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AUDIT REPORT

Audit of the processfor determining locally recruited staff salary scales at
non-Headquarters duty stations

l. BACKGROUND

1. The Office of Internal Oversight Services (OlOShdocted an audit of the process for determining
salary scales for locally recruited staff at noratiguarters duty statiohs

2. In accordance with its mandate, OIOS provides as®er and advice on the adequacy and
effectiveness of the United Nations internal canggstem, the primary objectives of which are tewgp

(a) efficient and effective operations; (b) accertancial and operational reporting; (c) safedusay of
assets; and (d) compliance with mandates, regonkaaad rules.

3. As at December 2011, there were approximately ®6l06€ally recruited staff (General Service
and National Officers) in the United Nations systeith salaries estimated at $1.2 billfcannually. The
salary scales of locally recruited staff are deteeh based on the Flemming Principle, which sttias
the conditions of service for locally recruitedfétshould reflect the best prevailing conditiongurial
locally for similar work. The Chief Executives Boa(CEB) designated the United Nations and World
Health Organization as the responsible agencieketermine salary scales for locally recruited seaff
non-Headquarters duty stations. Accordingly, thenf@ensation and Classification Section (CCS) in the
Human Resources Policy Service of the Office of ldonResources Management (OHRM) conducts
salary surveys and determines local staff salaajescat non-Headquarters duty stations in accoedanc
with the methodology developed and approved byirternational Civil Service Commission (ICSC)
The methodology is supplemented by a salary sumayual issued by OHRM, detailing the operational
aspects of the process. CCS is headed by a S&itiehat the P-5 level, who is supported by fiviasa
survey specialists (three at P-4 level and two-ati€vel) and five General Service staff.

4. There are two types of salary surveys: comprehensurveys and interim surveys.
Comprehensive surveys are conducted once in fiasyand involve identifying and interviewing
comparator employers, collecting information onagak and benefits and calculating United Nations
salaries based on a comparative analysis of netriacearned by employees in comparator companies
and organizations. Interim surveys are normallydumted annually to adjust salary scales between
comprehensive surveys to reflect the salary movémnend of comparator employers. The salary survey
methodology provides for the involvement of stafpresentatives in the process. Accordingly, a Local
Salary Survey Committee (LSSC) consisting of regméegtives from management and staff of the various
common system organizations at a duty stationtebéshed as a forum for staff/management and-inter
agency consultation. The committee is chaired l®gr@or internationally recruited official at thetgu
station.

5. The process of determining locally recruited staffary scales is depicted in the diagram below:

! Duty stations other than those where the UnitetioNa and Specialized Agencies have their headersart
% The estimate was determined based on the satdr@eneral Service staff members at grade 4 stapd/
National Officers salaries at grade B step V.

3 |CScC is an independent expert body establishetiéynited Nations General Assembly to regulate and
coordinate the conditions of service of staff ia thnited Nations common system. Its mandate imdud
determining the salary scales for locally recruséaff at Headquarters duty stations by refereadhe best
prevailing conditions of service among other empksyin the locality.



Salary Scale Determination Process

R ible A -
eSp?nos'l_lReM )gency LSSC & Salary SUrVey SpeCIallst _> HQ Sa|ary Steering Committee

Authorization of the Survey f.——p{ Preparation Phase

v

Data Collection Phase

v

Data Analysis Phase
+ Y
SalariSCn Review of Salary Survey

. results
Construction Phase -

Approval and
Promulgation of Revised [«
Salary Scales

6. The salary scale determination process is condutinlir phases. During the preparation phase,
OHRM notifies a duty station that a comprehensivevey is to be conducted. The LSSC at the duty
station updates information on leading employerseésurveyed and compiles statistics on job andegra
distribution of all local common system staff a¢ tthuty station. Through interviews and questiorasir
data on salaries, allowances and other conditibssmvice offered by surveyed employers are cadléct
They are analyzed and compared with the internadliions of service of United Nations organizations
and differences, which could be positive or negatresult in either an upward or downward revisybn
salary scales or maintenance of existing scales.

