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Introduction

1. In 2006, the applicant requested that her post be reclassified on the ground
that a 19 January 1999 decision to reclassify the post she encumbered was made but
not implemented. In October 2008 she was advised that the Department of General
Assembly and Conference Management (DGACM) was not in a position to grant her
request. An administrative review upheld that decision. The applicant appealed to
the Joint Appeals Board (JAB). That appeal was transferred to the United Nations
Dispute Tribunal for decision. Following a hearing of the case the parties agreed to
take the issue to mediation but that was unsuccessful. She now seeks a review of the
decision made on 25 September 2008 not to reclassify her post from the P-3 to the
P-4 level. She is due to retire in 2010.

2. The Tribunal is asked to:

a. implement the decision of 19 January 1999 to reclassify the
applicant’s position as Chief of the Chinese Unit in the Copy
Preparation and Proofreading Section (CPPS) to the P-4 level as
contained in the classification notice for job description no. 007195;

b. retroactively reconstitute her career as if this decision had been

implemented on 19 January 1999; and

C. compensate her for all financial losses and emotional suffering as a

result of the humiliating and unfair treatment by the Organization.

Scope of the case

3. While it is evident that the applicant has been dissatisfied with the
classification of her post since 1999, this appeal is limited to the decision made in
October 2008 as she did not seek administrative review of the classification decisions
in or following those made in 1999. Similarly, although her request for the payment
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of a Special Post Allowance (SPA) in 1999 was refused, she accepts she did not seek
an administrative review of that decision. That claim is therefore not receivable as a
substantive claim in this appeal, however the facts relating to those two matters are

relevant as background to her claim.

Issues
4. The main issues can be summarised as follows:
a. Was the decision in question an administrative decision?
b. Was the decision in compliance with her terms of appointment or her
contract of employment?
C. What remedies are appropriate in the event of a breach?
Facts
5. CPPS provides services in the six official UN languages. In each of the six

units staff members check proofs prior to typesetting and prepare material for the
typesetter. The functions of the Chief of each language unit are the same:
determination of professional standards for copy preparation and proofreading work

and administrative responsibilities for the Section.

6. The applicant began working in the Chinese Unit as a copy preparer in 1996
but soon assumed additional duties as acting Chief of Unit at the P-2 level. Three
years later, DGACM submitted a request for a benchmark job description (no.
007195) for Chief of Unit in the CPPS as there was an acknowledged desire to have
six posts for Chiefs of Units. None of the specific units were mentioned in the

application which was general to all of the units.

7. As a result of this application the positions were classified according to the

job descriptions at the P-4 level, however at that time only three posts, those of the
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English, French and Arabic Chiefs, were available and encumbered. It was noted by

DGACM that upon availability of resources three more posts may be made available.

8. In September 1999, after repeated requests, the applicant was promoted to the
P-3 level. In November 1999, the Chief of the Spanish Unit requested an SPA to the
P-4 level for that position. The report from the Executive Officer of DGACM
supported this application. He said that the Spanish Chief had, since 1998, “assumed
the functions of the job description 007195, classified at the P-4 level serving as
officer in charge of the Unit”. Although not expressed as such, it is a reasonable
inference that the Executive Officer was relying on the classification of job
description 007195 that had been undertaken in 1999.

9. The posts of Chinese and Russian Chiefs of Unit did not receive similar
treatment. In respect of the Chinese position, the reasons given included that there
was no available P-4 post for the Chinese Chief of Unit so the applicant’s job
description could not be reclassified to P-4. The applicant’s request for an SPA was

refused.

10. There was no evidence that there were any differences between the
responsibilities of the Chiefs of the six units. Counsel for the respondent advised that
there had never been a comparison of the work done by each of them but it was not
seriously disputed that the functional profiles and responsibilities of the Chiefs of all

language units in CPPS were and remain the same.

11.  The applicant’s performance evaluations for more than ten years show that
she performed with high competency as both Chief of Unit and copy preparer. She
consistently received the grade of “frequently exceeds performance expectations”.
Her 2008 assessment in the electronic performance appraisal system (e-PAS)
described her as “an inspiration as a model of a Chief of CPP Unit”.

