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 انًجهس انتُفيذي
 ثٌذٚسر ثٌضغؼْٛ

 1299 ١ٔٛ٠ٛ/زض٠شثْ 19-91و١ٕ١ج،  ،ِِٛذجعج

 خذٚي ثألػّجي ثٌّؤلش ِٓ )أ( 5 ذٕذثٌ

 
 

 

 انًسبئم اإلداريت وانًبنيت ويب اتصم يُهب ببنُظبو األسبسي
 

 )أ( تقزيز األييٍ انعبو عٍ انىضع انًبني

 3122وخطت اإلَفبق نسُت 

 

4اإلضبفت   

 

 

 3122حشيزاٌ/يىَيى  2يستجداث هيكم األيبَت ووضع انًىارد انبشزيت في انًُظًت بتبريخ 

 

 

 تقزيز عٍ انًىارد انبشزيت -2

 

ثٌغج٠ز ثٌشة١غ١ز )ٌإلطالذ( ٟ٘ خؼً ِٕظّز ثٌغ١جزز ػٍٝ أْ " [CE/89/7]صٕض ٚث١مز ثٌىضجح ثألد١غ ٌٍّدٍظ ثٌضٕف١زٞ 
. ٚدجٌٕغذز ١ٌٙىً ٚصٕظ١ُ ثٌّٛثسد ىً أػؼجةٙج"ٌج ٍِى ١ز ٚفؼجٌز ِٚدذ٠ز ِٚغؤٌٚز ٚشفجفز صىْٛثٌؼج١ٌّز ِٕظّز د٠ٕج١ِز ٚإ٠دجد

صدشٞ دؼٕج٠ز ِشثخؼز ثٌٛظجةف ثٌشجغشر ػٍٝ ث٢صٟ: " 95، ػٍٝ ٚخٗ ثٌخظٛص، ٠ٕض ثٌىضجح ثألد١غ فٟ ثٌٕمطز ثٌذشش٠ز
أِش  فضبط تكبنيف انًىظفيٍٚصظ١ٕف دسخجس ثٌٛظجةف ثٌدذ٠ذر، ٔظشث الٔؼىجعجصٙج ػٍٝ ثٌّٛثسد ػٍٝ ثٌّذٜ ثٌط٠ًٛ. 

ضم١ذ دظشثِز دؼشٚسر ثإلعضخذثَ ثألِثً ٌٍّٛثسد خٛ٘شٞ ٌضسم١ك ٘ذف ثٌّٕٛ ثإلعّٟ ثٌظفش فٟ ث١ٌّضث١ٔز. ٠ٚدشٞ ثٌ
ثٌفجةؼز دؼذ سز١ً ثٌّٛظف١ٓ. ٚثٌٙذف ٘ٛ ِٛثصٔز ثٌٕغذز ثٌّخظظز ٌضىج١ٌف ثٌّٛظف١ٓ ِغ ثٌٕغذز ثٌّضضث٠ذر ثٌّخظظز ٌغ١ش 

 ".ثٌّٛظف١ٓ فٟ ١ِضث١ٔز ثٌّٕظّز

 

٠ذ ِٓ ثٌضٛػ١ر ٚ/أٚ ِؼٍِٛجس إػجف١ز ػٓ ٚدجإلػجفز، غجٌذج ِج ٠ضٛخٗ أػؼجء فٟ ثٌّٕظّز إٌٝ ثألِجٔز دأعتٍز صٍضّظ ثٌّض

ِغجةً صٕظ١ّ١ز ٚأخشٜ خجطز دجٌّٛظف١ٓ. ٌٚذٜ صمذ٠ُ ٘زٖ ثٌّؼٍِٛجس، ػٍٝ ثٌّٕظّز أْ صشثػٟ ثٌطٍخ ٚػشٚسر ثٌشفجف١ز، 

 فؼال ػٓ ػشٚسر زّج٠ز ثٌّؼٍِٛجس ثٌشخظ١ز ٌٍّٛظف١ٓ.