7. The Headquarters Salary Steering Committee (HSSf@sponsible for reviewing the outcome of
salary surveys. It is chaired by the United Natjowkich is represented by OHRM, and consists of
representatives from ICSC and other United Natagsncies such as the United Nations Development
Programme (UNDP), and the United Nations Childréfusd (UNICEF). OHRM approves and notifies
the surveyed duty station of the revised salariesca

8. CCS is funded from both the regular and the joifittgnced administrative activities budgets.

9. Comments provided by OHRM are incorporated indsali

II.  OBJECTIVE AND SCOPE

10. The audit was conducted to assess the adequaaffantiveness of the Secretariat’s governance,
risk management and control processes in provigéagonable assurance regardingdfficiency and
effectiveness of the process for determining local staff salary scales at non-Headquarters duty
stations.

11. The audit was included in the 2012 OIOS risk-basedk plan due to the risk that ineffective
implementation of the salary determination processld reduce the Organization’s ability to attract
suitable candidates and to retain existing stdffs Budit was also requested by OHRM



12. The key controls tested for the audit were: (apl&gry framework; and (b) project management
capacity. For the purpose of this audit, OIOSrEdithese key controls as follows:

(@ Regulatory framework - controls that provide reasonable assurance pblaties and
procedures: (i) exist to guide the determinatioriochl staff salary scales; (ii) are implemented
consistently; and (iii) ensure financial and operal information is reliable and produced with
integrity.

(b) Proj ect management capacity - controls that provide reasonable assurancdtibat are
sufficient tools, methodologies and resources tndoet the local staff salary surveys and
determine local staff salary scales. This inclugegect planning and monitoring, training and
adequate information technology (IT) tools.

13. The key controls were assessed for the controctitags shown in Table 1.

14. OIOS conducted this audit from May 2012 to Aprill20 The audit covered the period from
January 2010 to September 2012.

15. OIOS conducted an activity-level risk assessmende¢atify and assess specific risk exposures,
and to confirm the relevance of the selected kemtrots in mitigating associated risks. Through
interviews, analytical reviews and tests of costr@I0S assessed the existence and adequacy mfinte

controls and conducted necessary tests to detetheiecsffectiveness.

16. A sample of six comprehensive salary surfegsd four interim surveyswas selected for
detailed review. The audit team conducted telephoteviews with selected representatives of senior
management and LSSC members at the relevant datigrst. Policies and practices of the World Bank
and ICSC were used as reference in assessingl#ing seale determination process.

1. AUDIT RESULTS

17. The Secretariat governance, risk management antot@rocesses examined were initially
assessed apartially satisfactory in providing reasonable assurance regarding dfficiency and
effectiveness of the process for determining local staff salary scales at non-Headquarters duty
stations. OIOS made eight recommendations to address isseesified in the audit. A methodology
developed by ICSC existed to guide the determinatiolocally recruited staff salary scales and OHRM
promulgated a salary survey manual detailing theratpnal aspects of the process. Milestones in the
process were monitored through a Lotus Notes-bsakedy survey tracking database. The key control of
regulatory framework was rated partially satisfagtbecause review and approval roles, relating the
determination of locally recruited staff salary Issa needed to be clarified; and controls overrimie
reviews needed strengthening. The key control ofept management capacity was rated partially
satisfactory because controls over the IT tool useadcord and analyze salary survey data needbd to
strengthened; a quality control programme for thkary scale determination process was yet to be
developed; and key decisions in surveys needea teupported with adequate documentation. OHRM
accepted all recommendations and has initiatedssacg steps to address the identified issues.

* Thailand, 2011; Chile, 2011; Cyprus, 2010; NamiBi@l12; Nepal, 2012; and Sierra Leone, 2011.
® Bhutan, 2010; Nigeria, 2012; Thailand, 2010; amdieg 2010.



18.

The initial overall rating was based on the assesswf key controls presented in Table 1 below.

The final overall rating ipartially satisfactory as implementation of eight important recommenaestio
remains in progress.