12.  On 17 August 2006, the applicant made a formal request to the Chief of CPPS
to have her post as Chief of the Chinese Unit reclassified to the P-4 level. In

summary she made the following points:
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a. Since taking up her position in 1996 her functional title was “copy
preparer”, a P-3 position, but her extra duties in managing the unit

were never recognised.

b. She met the criteria for promotion to the P-4 level in every respect and
her e-PAS demonstrated high competency.

C. The lower grade accorded to the Chinese Chief of Unit gave the
impression that not all six official languages are treated equally, that
Chinese is an inferior language in CPPS and that the Chief for Chinese
language is inferior to other language Chiefs.

13.  The Chief of CPPS fulsomely supported the applicant’s application,
describing the situation as “unfortunate”. She said that “tolerating the current
situation as it is would be a form of discrimination”. She also pointed out that the
applicant had to face the humiliation of having a subordinate functioning at the same

P-3 level as her.

14, In April 2007 the Under-Secretary-General for DGACM (USG/DGACM)
submitted a Proposed Programme Budget for 2008-2009 in which he noted that
General Assembly resolution 42/207C requested the Secretary-General “to take the
necessary measures to ensure the provision of conference services to the UN with
adequate personnel, with due respect to the equal treatment of all official languages
of the UN”. He further submitted that it was essential to make some limited
adjustments in view of the need to ensure the equal treatment of the six official
languages, to uphold the principle of equal pay for equal work and to restore staff
confidence in the system. These adjustments included establishing two new P-4 posts
for the Chiefs of the Chinese and Russian Units who alone had remained at the P-3
level. He suggested that the Organization could take the opportunity of the budget

exercise to take necessary steps to put in place a more equitable situation.

15. On 25 May 2007, the Assistant Secretary-General, Controller, Office of

Programme Planning and Accounts, Department of Management, responded to this
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request by pointing out that these issues could be accommodated through the
flexibility that is available to heads of departments to manage their resources. He
also suggested that the specifications of each of the six official languages resulted in
varying workloads. Finally, he said that the budget had been finalised and submitted
although did not say when this had happened in relation to the applicant’s request in
2006.

16.  On 11 June 2007, the USG/DGACM replied with more information. He
reiterated that the reclassification of the two P-3 posts to the P-4 level was essential to
ensure the uniformity of treatment of the six official languages and to reflect the
quality of the duties and responsibilities of the posts of the Chiefs of Unit. He

rejected the proposition that the problem could be solved internally.

17. It was not until 6 October 2008, after the applicant wrote to ask for a decision
on her application for her position to be reclassified, that she finally received an
apology for delays caused by the Executive Office and a reply from the
USG/DGACM to her request to have her post upgraded. The USG/DGACM said that
the grading anomaly had been brought to the attention of the Controller and Member
States but the proposal to rectify the situation was not supported in the final approved
staffing structure. He said that DGACM was not in a position to grant her request
and her best recourse may be to seek relief through the internal justice system. This

she did without delay.
18. From these facts | conclude that:

a. The classification decision in 1999 was a generic one which provided
a benchmark of P-4 for any of the Chief of Unit positions in CPPS but
no representation was made for the Chinese Chief of Unit to be so
classified following that. The reason given for that omission was

unavailability of resources.
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b. Since 1999 the P-3 level of the applicant’s post did not correspond
with the work she was performing or with that of the other Chiefs of

Unit who were doing the same work.

C. Senior management of DGACM recognised that this difference of
treatment resulted in inappropriate inequalities in the treatment of
different languages and in the application of the concept of equal pay
for equal work. Although this was brought to the attention of the

Controller, the decision was made not to rectify those inequalities.

Applicant’s submissions

19.  The applicant submitted that the 1999 classification covered the job
description of all Chiefs of Unit within CPPS and was not confined to the three posts
for which resources were then available. Therefore, the post of Chief of the Chinese
CPPS Unit was classified at the P-4 level at that time.