 

ٝ زّج٠ز ثٌذ١جٔجس ثٌخجطز دجٌّٛظف١ٓ وّج ٠دخ، ِٚٓ أخً صض٠ٚذ ثألػؼجء دّؼٍِٛجس صضؼٍك دّٛظفٟ ثألِجٔز، ِغ ثٌسشص ػٍ

 ع١ضؼّٓ صمش٠ش ثأل١ِٓ ثٌؼجَ، ِٓ ث٢ْ فظجػذث، ِؼٍِٛجس ػٓ ١٘ىً ثألِجٔز ٚٚػغ ثٌّٛثسد ثٌذشش٠ز فٟ ثٌّٕظّز.

 

خ دّج لذ ٠ىْٛ ٌذٜ ثألػؼجء ِٓ صؼ١ٍمجس ػٍٝ ِؼّْٛ ٘زٖ ثٌّؼٍِٛجس ٚدّج أْ رٌه ع١ّثً خضءث ال ٠ضدضأ ِٓ ثٌضمش٠ش، ٠ُشز  

 ػشػٙج.ؽش٠مز ػٍٝ شىٍٙج ٚ أٚ

 
 انًيشاَيت وهيكم انًُظًت -3

 

ِٕمسز فٟ ثٌٛث١مز ٟٚ٘ ، 1299-1292زٛي دشٔجِح ػًّ ١ِٚضث١ٔز ثٌّٕظّز ٌٍفضشر  A/18/15ٚث١مز ثٌدّؼ١ز ثٌؼجِز صسذد 

CE/90/6(a)  921ٕجن (، صسذد ػذد ثٌٛظجةف ٚفتجصٙج ٚصٛص٠ؼٙج. دٕجء ػٍٝ رٌه، 1299٘-1292)دٕذ ث١ٌّضث١ٔز ثٌّٕمسز 

(. ٚفٟ ٔفظ GSِٓ فتز ثٌخذِز ثٌؼجِز ) 54( ِٚج فٛلٙج، Pِٕٙج ِٓ ثٌفتز ثٌف١ٕز ) 84ٚظجةف ألشس فٟ فٟ ث١ٌّضث١ٔز، 

 ، ٚفمج ١ٌٍٙىً ثٌدذ٠ذ(.1299-1292ثٌٛث١مز أ٠ؼج صٛص٠غ ٌٍٛظجةف دسغخ ثٌذشٔجِح )أٔظش خذٚي ثإلػضّجدثس ثٌّٕمسز ٌٍفضشر 

 

وّج عذك ٚروش فٟ ثٌىضجح ثألد١غ، شىً ثأل١ِٓ ثٌؼجَ فش٠مج ٌإلدثسر ثٌؼ١ٍج ١ٌغجػذٖ ػٍٝ ز ث١ٌّضث١ٔز ثٌضٟ ألشس، ٚطٚفمج ٌغٍ

إدثسر ثٌّٕظّز. ٠ٚضشىً ٘زث ثٌفش٠ك، دجإلػجفز إٌٝ ثأل١ِٓ ثٌؼجَ، ِٓ ثٌّذ٠ش٠ٓ ثٌضٕف١ز١٠ٓ ثٌثالثز )ثٌؼاللجس ِغ ثألػؼجء 
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أل١ِٓ ثٌؼجَ. ٚصمغ ػٍٝ ػجصك وً ػؼٛ ِٓ أػؼجء ٚثٌخذِجس، ثٌذشٔجِح ٚثٌضٕغ١ك، ِٚذ٠ش شؤْٚ ثإلدثسر، ِٚذ٠شر ِىضخ ث

فش٠ك ثإلدثسر ثٌؼ١ٍج ِغؤ١ٌٚز ثإلدثسر ٚثإلششثف ث١ٌِٟٛ ػٍٝ ػذد ِٓ ثٌذشثِح. ٠ٚظٙش ثٌدذٚي أدٔجٖ ١٘ىً ثٌٛظجةف ثٌضٟ 

ٚلذ ٠دشٞ صسذ٠ث ٘زث ثٌدذٚي ػٍٝ أعجط  ، ِغ صغٍغً ثٌّغؤ١ٌٚجس.1299زض٠شثْ/١ٔٛ٠ٛ  9دضجس٠خ  أعٕذس إٌٝ وً دشٔجِح

 ثٌّمشسثس ثٌضٟ صضخز ػّال دضٛط١جس ثٌّغضشجسر دشأْ صسذ٠ذ ثٌٛظجةف ٚدسخجصٙج ١٘ٚىٍٙج.