Table 1: Assessment of key controls

Control objectives
Compliance
. - Efficientand | ,, /\ccurate . with
Business obj ective(s) Key controls offecti financial and | Safeguarding
ective . mandates,
) oper ational of assets )
oper ations reporting regulations
and rules
Efficient and effective | (a) Regulatory| Partially Partially Not assessed | Partially
determination of local | framework satisfactory satisfactory satisfactory
staff salary scales at (b) Project Partially Partially Not assessed | Partially
non-Headquarters management | satisfactory satisfactory satisfactory
duty stations capacity
FINAL OVERALL RATING: PARTIALLY SATISFACTORY

A. Regulatory framework

Review and approval roles relating to the detertionaof salary scales for locally recruited stageded

to be clarified

19.

The salary survey methodology provided a broad éwaank for the salary determination process

while OHRM, in its capacity as the representati/éhe responsible agency, was required to putacel
appropriate mechanisms to ensure adequate reviaelvapproval of the process. However, such
mechanisms were not clear as explained below:

20.

(a) The salary survey manual issued by OHRM stdtas the HSSC is responsible for
ensuring that salaries of locally recruited stafé @stablished in full compliance with the
methodology. Although there was an HSSC compristihg Chief, CCS as chair and
representatives from ICSC, UNDP and UNICEF as mesjlitewas not formally established with
clearly identified members and defined terms oémefice that were officially communicated to
the organizations of the United Nations commoneysand

(b) The segregation of duties was inadequate e<thef, CCS, who supervised the salary
survey specialists, also chaired the HSSC. Bysegregating the functions, the benefit of an
independent review of survey results could notdigeved.

Considering the significant financial impact of thalary scale determination process together

with its impact on staff morale and the Organizaaability to attract and retain the best candidathe
review and approval roles in the process needéé warified and formalized.

(1) OHRM should clarify the arrangements relating to the review and approval of revised

salary scales including ensuring that: (i) members of the Headquarters Salary Steering
Committee (HSSC) are independent of operational responsibilities in the salary scale
determination process; and (ii) the names of members and terms of reference of the HSSC
are communicated in writing to the or ganizations of the United Nations common system.




OHRM accepted recommendation 1 and stated that the terms of reference, including the names of
the members of the HSSC will be prepared and forwarded to the CEB. Recommendation 1 remains
open pending notification that the names of the bemn of HSSC (who are operationally
independent of the process) and the committeaissterf reference have been communicated tg the
CEB.

Transparency of HSSC decisions needed to be imgrove

21. The salary survey manual stipulates that all mgstiof the HSSC should be carefully
documented. OHRM conducted about 30 comprehenaiwveys per year during the period under review
and the HSSC convened an average of six timesqgaarig 2010 and 2011 and approved approximately
six survey results during each meeting. Since 26IB5C meetings were held virtually, through e-mail
and on an as required basis. However, since thenemwement of virtual meetings, the results of the
deliberations of HSSC have not been formally docuegtto record the results of the committee’s revie
of the outcomes of salary surveys.

(2) OHRM should formally record the decisions of members of the Headquarters Salary
Steering Committee, which are used asthe basisfor revising salary scales.

OHRM accepted recommendation 2 and stated that this was an ongoing process for each of the
surveys that was reviewed by the HSSC. In order to promote consistency, a standardized form will

be developed and circulated to the HSSC members to record their decisions and the rationale
behind those decisions. Recommendation 2 remains open pending notificahanthe standardize
form has been developed and used to record HSSSiatex

o

Need for a mechanism for periodic reporting of safarvey results

22. OHRM did not have a mechanism to report its adgsiwith regard to the salary determination
process periodically to CEB, which assigned OHRM tlesponsibility for managing the surveys.
Conversely, both ICSC and the World Bank submittesimmary of the results of their salary surveys to
the General Assembly and the World Bank ExecutiwarB respectively, which had delegated the
responsibility to them. ICSC also provided a dethreport to entities with a large number of stdfthe
concerned duty station. Given the high financigblioations of the salary scale determination preces
mechanism to report the survey results and othievant information to key decision makers was
essential.

(3) OHRM should institute a mechanism for reporting the consolidated results of salary
surveys and other relevant information, including the financial implications, periodically
to an appropriate body to enhance accountability and transparency.

OHRM accepted recommendation 3 and stated that annually a report will be prepared for the
Human Resources Network that will detail the results of the comprehensive and interim salary
surveys that were concluded for a particular calendar year. The financial implications will be
estimated on the same basis as was used in the audit report. The first report will be prepared in
mid-2014 at the conclusion of the 2013 salary surveys. Recommendation 3 remains open pending
receipt of a copy of the first annual report on thsults of salary surveys presented to the CEB
through the Human Resources Network.




Interim survey procedures and monitoring activinegded to be strengthened

23. The objective of the interim survey was to ensheg tUnited Nations salaries continued to reflect

the salary trends of comparator employers. Intesurveys consisted of desk reviews based on the
information collected by LSSC on revised salarylex@®f comparator employers included in the most

recent comprehensive survey and the latest tax ebttee country. However, there was no independent
verification of information provided, and interimrsey results were approved by the Chief, CCS witho

a review by HSSC.

24, Insufficient verification and review procedures @@oted in all sampled cases. The implications
of this control weakness, however, were pronoumeedspect of interim surveys in Thailand. Durihe t
interim surveys between 2006 and 2010, OHRM in@@dbke existing salary scales by 6 to 7.5 per cent
annually based on information submitted by LSSCweleer, during the comprehensive salary survey in
2011, OHRM noted that the salary scales of the eyeps had either remained unchanged or had
changed minimally since 2006. There was no evidémakemonstrate how OHRM resolved the issue of
inaccuracy of data provided during the interim sys/with LSSC.

25. OHRM explored the possibility of conducting on-sitéerim surveys at bigger duty stations such
as Bangkok in 2012 to ensure that data collectddusiized in the interim survey analyses were aatgl
However, OHRM had not yet taken any decision is tepard.

(4) OHRM should strengthen the interim salary survey procedures, including independently
verifying the information collected by the L ocal Salary Survey Committee and introducing
appropriate reviews based on an assessment of risks.

OHRM accepted recommendation 4 and stated that a standardized checklist will be developed to
enhance the effectiveness of a review of the results of interim salary surveys. The checklist will
focus upon potential areas of weakness that may have been overlooked or pose the greatest risk in
terms of error. In order to enhance the integrity of data collection in a limited number of duty
stations, the interim survey will be conducted on the basis of an onsite visit with OHRM actively
participating in the data collection. Furthermore, on an ad hoc bass, data collected from
frequently surveyed local offices of comparator organizations will be verified with their
headquarters. Recommendation 4 remains open pending notificatianb the proposed actions [to
strengthen the interim survey procedures have imgglemented.

OHRM developed a guiding principle that would reégussuance of secondary salary scales

26. The differences between the current salary scalddlee survey results, which could be positive
or negative, lead to either an upward or downwasdsion of salary scales or maintenance of existing
scales. Although the salary scales normally wevesed upwards on positive survey results, theie wea
specific guidance in the methodology on the coofsction in the event of negative survey resi@SC
adopted a practice of consistently recommendingrgalcales that were lower than the existing scales
when the survey results were negative, but OHRMhdidalways do this.

27. During the audit, OHRM developed, in consultationthwCSC, a guiding principle that would
require issuance of secondary salary scales apfditathe newly recruited staff members when aesur
result yielded a negative outcome greater tharréepé and this was now reflected in the survey rahnu
Hence, OIOS is not making a recommendation inrdgsrd.



B.  Project management capacity

OHRM established project planning and tracking raetdms

28. The Chief, CCS considered factors such as fantiliavith the region, complexity of the survey,
size of the duty stations, availability of spedtdj historical background, security and safety and
language proficiency of salary survey specialigtaliocating them to various duty stations. Milegts in

the process were monitored through a Lotus Notssasalary survey tracking database. OHRM
developed a global comparator table that matchedhmearks in the United Nations with those at nine
public and seven private sector companies to emh#re efficiency of the salary scale determination
process. OHRM also created a database that reflao automatically updated job matches made during
comprehensive surveys. OHRM promulgated an updstiedy survey manual in February 2013 to reflect
the changes in the ICSC methodology revised in 26itRvever, OHRM needed to focus on the areas
noted below to strengthen internal controls inghmcess.

OHRM needed to improve the IT tool for conductiadpsy surveys

29. OHRM did not have an adequate and effective IT togkcord, analyze and report salary survey
data. OHRM inherited a Microsoft Excel-based toalled B6 from UNDP and customized it based on
internal discussions and needs assessment. TheolTconsisted of three worksheets namely: (a)
individual employer worksheet to record employesalary data; (b) consolidated employer worksheet;
and (c) a template of the report of the comprelvensalary survey to the HSSC.

30. There were a number of control weaknesses relatédet use of the IT tool including: (a) the
worksheets were not password-protected; (b) formitathe worksheets were not locked to prevent
accidental or unauthorized modifications; (c) theexe no explanations of the codes used for perfgrm
several calculations and processes in the Exceksh@l) there were no built-in validation checkstsas
“Net Pay should not exceed Gross Pay”.

31. The potential consequences of a mistake in theysatale calculations done through the IT tool
were high. For example, an incorrect formula rafatio a tax calculation resulted in net salarieaade
higher than gross salaries for comparator emplogatts led to an upward revision of United Nations
salary scales in Chile. This incorrect formula wentletected for five years from 2005 to 2010 and wa
finally corrected during the comprehensive salanyasy in 2011.

(5) OHRM should design and implement procedur es to strengthen the infor mation technology
tool used for salary surveys including enabling password protections and instituting
validation checks.

OHRM accepted recommendation 5 and stated that this would require harnessing expertise from
outside OHRM in order to develop an I T tool that can enhance the security of the Excel worksheets
by applying password protection and validation checks. Recommendation 5 remains open pending
notification that the procedures to strengthen itifermation technology tool used for salgry
surveys have been implemented.




Decisions taken during the salary scale deterntingirocess were not adequately supported by retjuire
documentation

32. Salary survey specialists completed comprehensilagyssurvey reports in the prescribed format
at the end of each survey for submission to the GZ1SFowever, in the surveys selected for detailed
review, there was inadequate supporting documentain how the criteria in the ICSC methodology
were applied to identify the initial list of compaor employers to be surveyed. The applicatiorhef t
criteria was critical because the composition ef tbmparator employers could influence the outcofne
the survey. Similarly, there was no comprehenswermation to support the decisions taken durirgy th
data collection and data analysis phases suchaassme for changes to the composition of comparator
employers from the previous survey, criteria useddtermine taxes in the calculation of net satanie
comparator employers, and factors considered irchirag United Nations jobs with specific jobs of
comparator employers. This was partly due to teetfaat the standardized templates did not redhise
level of detail. Consequently, there was an insigfit audit trail to demonstrate due diligencehn t
decision making process.

(6) OHRM should expand standardized templates to include documentation to support key
decisionsin the salary scale determination process.

OHRM accepted recommendation 6 and stated that a standardized checklist will be developed that
covers the survey preparation, the selection of employers to be retained, the jobs to be analyzed,
and the rationale behind any changes to the construction of the resulting salary scale, including the
technical peer review of the interim and comprehensive surveys. Recommendation 6 remains open
pending notification that the standardized chetklis been developed and implemented.

A quality control programme needed to be developed

33. OHRM did not incorporate a comprehensive qualitytom programme in the salary survey
manual that covered the operational aspects obdlery scale determination process. In additioa, th
survey specialists did not use tools such as cissKbr each stage of the process to have assuthat
they complied with required provisions in the metblogy. Although OHRM adopted an informal
system of peer reviews, staring in July 2012, wineirvey results were reviewed by another spatjali
these reviews were not documented. OHRM statedpet reviews resulted in the correction of ernors
the comprehensive salary surveys in Uruguay anéfitggen. However, this could not be verified as the
related peer reviews were not documented. The CB@§ did not conduct in-depth technical reviews of
the process as a supervisor of the section butragiviewed salary survey outcomes in his capasitshe
HSSC chairman after the completion of the surveys.

(7) OHRM should incorporate in the salary survey manual an appropriate quality control
programme covering all aspects of the salary scale determination process. This could also
include checklists to improve compliance with the salary survey methodology and
technical reviews at the supervisor level.

OHRM accepted recommendation 7 and stated that the salary survey manual will be revised to
include standardized checklists to strengthen interim survey procedures and to improve
documentation of the salary scale determination process. Recommendation 7 remains open pending
notification that an appropriate quality controbgramme, that includes standardized checklists
and formal peer and technical supervisory reviewas been incorporated in the salary survey
process.




Independent translators/interpreters were not tsadsist specialists in salary surveys

34. Independent translators/interpreters were not hivegissist salary survey specialists in countries
that did not use any of the official United Natidasguages. Except for the comprehensive salamegu

in Thailand, where OHRM outsourced the translatioih salary-related documents provided by
comparator employers to a private company, theres wa arrangement for hiring independent
translators/interpreters to ensure accurate tramslaof information obtained. Although OHRM
incorporated the provision to use interpreters hia survey manual, it had not yet issued detailed
operational guidelines or allocated financial reses in the budget.

(8) OHRM should issue standardized terms of reference on the use of independent
interpreters to assist salary survey specialists in countries that do not use any of the
official United Nations languages, and also allocate financial resources for such
interpretersin its budgetsto improve the efficiency and effectiveness of the salary survey
process.

OHRM accepted recommendation 8 and stated that standardized terms of reference will be
developed and included in the communication to the duty stations at the first stage of each
comprehensive salary survey. Recommendation 8 remains open pending notificdtiah standard
terms of reference on the use of independent irgtrs have been issued and the required
financial resources allocated in the budget.

Training materials needed to be more widely avélab

35. During the period under review, OHRM conducted hie¢-day workshops to train LSSC
members on salary surveys. The number of partitspaneach workshop ranged from 25 to 30 and a
total of 270 were trained out of a total estimated0d LSSC members. Each participant paid a fee of
$800. The salary survey specialists from OHRM piedi hands-on training on various procedures
including job-matching. These workshops were wedkived by the participants.

36. LSSC members of the selected duty stations expiessecern that the workshops were not
accessible due to cost and limitations on the nurabearticipants from each offic@HRM stated that

the workshops had been conducted over several years and in total, since 2006, it is estimated some 1,000
LSSC members have participated in the workshops. The workshop participants were provided with the
materials in electronic format and were encouraged to brief members of the LSSC upon return to their
duty stations. Considering that OHRM had agreed to post the tngimhaterials on its website to provide
non-participants access to materials presentechglueach workshop and make it mandatory that
participants in regularly offered salary survey katrops get actively involved in local salary survey
committees, OIOS is not making a recommendatighigregard.

External training to the salary survey specialists

37. Except for participating in salary survey worksha@osmducted by CCS and on-the job training
the salary survey specialists did not undergo artereal training on salary surveys. OHRM
acknowledged the need for providing external trgjnio the salary survey specialists to understand
industry practices, methods and trends and to eptlair skills. Hence, OIOS is not making a
recommendation in this regard.

® Estimated taking an average of 10 LSSC memberadit of the 168 non-Headquarters duty stations.
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STATUSOF AUDIT RECOMMENDATIONS

ANNEX |

Audit of the processfor determining locally recruited staff salary scales at non-Headquarters duty stations

— 3
R Recommendation criie] /8 C{; Actions needed to close recommendation Implemenlgatlon
no. I mportant (©) date
1 OHRM should clarify the arrangements relating {o Important @] Notification that the names of the menstof 31 January 2014
the review and approval of revised salary scales HSSC (who are operationally independent of the
including ensuring that: (i) members of the process) and the committee’s terms of reference
Headquarters Salary Steering Committee (HSSC) have been communicated to the CEB.
are independent of operational responsibilities in
the salary scale determination process; and @i) th
names of members and terms of reference of the
HSSC are communicated in writing to the
organizations of the United Nations common
system.
2 OHRM should formally record the decisions of Important @) Notification that a standardized forashbeen 31 January 2014
members of the Headquarters Salary Steering developed and used to record HSSC decisions.
Committee, which are used as the basis for revising
salary scales.
3 OHRM should institute a mechanism for reporting Important @) Receipt of a copy of the first anngdart on 30 June 2014
the consolidated results of salary surveys and othe the results of salary surveys presented to the
relevant information, including the financial CEB through the Human Resources Network.
implications, periodically to an appropriate body [
enhance accountability and transparency.
4 OHRM should strengthen the interim salary survey Important o Notification that the proposed actisaosh as 31 January 2014
procedures, including independently verifying the developing standardized checklist, onsite visits
information collected by the Local Salary Survey to a selected duty stations and data verificatign
Committee and introducing appropriate reviews measures to strengthen the interim survey
based on an assessment of risks. procedures have been implemented.
5 OHRM should design and implement procedures to Important O Notification that the procedures t@sgthen thg 30 April 2014

strengthen the information technology tool used

for

information technology tool used for salary

" Critical recommendations address significant angéovasive deficiencies or weaknesses in govemarak management or internal control processes) s
that reasonable assurance cannot be provided megdhe achievement of control and/or businessativjes under review.
8 Important recommendations address important @efites or weaknesses in governance, risk managememeérnal control processes, such that reasenabl
assurance may be at risk regarding the achieveofieaintrol and/or business objectives under review.
°C =closed, O = open

19 Date provided by DM in response to recommendations




STATUSOF AUDIT RECOMMENDATIONS

ANNEX |

Audit of the processfor determining locally recruited staff salary scales at non-Headquarters duty stations

REEC: Recommendation e /8 Cé Actions needed to close recommendation Implemeq(t)atlon
no. I mportant (®) date
salary surveys including enabling password surveys have been implemented.
protections and instituting validation checks.
6 OHRM should expand standardized templates to¢  Important o Notification that the standardized dtist has| 31 January 2014
include documentation to support key decisions |n been developed and implemented.
the salary scale determination process.
7 OHRM should incorporate in the salary survey Important @] Notification that an appropriate quatibntrol 31 January 2014
manual an appropriate quality control programmg programme, that includes standardized
covering all aspects of the salary scale checklists and formal peer and technical
determination process. This could also include supervisory reviews, has been incorporated i
checklists to improve compliance with the salary the salary survey process.
survey methodology and technical reviews at the
supervisor level.
8 OHRM should issue standardized terms of Important @] Notification that standard terms ofrehce on | 31 January 2014

reference on the use of independent interpreterg to

assist salary survey specialists in countriesdbat
not use any of the official United Nations

languages, and also allocate financial resouraes|fo

such interpreters in its budgets to improve the
efficiency and effectiveness of the salary survey
process..

the use of independent interpreters have beel
issued and the required financial resources have

been allocated in the budget.
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United Nations @ Nations Unies

INTEROFFICE MEMORANDUM MEMORANDUM INTERIEUR
Ms. Carmen Vierula, Chief pate: 13 August 2013
New York Audit Service, Internal Audit Division
Office of Internal Oygesight Services

Christian . Director

nder-Secretary-General for Management

ice
o T A 11
Mario Baez, Chief, Policy and Oversight Coordination Service
Office/qf the Under-Secretary-General for Management

Draft report on an audit of the process for determining locally recruited staff

salary scales at non-Headquarters duty stations (Assignment No. AH2012/512/02)

1. In response to your memorandum dated 18 July 2013 on the above
subject, we are pleased to provide the comments of the Department of

Management to the recommendations in the draft report in Appendix L.

2. Thank you for providing us with the opportunity to comment on the
draft report.



United Nations @ Nations Unies

INTEROFFICE MEMORANDUM

MEMORANDUM INTERIEUR

AUDIT RECOMMENDATIONS

APPENDIX I

Audit of the process for determining locally recruited staff salary scales at non-Headquarters duty stations

Title of

S T e ? e .
fec Recommendation Sealy, | Aecopled? responsible Lo Ements fon Client comments
no. Important’ | (Yes/No) ek date
individual
1 OHRM should clarify the | Important Yes Chief, 31 January 2014 | The Terms of Reference,

arrangements relating to the review Compensation including the names of the
and approval of revised salary scales and members of the HSSC will be
including ensuring that: (i) members Classification prepared and forwarded to the
of the Headquarters Salary Steering Section CEB.

Committee (HSSC) are independent
of operational responsibilities in the
salary scale determination process;
and (ii) the names of members and
terms of reference of the HSSC are
communicated in writing to the
organizations of the United Nations
common system.

! Critical recommendations address significant and/or pervasive deficiencies or weaknesses in governance, risk management or internal control processes, such

that reasonable assurance cannot be provided regarding the achievement of control and/or business objectives under review.

% Important recommendations address important deficiencies or weaknesses in governance, risk management or internal control processes, such that reasonable

assurance may be at risk regarding the achievement of control and/or business objectives under review.
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2 OHRM should formally record the | Important Yes Chief, 31 January 2014 | This is an ongoing process for
decisions of members of the Compensation each of the surveys that are
Headquarters Salary Steering and reviewed by the HSSC. In order
Committee, which are used as the Classification to promote consistency a
basis for revising salary scales. Section standardized form will be
developed that will be circulated
to the HSSC members to record
the decisions and rationale
behind those decisions.
3 OHRM should institute a mechanism | Important Yes Chief, 30 June 2014 | Annually a report will be
for reporting the consolidated results Compensation prepared for the HR network that
of salary surveys and other relevant and will detail the results of the
information, including the financial Classification comprehensive and interim salary
implications, periodically to an Section surveys that have been concluded
appropriate body to  enhance for a particular calendar year.

accountability and transparency.

The financial implications will be
estimated on the same basis as
was used in the audit report. The
first report will be prepared in
mid-2014 at the conclusion of the
2013 salary surveys.
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4 OHRM should strengthen the interim | Important Yes Chief, 31 January 2014 | A standardized checklist will be
salary survey procedures, including Compensation developed to enhance the
independently verifying the and effectiveness of a review of the
information collected by the Local Classification results of interim salary surveys.
Salary Survey Committee and Section The checklist will focus upon
introducing  appropriate  reviews potential areas of weakness that
based on an assessment of risks. may have been overlooked or

pose the greatest risk in terms of
error. In order to enhance the
integrity of data collection in a
limited number of duty stations
the interim survey will be
conducted on the basis of an
onsite visit with OHRM actively
participating in the data
collection. Furthermore, on an
ad hoc basis, data collected from
frequently surveyed local offices
of comparator organizations will
be verified with their
headquarters.

5 OHRM should design and implement | Important Yes Chief, 30 April 2014 | This will require harnessing
procedures to  strengthen the Compensation expertise from outside OHRM in
information technology tool used for and order to develop an IT tool that
salary surveys including enabling Classification can enhance the security of the
password protections and instituting Section Excel worksheets to apply

validation checks.

password protection and
validation checks.
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6 OHRM should expand standardized | Important Yes Chief, 31 January 2014 | A standardized checklist will be
templates to include documentation Compensation developed that covers the survey
to support key decisions in the salary and preparation, the selection of
scale determination process. Classification employers to be retained, the jobs

Section to be analyzed, and the rationale
behind any changes to the
construction of the resulting
salary scale, including the
technical peer review of the
interim and comprehensive
surveys.

7 OHRM should incorporate in the | Important Yes Chief, 31 January 2014 | The salary survey manual will be
salary survey manual an appropriate Compensation revised to include items 4 and 6
quality control programme covering and above.
all aspects of the salary scale Classification
determination process. This could Section

also include checklists to improve
compliance with the salary survey
methodology and technical reviews at
the supervisor level.
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8 OHRM should issue a standardized | Important Yes Chief, 31 January 2014 | A standardized Terms of
terms of reference on the use of Compensation Reference will be developed and
independent interpreters to assist and included in the communication to
salary survey specialists in countries Classification the duty stations at the first stage
that do not use any of the official Section of each comprehensive salary

United Nations languages and
allocate financial resources in the
budget to improve the efficiency and
effectiveness of salary survey
process.

survey.