20. In the alternative, the applicant argued that if, as the respondent submitted, the
original classification in 1999 had been limited to three posts then the Administration
willfully and knowingly violated the fundamental principle of equal work for equal
pay and the prohibition on discrimination by confining the classification of Chief of
Unit within CPPS to three out of six posts since 1999 even though all the posts had
identical job descriptions. She pointed out that she had performed functions
exceeding her original job description without associated remuneration for a period of

almost fourteen years.

Respondent’s submissions

21. In reliance on a statement from the Compensation Officer of the Conditions of
Service Section of the Office of Human Resources Management (OHRM), counsel
for the respondent submitted that post classification is not an administrative decision

as it relates to posts not positions and that the applicant’s rights had not been violated.
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The implication of this submission is that such decisions cannot be reviewed by
UNDT as they are not administrative decisions within the meaning of 2.1 of the
Statute.

22. Counsel for the respondent also submitted that as the applicant’s post had not
been classified at the P-4 level, she, as an individual, was not entitled to the P-4 status

or payment.

23.  The respondent argued that no decision had been made in 1999 to classify the
post for the Chinese Chief of Unit because none was sought. Counsel argued that
classification could not have been sought because one prerequisite for such a request
had not been made, namely the existence of a “valid and available post approved at
the appropriate level in the budget”. Accordingly no administrative decision was

made which could be appealed.

24.  Finally it was submitted that a classification decision was dependent on the
budget and was only possible once the required budget provisions are available. The

respondent relied on administrative instructions to support this submission.
Applicable legislation
25. Staff regulation 2.1 on classification of posts and staff states:

In conformity with principles laid down by the General Assembly, the
Secretary-General shall make appropriate provision for the
classification of posts and staff according to the nature of the duties
and responsibilities required.

26.  ST/AI/1998/9 was issued to implement regulation 2.1. It materially states:

Section 1
Request for the classification or reclassification of a post

1.1 Requests for the classification or reclassification of a post shall be
made by the Executive Officer, the head of administration at offices
away from Headquarters, or other appropriate official in the following
cases:
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(@) When a post is newly established or has not previously been
classified;

(b) When the duties and responsibilities of the post have changed
substantially as a result of a restructuring within an office and/or a
General Assembly resolution;

(c) Prior to the issuance of a vacancy announcement, when a
substantive change in the functions of a post has occurred since the
previous classification;

(d) When required by a classification review or audit of a post or
related posts, as determined by the classification or human resources
officer concerned.

Section 2
Procedure for classification or reclassification

2.2 Such requests shall include:

(a) A complete and up-to-date job description for the post in question,
using standardized job descriptions, where applicable;

(b) An up-to-date organizational chart showing the placement of the
post in question and of other posts that may be affected by the
classification or reclassification requested;

(c) A valid and available post number confirming the existence of a
post approved at the appropriate level in the budget, unless the request
is submitted for advice prior to a budget submission. When available,
the Integrated Management Information System (IMIS) post number
must be used.

Section 4
Implementation

4.1 Classification decisions shall become effective as of the first of the
month following receipt of a classification request fulfilling the
conditions of section 2.2 above. When a classification request is
submitted for advice prior to a budgetary submission, the classification
shall become effective once the reclassification has been approved in
the budget.
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Section 5
Appeal of classification decisions

The decision on the classification level of a post may be appealed by
the head of the organizational unit in which the post is located, and/or
the incumbent of the post at the time of its classification, on the
ground that the classification standards were incorrectly applied,
resulting in the classification of the post at the wrong level.

Was this an administrative decision?

27. The first question is which decision is in issue in this case. The applicant
made it clear, and | accept, that the decision she seeks to have reviewed in this
application is the decision not to grant her 2006 request to have the post she
encumbered formally classified at the P-4 level. It was not the 1999 decision which
limited the formal classification of the P-4 posts in CPPS to three. The respondent’s
submissions about whether the 1999 classification decision can or should be reviewed

are not in issue in this case.

28. I find that the decision to deny the applicant’s 2006 request to have the post
she was acting in formally classified to P-4 was an administrative decision. It was a
decision made by the Administration in response to a specific request made by the
applicant, the outcome of which directly affected her. If it had been acceded to she

would have had the opportunity to be considered for promotion to a P-4 post.

29.  The answer to the more general question of whether post classification per se
is an administrative decision lies in the administrative instructions about

classification.

30.  ST/AI/1998/9, section 1.3, entitles an incumbent of a post who considers that
the duties and functions of the post to have been substantially affected to request a
review of the matter for appropriate action. This administrative instruction and
previous UN Administrative Tribunal jurisprudence make it clear that a decision
made about classification as a result of a request of an incumbent of a post may be

subject to review. The procedure adopted by the Administration in relation to the
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classification of a post is subject to scrutiny to determine whether the classification

process was carried out in accordance with the UN Regulations and Rules.

31.  Although there is a distinction to be made between the classification of a post
which depends on the nature of the duties and responsibilities assigned to it and
promotion which relies on the individual characteristics, experience and suitability of
an individual staff member for a particular post, ST/AI/1998/9 recognises that there is
an interface between these two concepts. Where individuals are directly affected by a
classification decision they are entitled to the opportunity to have the decision

reviewed.

32. | conclude on the first issue that the administrative decision made on 6

October 2008 was an administrative decision which is capable of being reviewed.

Was there a breach of the terms of employment or the applicant’s contract of
employment?

33.  The classification system is promulgated by the Staff Regulations and Rules
and it is part of the conditions of employment for all staff members as the rules are
incorporated by reference into all UN employment contracts. In reliance on staff
regulation 2.1, the UN Administrative Tribunal has consistently held that
classification of a post is to be done according to its job description.® I concur with
that opinion.

34.  The obligation of the Secretary-General under staff regulation 2.1 is first to
consider the nature of the duties and responsibilities required for the post when
deciding whether to classify a position. Thus a post is either worthy of classification
by virtue of its duties and responsibilities or not. Next, staff regulation 2.1 requires

the Secretary-General to make adequate provision for the classification. The

L UNAT Judgment No. 1113 Janssen (2003) on failure to implement a classification for budgetary
reasons resulting in violation of the applicants rights; UNAT Judgment No. 1217 Sabet and Skeldon
(2003) on failure to carry classification to its conclusion in violation of the principles in reg 2.1; and
UNAT Judgment No. 1115 Ruser (2003) on failure to regularise the discrepancy between the level of
classification and an employee’s actual job function.
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implication of staff regulation 2.1 is that the budget should usually support the case

for reclassification, not thwart it.

35. In the present case, the P-4 status had been acknowledged since 1999 for job
description 007195 which aligned the job descriptions of the Chiefs of Unit in CPPS.
The decision in 2000 to grant an SPA to the Chief of the Spanish Unit relied on this
status. Indeed the Executive Officer said it had been classified at the P-4 level. In
spite of this, the Administration did not fully implement the classification which
properly attached to all of the Chief of Unit positions, leaving the classification of the

Russian and Chinese Chiefs’ posts unchanged.

36.  The decision not to grant the applicant’s 2006 request for the administration to
implement the P-4 status was not a decision as to whether the job was capable of
being classified at P-4. That point was not seriously questioned by the
USG/DGACM or the Controller. Rather the decision was that the budget could not

accommodate the encumbering of the position to the status already conferred on it.

37.  The question then is whether in terms of regulation 2.1 *“appropriate
provision” had been made for the classification of the post. Appropriateness may be
judged by factors such as whether a matter is done in accordance with the relevant
rules and regulations and in light of the principles which underpin those legislative

arrangements.

38. Counsel for the applicant submitted that the failure of the Administration to
implement the P-4 classification violated the fundamental principle of equal pay for
equal work and that such a violation of this right is not justified by budgetary

arguments.

39. This principle, articulated in the Universal Declaration of Human Rights, was
relied on in the UN Administrative Tribunal judgments referred to above. Article
23(2) of the Universal Declaration of Human Rights provides that “everyone, without
any discrimination, has the right to equal pay for equal work”. International

conventions such as the International Covenant on Economic, Social and Cultural
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Rights (ICESCR) and the International Labour Organisation’s Equal Remuneration
Convention 100 have developed this principle to address gender discrimination. For

example, article 7 of the ICESCR provides:

The States Parties to the present Covenant recognize the right of
everyone to the enjoyment of just and favourable conditions of work
which ensure, in particular:

(a) Remuneration which provides all workers, as a minimum, with:

(i) Fair wages and equal remuneration for work of equal value without
distinction of any kind, in particular women being guaranteed
conditions of work not inferior to those enjoyed by men, with equal
pay for equal work;

40. In the context of UN internal justice, there is no specific written reference to
the principle of equal pay for equal work in the Staff Regulations and Rules but the
notion of employees being paid on the basis of the work they do rather than who they

are is an important one.

41.  The staff regulations state that staff members are international civil servants.
The Secretary-General declares that the rights and duties of staff as set out in the
Charter and other rules and regulations will be respected. Former staff regulation
1.1(d) reads:

The Secretary-General shall seek to ensure that the paramount
consideration in the determination of the conditions of service shall be
the necessity of securing staff of the highest standards of efficiency,
competence and integrity.

For their part staff members are obliged to uphold and respect certain core values

such as the dignity and worth of the human being (staff regulation 1.2).

42.  Apart from, but no doubt arising out of, these very general statements, it is
clear that the staff of the UN are entitled to expect certain normative implied rights.

One of these is the right to equal pay for equal work of equal value. This expectation
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was relied on by the UN Administrative Tribunal in Janssen and Sabet & Skeldon
referred to above. It was also relied on by senior management staff when making the

case for the applicant.

43. It is apparent from these references that in the UN context this right is not
necessarily limited to equality between genders but refers also to equality for each
employee performing a particular defined job. The procedure for the classification of
posts itself is an example of the equality principle in action. Posts are ranked
according to the job descriptions and persons of the same rank receive the same
salary.

44.  The respondent provided the Tribunal with a document which records answers
provided to the Advisory Committee on Administrative and Budgetary Questions
(ACABQ) in 1997 to questions about the classification system. The answers
included the following:

The principal objectives of job classification are to provide the fair and
equitable remuneration of staff.

the organisations of the UN common system use the “rank-in-job”,
which is tied to the principles of equal pay for equal work of equal
value....

45.  These references were not challenged by the Controller or counsel for the
respondent and for good reason. It is an underlying principle of fairness in
employment that persons of equal ability and experience performing the same roles
should receive equal treatment. It is so fundamental that it can be regarded as being

implied into UN employment contracts in the same way as the right to fair dealing.

46. I find that there was compelling evidence dating back to 1999 that the nature
of the duties and responsibilities of the post occupied by the applicant justified the
P-4 status. The Controller invoked budgetary considerations to deny the proper

classification level and suggested that the problem could be solved internally even
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though the USG/DGACM did not agree that this was possible. This was not in
accordance with regulation 2.1. Appropriate provision was not provided to prevent

the breach of the equality in work principle.

47. The budgetary considerations effectively supplanted the proper considerations
that should have been brought to bear on the applicant’s application to have her post

classification implemented at a P-4 level.

48.  The principal consideration in the Administration’s decision not to implement
the reclassification of the Chinese Chief of Unit post was not that the nature of the
duties and responsibilities did not justify the classification but that there was no
budget. The reliance on budgetary restraints in the face of strong evidence that the
classification was justified according to the mandatory considerations of the nature of
the duties and responsibilities required by staff regulation 2.1 impugns the decision.
The case for P-4 status has been clear since 1999.

49.  The respondent submitted that DGACM had been torn between implementing
a classification decision and the lack of an unencumbered post on one hand and the
desirability for all official languages to be treated equally on the other. It was also
submitted that DGACM had made reasonable efforts to provide a P-4 post for the
Chinese Chief of Unit and had been completely supportive of the applicant. This
amounts to a possible explanation for the breach of the terms of her employment, but

does not excuse it.

50. I accept that the USG/DGACM did much to support the applicant however he
was constrained by a budgetary decision made at a higher level and was reluctant to

take any internal steps to rectify the situation.

51.  Counsel for the respondent also submitted that the responsibility of an
employer to act should be balanced by the right of the applicant to move. In her
submission, the applicant did not have to stay in her job and if she were unhappy, she

could have applied for jobs elsewhere. That submission must speak for itself. It does
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not assist the respondent in any way and certainly does not excuse the respondent’s

failure to act according to the staff regulations.

52. I conclude that the decision was not in compliance with staff regulation 2.1
and therefore not in compliance with the applicant’s terms of employment. The
Secretary-General is obliged to make appropriate provision for classification. Such
appropriate provision was not made in the case of the post of the Chinese Chief of
Unit. The refusal to make a budgetary allocation overlooked the compelling case for
P-4 classification and the consequence was a breach of staff regulation 2.1. As a
result there was a breach of the principle of equal pay for work of equal value implied
into the applicant’s contract of employment. In turn this had direct and prolonged

adverse consequences for the applicant whose right to equal treatment was violated.

What remedies are appropriate in the event of such a breach?

53.  Counsel for the respondent submitted that under the rules of the Organization,
since 2002, if the staff member’s post had been reclassified at the P-4 level, she
would have had to re-apply for the post. Therefore there was no guarantee even if her

post had been reclassified that the applicant would have been appointed to it.

54, I do not accept that submission. The failure to apply the same job
classification to the applicant’s post as applied to posts with the same job description
has deprived the applicant of her rightful opportunity to be considered for promotion.
It is correct that there is no automatic promotion to an upgraded post but in this case
the applicant had performed the functions of the position with distinction for many
years. The Organization has had the advantage of her capabilities for all of that time
while she performed a role at a lesser salary than her colleagues working under the
same job description. Although not guaranteed, | find that she had a more than
reasonable chance of being promoted to the newly classified position.

55.  The applicant submitted that due to the failure to implement the P-4

classification she has lost the chance for promotion which would have been available
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to her after five years at the P-4 level. The evidence also speaks of her frustration and
disappointment at the inequality of treatment she had to endure for so long and her
humiliation at having to manage staff who were at the same level as her. It is to the
applicant’s credit that in spite of these considerable disappointments she continued to
work at a very high level as demonstrated by her performance evaluations.

56.  Article 10.5 of its Statute empowers the Tribunal to rescind a contested
administrative decision, set an amount of compensation or both. In this the applicant
is entitled to compensation but as she is shortly due for retirement, rescission of the
decision made to refuse her application is not appropriate. However it is to be
expected that the Administration will take steps to ensure that the post will be

reclassified without delay so that the present inequality is not perpetuated.

57. I hold that the date for assessing compensation for the difference between
what she actually earned and what she would have earned at the P-4 level should be
calculated from the date she made her request in August 2006. The impugned
decision was made as a result of that request. Until then there is no evidence of a
formal request by either the applicant or her manager. As already mentioned her
unsuccessful claim for an SPA is not receivable and consequently she cannot receive

compensation from that time.

58. I am satisfied that the applicant’s claim for humiliating and unfair treatment is
justified. This was compounded by the extraordinary two-year delay between her
request and the eventual negative decision.

Findings

59.  The applicant’s appeal is upheld.

Orders

60.  The respondent is to pay to the applicant compensation calculated by the

difference in salary, allowances and other entitlements between her current level of
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P-3 and step and the P-4 level and step to which she was entitled from 17 August
2006 until her date of retirement, including the equivalent of the loss in pension

rights.

61. For the non-material damage of frustration and humiliation compounded by
the delays she was subjected to, the respondent is to pay to the applicant
compensation equivalent to six months net base salary at the P-4 level and step to

which she was entitled.

62.  These payments are to be made within 60 days from the date of receipt of this
judgment, after which interest on these sums shall accrue at the rate of eight per cent

per annum until payment is effected.

(Signed)
Judge Coral Shaw

Dated this 22" day of April 2010

Entered in the Register on this 22" day of April 2010
(Signed)

Hafida Lahiouel, Registrar, New York
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