 

 : هيكم انىظبئف بجسب انبزَبيج2انجدول 

 

 إسى انبزَبيج

 

 انًسؤول انًببشز عدد انىظبئف إسى انىظيفت

    اإلدارة

  9 ثأل١ِٓ ثٌؼجَ 

 ثأل١ِٓ ثٌؼجَ 9 سة١ظ ثٌّىضخ يكتب األييٍ انعبو

  9 ي ثٌشة١غٟ ػٓ ثٌذشٚصٛوٛيثٌّغؤٚ 

  9 ِغجػذ ٌٍذشٔجِح 

  9 ثٌغجةك ثٌشة١غٟ 

  9 (ED/DPCِذ٠ش صٕف١زٞ ) ثٌذشٔجِح ٚثٌضٕغ١ك

  9 ِغجػذ وذ١ش ٌٍذشٔجِح 

  9 (ED/ERPِذ٠ش صٕف١زٞ ) ػاللجس خجسخ١ز ٚششثوجس

  9 ِغجػذ وذ١ش ٌٍذشٔجِح 

  9 (ED/MRSِذ٠ش صٕف١زٞ ) ػاللجس ِغ ثألػؼجء ٚخذِجس

  9 ِغجػذ وذ١ش ٌٍذشٔجِح 

  9 ِذ٠ش (DAF) شؤْٚ إدثس٠ز ِٚج١ٌز

  9 ِغجػذ وذ١ش ٌٍذشٔجِح 

    انبزايج اإلقهيًيت

 ED/MRS 9 ِذ٠ش إل١ٍّٟ أفش٠م١ج -ِذ٠ش دشٔجِح 

  9 ٔجةخ ثٌّذ٠ش ثإلل١ٍّٟ 

  1 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/MRS 9 ِذ٠ش إل١ٍّٟ ثٌمجسر ثألِش٠ى١ز –ِذ٠ش دشٔجِح 

  9 ٔجةخ ثٌّذ٠ش ثإلل١ٍّٟ 

  1 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/MRS 9 ِذ٠ش إل١ٍّٟ آع١ج/ثٌّس١ؾ ثٌٙجدا –ِذ٠ش دشٔجِح 

  9 ٔجةخ ثٌّذ٠ش ثإلل١ٍّٟ 

  1 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/MRS 9 ِذ٠ش إل١ٍّٟ أٚسٚدج -ِذ٠ش دشٔجِح 

  9 ٔجةخ ثٌّذ٠ش ثإلل١ٍّٟ 

  1 وذ١ش ٌٍذشٔجِح ِغجػذ/ِغجػذ 

 ED/MRS 9 ِذ٠ش إل١ٍّٟ ثٌششق ثألٚعؾ –ِذ٠ش دشٔجِح 

  1 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

    انبزايج انتشغيهيت

 ثأل١ِٓ ثٌؼجَ 9 ِذ٠ش دشٔجِح ثٌض١ّٕز ثٌغ١جز١ز ثٌّغضذثِز

  1 ِٛظف دشٔجِح 

  9 ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/DPC 9 ِذ٠ش دشٔجِح ثٌضؼجْٚ ثٌضمٕٟ ٚثٌخذِجس

  9 ِغؤٚي دشٔجِح 

  8 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/ERP 9 ِذ٠ش دشٔجِح ثإلزظجء ٚزغجح ثٌغ١جزز ثٌفشػٟ

  9 ِغؤٚي دشٔجِح 

  3 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/ERP  )ِذ٠ش دشٔجِح( ثألػؼجء ثٌّٕضغذْٛ

  1 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 
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 ثٌؼجَ ثأل١ِٓ 9 ِغؤٚي دشٔجِح إػالَ

  9 ِغؤٚي سة١غٟ ػٓ ثٌٛعجةؾ 

  1 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/ERP 9 ِغؤٚي دشٔجِح ثصدج٘جس ثألعٛثق ٚثعضشثص١د١جس ثٌضغ٠ٛك

  9 ِٛظف دشٔجِح 

  1 ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/ERP 9 ِغؤٚي دشٔجِح صذدش ثألصِجس ٚثٌّخجؽش

 ED/ERP 9 ِغؤٚي دشٔجِح ثٌؼاللجس ِغ ثٌّؤعغجس ٚثٌششوجس

 ED/DPC 9 ِغؤٚي دشٔجِح إدثسر ثٌّمجطذ

  9 ِغجػذ ٌٍذشٔجِح 

 ED/DPC 9 ِغؤٚي دشٔجِح ثٌّٛثسد ثإلػال١ِز ٚثٌّسفٛظجس

  3 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/MRS 9 ِغؤٚي دشٔجِح ثألخالل١جس ٚثألدؼجد ثإلخضّجػ١ز ٌٍغ١جزز

  9 ِغجػذ ٌٍذشٔجِح 

 ثأل١ِٓ ثٌؼجَ 9 جِحِغجػذ ٌٍذشٔ ِؤعغز ص١ّ١ظ

    بزايج اندعى انًببشز نألعضبء

 ED/DPC 9 ِغؤٚي دشٔجِح ثٌذشٔجِح ٚثٌضٕغ١ك

  9 ِٛظف دشٔجِح 

 ED/MRS 9 سة١ظ دشٔجِح ثٌٍغجس ٚثإلخضّجػجس ٚثٌٛثجةك

  9 ِغؤٚي دشٔجِح/ِضشخُ ثٌؼشد١ز 

  8 ِضشخّْٛ 

  1 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 ED/DPC  ِغجػذ ٌٍذشٔجِح إلٌىضش١ٔٚزثٌّٕشٛسثس ٚثٌّىضذز ث

 ED/MRS  ِغؤٚي دشٔجِح ثٌّؼجسع

   ِغجػذ ٌٍذشٔجِح 

    بزايج اندعى غيز انًببشز نألعضبء

 DAF 1 ِغؤٚي دشٔجِح ث١ٌّضث١ٔز ٚثٌّج١ٌز

  1 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 DAF 9 ِٛظف دشٔجِح ثٌغفش

  9 ِغجػذ ٌٍذشٔجِح 

 DAF 9 دشٔجِحسة١ظ  ثٌّٛثسد ثٌذشش٠ز

  1 ِغجػذ وذ١ش ٌٍذشٔجِح 

 DAF 9 ِٛظف دشٔجِح شؤْٚ لج١ٔٛٔز ِٚشضش٠جس

 DAF 9 سة١ظ دشٔجِح صىٌٕٛٛخ١ج ثٌّؼٍِٛجس ٚثإلصظجالس

  9 ِٛظف دشٔجِح 

  3 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح 

 DAF 1 ِغجػذ/ِغجػذ وذ١ش ٌٍذشٔجِح ثٌّشضش٠جس ٚثٌّشثفك ٚثألِٓ

 

-1292ظجةف فٟ وً دشٔجِح، فؼال ػٓ ِشثصخ ثٌّغؤ١ٌٚجس، صضطجدك ِغ ِج صٕض ػ١ٍٗ ١ِضث١ٔز ٔٛع ٚدسخز ٚػذد ثٌٛ

ِٚج ٠شد فٟ ثٌىضجح ثألد١غ. أِج أعّجء ثٌٛظجةف فغٛف صٕغك أوثش دؼذ صسذ٠ث ١٘ىً ثألِجٔز ػٍٝ أعجط صٛط١جس  1299

 ١٘ىٍٙج.ِغضشجسر ِسضشفز ِغضمٍز صُ ثٌضؼجلذ ِؼٙج ٌخذشصٙج فٟ صسذ٠ذ ثٌٛظجةف ٚدسخجصٙج ٚ

 

 عهيتظبئف انفانى -4

 

. ٌىٓ ٌُ صّأل وً ٘زٖ ثٌٛظجةف. ًِٚء ثٌٛظجةف ثٌشجغشر، ز١ٓ ٠921ظٛس ثٌٛظجةف ثٌضٟ ألشس ٚػذد٘ج  ١٘9ىً ثٌدذٚي 

 .٠CE/90/6(a)ضخز لشثس دزٌه، ٠دشٞ ػذش ِغجدمز، وّج ٠زوش فٟ ثٌٛث١مز 

 

ُٙ ِٓ ز١ث ثٌذسخز ٚثٌدٕظ ٚثٌدٕغ١ز ٚثٌؼّش، دضجس٠خ أدٔجٖ ِؼٍِٛجس ػٓ ػذد ثٌّٛظف١ٓ ٚصٛص٠ؼ 5ٚ 8ٚ 3ٚ 1فٟ ثٌدذثٚي 

 :1299زض٠شثْ/١ٔٛ٠ٛ  9
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 (3122حشيزاٌ/يىَيى  2: تىسيع انًىظفيٍ بحسب اندرجت )3انجدول 

 

 P.1 P.2 P.3 P.4 P.5 الدرجة
 أػٍٝ ِٓ

P5 

 4 8 8 12 10 2 العدد

 G.2 G.3 G.4 G.5 G.6 G.7 الدرجة

 0 10 17 15 7 3 العدد

 

 (3122حشيزاٌ/يىَيى  2) انفئت وانجُسىسيع انًىظفيٍ بحسب : ت4انجدول 

 

 
 (Pِٓ ثٌفتز ثٌف١ٕز )
 ٚ ِج فٛلٙج

GS المجموع 

 52 34 18 إناث

 44 18 26 ذكور

 96 52 44 المجموع
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 (3122حشيزاٌ/يىَيى  2) انجُسيت وانفئت: تىسيع انًىظفيٍ بحسب 5انجدول 

 

 البلد
ة الخمة فئ

 Gة مالعا

يٍ انفئت انفُيت 

(P) 

 و يب فىقهب

 0 1 الجزائر

 1 1 األرجنتين

 1 0 النمسا

 0 1 البوسنة والهرسك

 1 0 البرازيل

 1 0 كمبوديا

 0 1 كاميرون

 1 0 كندا

 1 1 الصين

 0 1 الجمهورية الدومينيكية

 1 0 مصر

 5 3 فرنسا

 1 1 ألمانيا

 0 1 غانا

 1 1 هايتي

رياهنغا  0 1 

 1 0 الهند

 3 0 إيطاليا

 1 0 األردن

 1 1 لبنان

 1 1 المكسيك

 0 1 المغرب

 1 0 موزنبيق

 3 0 هولندا

 0 1 نيكاراغوا

 1 0 بيرو

 1 0 الفيليبين

 1 0 البرتغال

 1 1 جمهورية كوريا

 0 1 جمهورية مولدوفا

 1 1 اإلتحاد الروسي

 1 0 السنغال

 1 0 سيششيل

 7 29 إسبانيا

 0 1 سويسرا

 1 0 تركيا

 1 0 أوكرانيا

 1 0 المملكة المتحدة

 0 1 الواليات المتحدة األمريكية

 0 1 أوروغواي
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 البلد
ة الخمة فئ

 Gة مالعا

يٍ انفئت انفُيت 

(P) 

 و يب فىقهب

 0 1 أوزبكستان

 1 0 فنزويال

 44 52 المجموع

 

 (3122حشيزاٌ/يىَيى  2) انعًز وانفئت: تىسيع انًىظفيٍ بحسب 6انجدول 

 

 العمر
ِٓ ثٌفتز ثٌف١ٕز 

(P) 
 ٚ ِج فٛلٙج

مة عامةخد  المجموع 

29 or less 1 1 2 

30 to 39 6 20 26 

40 to 49 11 10 21 

50 to 54 8 9 17 

55 to 59 12 10 22 

60 1 1 2 

61 1 1 2 

62 or 
more 

0 0 0 

Total 40 52 92 

 

 3122حشيزاٌ/يىَيى  2في  وظبئف شبغزة: 7انجدول 

 

 وضع انىظيفت انشبغزة إسى انىظيفت إسى انبزَبيج
 .n.a ثٌّذ٠ش ثإلل١ٍّٟ ٌذشٔجِح ثإلل١ٍّٟ ألٚسٚدجث

ثإلزظجء ٚزغجح ثٌغ١جزز 

 ثٌفشػٟ
 .n.a ِذ٠ش ثٌذشٔجِح

 شجغشر ِٛظف دشٔجِح ثٌض١ّٕز ثٌغ١جز١ز ثٌّغضذثِز

 شجغشر ِغجػذ وذ١ش ٌٍذشٔجِح ثٌذشٔجِح ثإلل١ٍّٟ ألفش٠م١ج

ثٌذشٔجِح ثإلل١ٍّٟ ٌٍمجسر 

 ثألِش٠ى١ز
 شجغشر ِغجػذ وذ١ش ٌٍذشٔجِح

ثٌذشٔجِح ثإلل١ٍّٟ ٌٍششق 

 ثألٚعؾ
 شجغشر ِغجػذ وذ١ش ٌٍذشٔجِح

 شجغشر ِغجػذ /ِغجػذ وذ١ش ٌٍذشٔجِح إصظجالس

 شجغشر ِغجػذ /ِغجػذ وذ١ش ٌٍذشٔجِح ص١ّ١ظ

 شجغشر ِغجػذ /ِغجػذ وذ١ش ٌٍذشٔجِح خذِجس دثخ١ٍز

إصدج٘جس ثألعٛثق 

ثٌغ١جز١ز ٚثعضشثص١د١جس 

 ثٌضغ٠ٛك
 ِٛظف دشٔجِح

ٍٙز ٠ٚدشٞ ثٌٕظش فٟ إٔضٙش ثٌّ

 ثٌطٍذجس ثٌضٟ لذِش
UNWTO/PERS/VAC/01/2011 

 
 

٠ضطخ ، 1293-1291زٛي ِششٚع دشٔجِح ثٌؼًّ ٚث١ٌّضث١ٔز ٌٍفضشر  CE/90/6(a)صدذس ثإلشجسر إٌٝ أٔٗ ٚفمج ٌٍٛث١مز 

فٟ ثٌّتز ِٓ  92زٛثٌٟ ٔفمجس ث١ٌّضث١ٔز دسغخ ثٌذشٔجِح إدمجء ثلضشثذ ٚع١جعز ثٌّٕٛ ثإلعّٟ ثٌظفش فٟ ثٌّٕظّز  ػٍٝ ثٌسفجظ

شجغشر دثةّج. ٚصدذس ثإلشجسر أ٠ؼج إٌٝ أْ إدمجء دؼغ ثٌٛظجةف شجغشر دؼذ صمجػذ ثٌّٛظف١ٓ ٠ّىٓ ثأل١ِٓ ثٌؼجَ ِٓ  ثٌٛظجةف

إػجدر ثٌٕظش فٟ ١٘جوً ثٌذشٔجِح ٚإدخجي أفؼً ثٌضسغ١ٕجس ػ١ٍٙج، ِغ إػفجء دؼغ ثٌّشٚٔز ٚثٌّٛثسد ثٌىجف١ز ٌإلزض١جخجس 

 ٌزٌه، ٠ضٛلغ أال ٠ضُ صٛظ١ف أزذ فٟ ثٌّغضمذً ثٌمش٠خ فٟ دؼغ ثٌٛظجةف ثٌشجغشر ثٌٛثسدر أػالٖ.ثٌطجسةز. ٚٔض١دز 
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 شؤوