar, "never sounds normal," and raising concerns about plagiarism and
its impact on performance assessments.

o Relying entirely on Al for drafting can result in abstract and vague texts,
potentially losing key messages and bypassing essential intellectual thought
processes.

20



# CCISUA

>

N Goordinating Committee for

/}y International Staff Unions and Associations
L=
~—

Al Training and Competency Building

o Despite the push for Al use, there is a lack of training for staff on how to effectively
use Al tools, leading to complaints from colleagues.
e UNICEF encourages staff to use Microsoft Copilot and provides webinars to all staff
on effective Al tool usage, including prompt engineering.
e Building staff competency and knowledge in Al is considered "very important" for
efficiency, skill development, and to ensure staff are not left behind.
o Al has proven useful for tasks such as paraphrasing resumes, drafting cover
letters, and shortlisting candidates in recruitment processes.

Staff Federation Coordination and Proposals

e HLCM reports now include documents and comments from staff, with staff
federations granted permission to submit written comments after the meeting.

e A meeting of the three staff federations is proposed in Geneva before the July ICSC
meeting, to discuss the HLCM response and prepare for the ICSC.

e Anidea was proposed to align CCISUA mid-term meetings with UNISERV meetings,
aiming for back-to-back events with a 1-2 day overlap for strategy sessions and team
building.

e Emphasis was placed on building good relations with staff federations,
acknowledging it as a critical area of work, with meeting overlaps suggested to
further improve these relationships.

e Resolutions should be framed as direct proposals for the next Secretary-General,
addressing long discussed and stalled topics such as Al and staff consultation.
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4. Discussions of Thursday, 14 May 2026 (Day 4)

a) UN Globe - (Clint O’Connor)

UN Globe Advocacy & Strategy

UN Globe, an all-volunteer interagency association, advocates for equality and non-
discrimination for LGBTIQ+ personnel across the UN system and peace operations.
A primary concern is the lack of LGBTIQ+ staff perspective in UN-wide restructuring
and reform planning, risking "hard code exclusion" if not consulted early.

The LGBTIQ+ strategy for the Secretariat faces insufficient progress and a lack of
resources, risking it becoming "just another document" without real power.

Data Protection Concerns

Restructuring and platform consolidation (e.g., Common Administrative Platforms -
CAPs) risk mishandling sensitive information, creating "double exposure" for
LGBTIQ+ staff in duty stations that criminalize same-sex relationships.

Data protection issues affect all personnel, leading to potential bias and prejudice,
as exemplified by recruitment bias based on family status.

Concerns were raised about "tens of thousands of Staff members who have access
to someone's data" including marital status and spouse details in systems like
Inspira, which is considered "completely unacceptable."

Family Support & Mobility

Many family duty stations are not safe for all families, leading to unequal burdens for
LGBTIQ+ families regarding visas, residencies, safety, and dignity, especially when
organizations move headquarters to countries that do not issue visas for same-sex
partners.

A new concept of "family hubs" in "third countries" is being discussed for staff in non-
family duty stations, potentially as a cost-saving measure.

o AKkey concern for these hubs is "whether they will issue visas to all spouses,”
which CCISUA will raise at the next ICSC session.

o Management is making decisions on what is acceptable with governments
for family hubs, with a decision to "step back and say no, we won't emphasize
that all families should be available there."

o Emphasis was placed on the need to "really pay attention to the choice of the
countries that will become these family hubs" due to existing issues in some
designated family hub countries.

UN Reform & Consultation

There is widespread exasperation regarding consultation on UN 80, specifically
concerning work packages under work streams two and three of Humanity.
Management, specifically Martell, has stated that decisions regarding reform are "a
managerial decision," while expecting assistance for implementation.

o Attempts to engage with management on this issue have been "rebuffed."
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e Structural changes, such as changes in employment laws, decentralization, and
reduced visible support, weaken diversity and inclusion, disproportionately affecting
at-risk personnel through abolished posts.

Specific Duty Station Support

e The Director General (DG) of UNON has utilized all available administrative avenues
to support staff, including appointing an acting focal point and holding regular
meetings.

e The DG is engaging member states to strengthen dialogue and engagement with
the host country, acknowledging the matter "goes beyond the authority of the DG
and our office" and requires patience.

e The staff union provides support to colleagues and advocates within the compound,
committed to ensuring "no discrimination at all against the group," but has "no
control" outside the compound gate.

Collaboration & Resources

e UN Globe advocates for a standing early consultation channel to ensure UN
restructuring decisions systematically consider inclusion, family unity, mobility risk,
and data protection.

e UN Globe's board and Coordinator network are proposed as a practical framework
for rapid feedback from duty stations and entities regarding the impact on LGBTIQ+
staff.

o A page listing all UN Globe coordinators is available on the UN Globe
website, and organizations not seeing their coordinator listed should reach
out, as many have been lost "due to these reforms."

e There is a strong desire to continue implementing the existing MoU with CCISUA
and to expand on current efforts, with a request to share nominated focal points for
respective organizations.

Insurance & Gender Affirming Care

o Discussions were held regarding insurance providers, including Vin Smith, with
briefings organized for executive committees.

e UN Globe will shortly issue comprehensive guidance on gender affirming care for
transgender, non-binary, and gender non-conforming individuals.

The CCISUA President thanked UN Globe for their presentation and participation in the
General Assembly.

b) Discussion on point for 3 Federations
Agreement Challenges & Conduct

e Reaching agreements is difficult, particularly when proposals from individual unions
or duty stations are accepted without general consensus. The primary goal is to
represent and defend staff.
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Meeting Decisions & Schedule Adjustments

e The current discussion part was closed.
» Discussion on "protection against retaliation" was deferred to a later time.
o The previous topic discussed was "flexible work arrangements," and there
was a debate on the most strategic way to phrase an agreement related to it.

o The guidance aims to prevent harassment and trauma, emphasizing that
individuals should not have to explain medical procedures deemed
necessary by their doctors.

c) Meeting with FICSA — Statement presented by Cristina Pierini — General
Secretary

Madame President,

Members of the Coordinating Committee for International Staff Unions and Associations
(CCISUA),

On behalf of the FICSA President, let me express my gratitude to Nathalie and the entire
Executive Committee of CCISUA for their constructive and productive dialogue, as well as
their outstanding collaboration throughout the year.

Dear Colleagues,

Just as the world was looking for a ray of hope and renewed economic stability that could
pave the way back to prosperity, it is once again confronted with an extraordinary crisis of
unprecedented scale.

The severe challenges faced by many UN organizations and agencies, including a profound
financial crisis and increasing geopolitical polarization, have also highlighted the critical
importance of strong collaboration among staff federations in addressing these challenges
and safeguarding the interests of the staff we represent.

In times like these, our members expect us to work together and to deliver together. Our
solidarity is our strength, and it will carry us through the challenges ahead.

At the recent 51st session of the High-Level Committee on Management (HLCM) held in
Valencia, the HLCM Finance and Budget Network reported that total UN system revenue is
projected to decline by approximately 21 per cent between 2024 and 2027, with the sharpest
contractions expected in humanitarian assistance and peace operations. The HLCM Human
Resources Network also shared preliminary findings from a system-wide workforce
assessment, revealing a workforce contraction of roughly 12 per cent across the United
Nations system between 2024 and 2025, driven largely by budget cuts.

The ongoing review of the compensation package for staff in the Professional and higher
categories, launched by the ICSC in response to General Assembly resolutions 76/240 of
24 December 2021 and 77/256 A of 30 December 2022, adds to these challenges by
increasing staff concerns over the risk of financial losses resulting from possible reductions
in benefits and allowances. These concerns are shared across organizations of the common
system, including the specialized agencies, all of which are operating in an increasingly
competitive labour market.
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Colleagues,

| cannot stress the importance of the upcoming 102nd session of the ICSC, to be held in
Vienna in July 2026, during which final recommendations on the compensation package will
be finalized for submission to the United Nations General Assembly.

In preparation for this decisive session, we must pull our resources and work together in
support of our common cause. We may organize ourselves differently, and we may at times
debate our respective approaches, but when it matters most, we shall move forward in the
same direction.

We are confident that our cooperation will provide the strength needed to overcome the
challenges ahead.

Thank you, and we look forward to our continued work together.

d) Meeting with UNISERV - Karin Esposito
Compensation Review and Staff Value

e The two-and-a-half-year compensation review process is nearing its conclusion, with
concerns that the "impetus to cut costs above all else is... shaping the trajectory" of
the outcome.

o UNISERYV and CCISUA are "on the same page on all of the items" regarding
the compensation package, with federations attending the last working group
meeting the following week to finalize discussions on education grants, the
family hub, and cost adjustments.

o Federations need to proactively define their clear positioning on the compensation
review for direct engagement with the High-Level Committee on Management
(HLCM) and Human Resources Network (HRN).

e Anticipated "caseloads in the next year or two years" are expected to address
acquired rights, particularly if the compensation review affects tertiary education.

Staff-Management Committee (SMC) Cooperation and Reform

e A proposal was made for an in-person meeting for the SMC staff side, potentially in
New York in November, to foster "the same level of cooperation on issue of
importance" as seen at the Tri-Federation level.

o Achieving this level of cooperation is challenging due to the SMC's
composition of "nine secretary unions... and four or five affiliate members,"
suggesting a need for clear cooperation frameworks, internal working rules,
or a union cooperation agreement.

e The SMC's design predates the Delegation of Authority (DOA), raising questions
about its "fit for purpose" and ability to achieve a unified position, especially given
the impact of decentralization.

o Proposals for SMC reform and adherence to procedures have been put
forward to ensure timely, effective, and meaningful consultation on policy
changes, adapting to major relocations, shifting entities, and staff
populations.
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o Discussions are needed on "rules of procedure," how to "change the policy of SMC
to reflect correctly where unions should be allocated," and "who needs to have a seat
at the table," advocating for direct access to information for all impacted constituents.

Engagement with High-Level Committee on Management (HLCM)

» Staff federations face challenges in effective engagement with HLCM, as it is "not a
forum really for participation of staff federations" and they are often excluded from
key working groups.

o A strategy was proposed for federations to develop and submit "staff
federation papers" to HLCM, which would then lead to dedicated meetings
for discussion.

o Federations have requested inclusion in the working group and HRN, which follows
up on HR matters discussed in the High-Level Committee on Management (HLCM).

o A discussion is planned for next week in Geneva to determine how to
advance the proposal for a joint staff federation paper from the three staff
federations.

Protection Against Retaliation and Staff Representation

o Staff retaliation and reprisal against representatives are identified as a "critical issue
that has to be tackled by all federation" because it impacts the core work of staff
representation.

o This issue, extending beyond whistleblowing to general union activities,
creates "fear and uncertainty," hindering the ability to protect representatives,
find "good leaders," and ensure "succession."

e The "Protection Against Retaliation policy" has had all revisions agreed upon by the
SMC and is currently at the final drafting stage after a three-year delay.

o To add new content to this policy, a proposal needs to be sent via the SMC
to the Ethics Office, requiring "a quick paper within the next month or two" or
a direct conversation with Martha Helena, and must be submitted as an "SMC
paper."

Artificial Intelligence (Al) and Affiliate Personnel

o Federations were recently included in the Atrtificial Intelligence working group,
contributing to its principles document.

e There is concern about the "movement away from staff to non-staff, especially in
functions which are core to really what international civil service requires," with staff
"not included in the discussions on how Al, the business cases of Al, are being rolled
out."

o Unions and staff federations have a responsibility "to lead discussions from
the staff level up to management" for staff to develop their own positions on
Al use, as management's current answer is "not very satisfactory."

e The Secretariat (Martha Helena) is carefully considering "whether certain affiliate
personnel positions can be converted to staff or vice versa,” and staff are
encouraged to familiarize themselves with Al.
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Federation Priorities and Challenges

Key priorities for the next year include contractual modalities and conditions,
focusing on "shifting dynamics, the shifting percentages of staff versus non staff" and
legal recourse rights for non-staff.

o Other priorities include administrative law developments, particularly
acquired rights, and the evolution of the Human Resources framework,
including staff selection processes and the Secretariat downsizing policy.

A significant challenge is achieving a "single purpose to the central levels when
everything has become so decentralized," as delegation of authority has led to "a lot
more discretion according to specific management levels at duty stations, at entity
level," creating "chaos in staff representation.”

A broad campaign regarding equality is being initiated.

e) OSLA - (Marcos Zunino)

OSLA Workload and Capacity

OSLA has experienced a high workload since November, with over 700 cases in
2026 and over 400 consolidated cases related to a roster UNDT case, totalling over
1000 cases.

Resources have been mobilized to increase office capacity and provide quality
service, as the system is "under pressure because of the increasing workload across
the board."

Outreach efforts were doubled last year, and OSLA extends an open invitation for
virtual or in-person outreach events to inform constituents about the administration
of justice system and OSLA services.

Global Presence and Regional Services

The General Assembly approved the relocation of a post from Geneva to Bonn as
part of the UN8O initiative; this vacant post will serve colleagues in the Europe region.
New offices have been established in Santiago and Bangkok to provide regional
services, aiming for a "global footprint that is fit for purpose and accessible to staff."
o A legal officer is now based in Bangkok, and an email introduction will be
provided for connection.
o The Addis Ababa office's legal officer is on leave, with services currently
provided by the Nairobi office due to the same time zone.
OSLA welcomes invitations for visits, accommodating virtual meetings anytime and
considering in-person visits based on schedule, funding, and support, with regional
presences envisioned as hubs for such visits.

Emerging Case Themes and Legal Strategy

A "surge of cases" is connected to system-wide changes since last year, including
funding shortfalls, restructuring across various entities, and contingency plans in
peacekeeping operations.

Cases also concern changes in rules, such as challenges to the management of
roster cases, including a current group case.

27



# GCISUA
7 Q\) Goordinating Committee for

\\(VL'I\/;H tional Staff Uni d Associati
N\ W& International Staff Unions and Associations

i —

e OSLA's role is to interpret the law advantageously for clients and advance that
interpretation through litigation, especially when policy gaps could be interpreted
favourably for a staff member.

o While jurisprudence acknowledges funding constraints as a reason for non-
renewal or termination, OSLA ensures that "funding issues are not a
justification not to follow the rules" and that downsizing complies with all
applicable procedures.

e OSLA consolidates "webs of cases" with similar issues, like "roster cases in the
secretariat," for efficiency and consistency, and encourages colleagues to report
suspected group issues.

Misconduct Investigations and Post-Separation Procedures

e OSLA assists complainants in sexual harassment, sexual misconduct, and abuse of
authority cases by explaining informal and formal options, processes, and what
information is important for investigators.

o Active representation typically begins after an investigation outcome,
allowing complainants to contest the process if they believe it was
mishandled (ST/SGB/2019/8).

o Concerns were raised about policies "not sufficiently robust for the current context,"
leading to policy gaps, and the Management Evaluation Section (MES) consistently
finding "in favour of management" in these situations.

o For staff separating with a pending investigation, the organization can place a note
in the official staff file to reactivate the matter if the staff member returns or pursue a
post-separation disciplinary process (requiring agreement, often for financial liability
or harassment cases).

o The "Clear Check Database," initially for sexual misconduct, has expanded
to include racism and is piloting for all serious misconduct leading to
separation, shared securely among entities to prevent re-hiring.

Duty of Care Evolution

e Duty of care is an evolving area, not fully codified beyond Staff Regulation 1.2(c)
(Secretary-General ensures staff security and safety).

e Jurisprudence from UNDT and UNAT has expanded its scope to include handling
harassment, abuse of authority, and liability for staff tax obligations.

e A distinction exists between the organization's external role (privileges, immunities,
member states — handled by OLA) and its internal role (staff employment conditions
— handled by the justice system, including OSLA), particularly regarding political
considerations

f) Meeting with ASG Vuniwaga, OIC DSS
Global Security Environment & Operational Challenges

e The overall security situation remains "extremely fragile" with ongoing strikes,
exchanges of fire, and security incidents impacting humanitarian operations and
civilian populations.

e UN program delivery is affected by altered access, anti-group movements,
operational constraints, and reduced MONUSCO security enablers.
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o DSS is developing new operational approaches, including "alternative movement
routes, enhanced remote support modalities and localized access arrangements,"
focusing on active risk identification and national staff safety.

o Staff face severe hardship, including movement restrictions, operational disruptions,
difficult living conditions, and funding constraints impacting support measures.

Regional Security Updates and Incidents

o Ukraine: The environment is highly volatile with Russian airstrikes targeting energy,
industrial, transport, and urban infrastructure; UN continues high-risk humanitarian
activities. Transport corridors within 30km of the front are high-risk zones, with
incidents including a WFP mission hit by a drone and a UNDSS armored vehicle
impacted by drone attacks.

e Haiti: The security environment is highly volatile, with organized criminal groups
controlling most of Port-au-Prince and expanding, driving widespread violence and
kidnappings. The operating environment for UN and humanitarian actors has
degraded, marked by high risk, with 277 operations supported "beyond the radius"
from January to early May.

e Yemen: The security context is highly unstable, particularly in Houthi-controlled
areas, amid regional tensions; UN operations face significant challenges including
movement restrictions, reduced humanitarian access, and the continued detention
of 83 UN personnel. There is hope for "soon confirmed as good news regarding our
colleagues in Yemen" with an announcement of 1600 releases.

e Mali, South Sudan, Iran, Lebanon, Gaza/OPT: Mali faces elevated insecurity and
access constraints due to sustained GENIM and ISSP operations; South Sudan
deteriorated in 2026 (likely 202X) with widespread clashes and intercommunal
violence; Iran remains highly volatile due to regional tensions, limiting UN activities
to PC1/PC2; Lebanon and Gaza/OPT continue to experience strikes and military
activity despite ceasefire arrangements.

UNDSS Leadership, Restructuring, and Budget

e An announcement for the new USG of UNDSS is expected "very soon," with the
current USG, Gilles, scheduled to leave by the end of June to ensure a smooth
transition.

e Concerns were raised about "an awful lot of restructuring in UNDSS and post cuts"
that appear to have "adversely impacted safety and security in the field."

o Budget cuts for UNDSS are likely to continue, potentially affecting the Joint Finance
Activities (GFA) budget further.

e The International Criminal Court (ICC) has been impacted by UNDSS cuts, leading
to increased reliance on private security protection bodies, which is seen as
"detrimental" and potentially creating "more uncertainties."

Staff Security Assessments and Policies

e Personal Security Risk Assessments (PSRAs) done by UNDSS impact staff
protection measures, especially for national staff, but promised guidelines from last
year are still unavailable.

29



# GCISUA
"? Q\* Goordinating Committee for

\«Vv : | -
\\L}& Aj}/ International Staff Unions and Associations

— N

o Staff with negative PSRAs are not informed or provided with appeal mechanisms,
which is deemed a "real liability for the organization" and "completely untenable to
unions."

o Danger pay is reviewed every three months with a global perspective, with DSS
making recommendations to ICSC for their final decision based on "IAS strict criteria
particularly pertaining to security."

o Discussions on Syria danger pay issues identified gaps in field cases, as criteria
require staff or premises to be "consistently directly targeted or the imminent and
constant threat to staff," which some field reports did not meet.

Organizational Reviews and Downsizing

e The UNSMS review is ongoing at the HLCM level, linked to questions regarding
IASMN, with a focus on the Service Level Agreement (SLA) that emerged from the
review.

e Preliminary assessments for uniform staff (SSS) in Bangkok are concluded, with
formal downsizing and the Staff Management Group (SMG) establishment launching
shortly.

e SMGs will be localized, composed equally of management and staff, and mandated
to conduct a "strict objective comparative review of affected personnel before any
final retention decision are made."

e Management has advised against using the term "duty of care" in the context of
Bangkok downsizing, suggesting a discussion on this policy.
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Discussions of Friday, 15 May 2026 (Day 5)

Elections: President, General Secretary, Vice-Presidents, Treasurer,
Finance Committee

The re-election of the Bureau was approved by consensus without change.

Elections: results — 2026-2027

President - Nathalie Meynet (UNHCR)

Secretary — Uktamjon Shomurodov (ICC)

Treasurer — Kamran Naeem (UNICEF)

Vice President Conditions of Work — lan Richards (UNOG)

Vice President Field & Security — Giammichele de Maio (WFP)

Vice President Communication and Outreach — Pamela Odhiambo (UNON)

The election of the procurement and finance committees, as mandated
by the Statutes were as follows:

Procurement Committee:
Janet Puhalovic
Napoleon Bogale

Finance Committee:
Vicky Labra Leon
Bizuhan Birhanu
Ghazala Kroes

As per decisions taken during the GA, the following working groups
have been put in place:

Revision of Statutes:
Chris Land-Kazlauskas
Napoleon Bogale
Uktamjon Shomurodov

Protection of Staff Representatives against Retaliation:
Asha Dhillon

Laura Johnson

Chris Land-Kazlauskas

Kamran Naeem
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the Staff Unions and Associations for the financial year 2026-2027.

Pledges by CCISUA Member Unions 2026 - 2027

Union Pledge
UNHCR $9,000°*
ILO Staff Union $12,500
ICC $4,500
UNECA $5,000
ECLAC $4,000
ESCAP $3,500
ESCWA (tbc)
UNICEF $6,000

UN CTSU (tbc)
UNOG CHF40,000
UNON $6,000
WFP $15,000
ITU $3,000

ICJ Euro 500
Total estimated pledges $100,000 (approximately)

“* UNHCR noted their additional contribution including the secretariat of the
federation and systematic coverage of the Presidents’ flight costs.

e) Resolutions

The following resolutions were adopted by the GA:

¢ Resolution 1: Protecting the Common System Compensation Framework

¢ Resolution 2: Fair salary methodology for nationally recruited staff

e Resolution 3: Strengthening staff federation participation in the High-Level
Committee on Management, the Human Resource Network and other inter-

agency discussions affecting staff

e Resolution 4: Sustainable workforce models and staff protection
¢ Resolution 5: Protection of staff representatives and freedom of association
e Resolution 6: Internal functioning and succession planning

f) Next General Assembly: ICJ will be hosting the next CCISUA General
Assembly in The Hague, Netherlands in May 2027, with support from ICC.

Closing remarks by CCISUA President
The CCISUA President thanked everyone, and the members expressed gratitude to

Pamela Villalobos and the team for hosting the meeting at ECLAC/CEPAL.
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CCISUA 2026 General Assembly — Resolutions
Resolution 1: Protecting the Common System Compensation Framework
The General Assembly of CCISUA,

Recalling the central role of the United Nations common system as the cornerstone for
regulating conditions of service across entities, and reaffirming the importance of a
unified and coherent framework;

Noting ongoing discussions under the UN8O Initiative and broader reform processes,
including increasing emphasis on cost containment and efficiency measures;

Recognizing that the compensation framework must be considered holistically,
including through attention to salary scales, post adjustment, mobility, hardship
classifications, danger pay and family-related benefits;

Expresses concern that targeted reductions in specific elements of the package may
significantly undermine overall coherence and operational effectiveness, as well as
attractiveness to both current and future staff;

Reaffirms that competitiveness, stability, predictability, transparency and fairness
remain essential principles of the common system;

Calls for preserving key elements that support field service, mobility and staff well-
being;

Requests that any review be based on fact-checked assessment of evidence and
comprehensive data analysis, including impacts on recruitment, retention, field service
and staff morale.

Mandates CCISUA to continue coordinated engagement with the International Civil
Service Commission (ICSC), Member States and other stakeholders to ensure that
reforms safeguard the integrity and sustainability of the compensation framework;

Mandates CCISUA to continue its campaign to combat misinformation about the
current compensation framework and highlight the importance of appropriate
compensation in attracting and maintaining staff, as well as in safeguarding the
independence and impartiality of the international civil service.
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Resolution 2: Fair salary methodology for nationally recruited staff
The General Assembly of CCISUA,

Recognizing the severe erosion of purchasing power and living standards affecting
nationally recruited staff in several duty stations;

Noting with particular concern the situation of nationally recruited staff serving in the
Syrian Arab Republic and expressing solidarity and support to their ongoing strike and
efforts to secure fair conditions of service;

Calls for urgent consideration of special measures where exceptional economic
conditions have significantly affected staff income and welfare;

Reaffirms the need for fair, timely and evidence-based implementation of the salary
survey methodology;

Mandates CCISUA to advocate with ICSC, administrations and relevant stakeholders

for the fair implementation of salary survey methodology, including urgent special
measures where justified by evidence.
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Resolution 3: Strengthening staff federation participation in the High-Level
Committee on Management, the Human Resource Network and other inter-
agency discussions affecting staff

The General Assembly of CCISUA

Recognizing that system-wide decisions on workforce models, compensation and
conditions of service have direct and long-term impacts on staff;

Noting that current consultation mechanisms do not consistently allow for early,
structured and meaningful participation of staff representatives in relevant inter-agency
bodies;

Reaffirming the importance of social dialogue and staff representation, while noting
that it is integral to sound governance and effective reform;

Calls for strengthened and institutionalized participation of staff federations in inter-
agency bodies, including the High-Level Committee on Management and the Human
Resource Network;

Requests that staff representatives be engaged at early stages of policy development,
rather than only at final review stages;

Encourages continued coordination with other federations, including FICSA and
UNISERV, to promote a coherent and unified staff voice;

Mandates CCISUA to submit position papers and proposals to appropriate inter-
agency bodies, including the High-Level Committee on Management and the Human
Resource Network;

Mandates CCISUA leadership to pursue enhanced consultation frameworks with

regard to policies that affect staff welfare and conditions of service, and to report back
on progress.
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Resolution 4: Sustainable workforce models and staff protection
The General Assembly of CCISUA,

Recognizing the scale of workforce reductions across the United Nations system and
their impact on staff and organizational capacity;

Expressing concern regarding the increasing reliance on non-staff contractual
modalities and the implications for accountability, continuity and institutional memory;

Noting that misuse of non-staff personnel may amount to disguised employment, which
is contrary to ILO recommendation 198 and illegal under many national labour laws;

Recognizing, with concern, that workforce reductions may increase pressure to use
artificial intelligence tools inappropriately and decrease the capacity to verify their
outputs;

Reaffirms that functions involving core responsibilities, fiduciary oversight and
protection mandates should be fulfilled by staff;

Calls for the development of sustainable workforce models that balance flexibility with
employment stability and protection;

Calls for the development of policies on the responsible use of artificial intelligence,
duly consulted upon with staff representatives;

Supports further exploration of unemployment protection mechanisms, including
insurance-based schemes, comprehensively informed by actuarial analysis and

system-wide feasibility;

Requests engagement with administrations to assess practical implementation options
and implications;

Mandates CCISUA to continue developing proposals that support colleagues affected
by separations, while preserving the integrity of the international civil service.
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Resolution 5: Protection of staff representatives and freedom of association
The General Assembly of CCISUA,

Recalling the fundamental principles of freedom of association and the right of staff to
be represented through elected staff representatives within the United Nations
common system, enshrined in the ILO Freedom of Association and Protection of the
Right to Organize Convention, 1948 (No. 87) and the Right to Organize and Collective
Bargaining Convention, 1949 (No. 98), which, as fundamental principles and rights at
work, are recognized as human rights, as well as the Workers' Representatives
Convention, 1971 (No. 135) and accompanying Recommendation (No. 143);

Recognizing that staff representative functions are essential to sound governance,
accountability and effective staff-management relations;

Noting, with concern, instances where staff representatives may face direct or indirect
adverse consequences in connection with the exercise of their functions, including
during periods of organizational change and workforce restructuring;

Affirms that staff representative activities, when carried out in accordance with
applicable rules and mandates, should be recognized as protected activity;

Reaffirms the right of staff representative bodies and staff representatives to
communicate with all employees on relevant matters without improper interference.

Calls for clear and explicit recognition across United Nations entities that lawful staff
representation functions do not require separate qualification as whistleblowing,
misconduct reporting or grievance activity in order to benefit from protection;

Requests that United Nations entities strengthen safeguards against retaliation,
including preventive measures, early intervention mechanisms and appropriate
oversight, where risks are identified;

Encourages the integration of protections for staff representatives within relevant
policies, including those on retaliation, ethics and staff-management relations;

Reaffirms that effective protection of staff representatives is essential to maintaining
trust, ensuring meaningful consultation and supporting the integrity of the international
civil service;

Mandates CCISUA to continue advocating for the recognition and protection of staff

representative functions across the system, including through engagement with
administrations, oversight bodies and inter-agency mechanisms.
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Resolution 6: Internal functioning and succession planning
The General Assembly of CCISUA,

Recognizing the need for a culture of leadership rotation within representative
functions, while preserving the institutional memory, experience and continuity
required for effective system-wide representation;

Recognizing that the effectiveness and legitimacy of the Federation depend on the full
involvement of all member associations and unions in its activities and priorities;

Recognizing that leadership renewal helps ensure that the Federation remains
responsive to evolving staff expectations across the common system, benefits from
fresh perspectives and innovation, and reflects the diversity of its membership;

Emphasizing that succession planning should balance renewal with continuity of
knowledge, relationships and experience across mandates;

Encourages the promotion of leadership development, mentorship and structured
succession planning within CCISUA in order to foster greater participation of new
representatives, support emerging leadership, strengthen institutional resilience, and
ensure continuity of knowledge and experience across mandates;

Requests that such efforts be carried out in a transparent and inclusive manner, taking
into account the experience of current and former representatives, the needs of
member associations and unions, and the importance of maintaining CCISUA capacity
to act with continuity, credibility and effectiveness in defense of staff interests across
the common system;

Mandates CCISUA to undertake a review of its statutes, governance arrangements
and leadership succession provisions, with a view to strengthening transparency,
inclusiveness, accountability, leadership renewal and the long-term sustainability of
the Federation’s representative structures;

Mandates CCISUA to report back to its membership on the outcome of this review and

on any proposed amendments or practical measures to support leadership
development, succession planning and institutional continuity within the Federation.
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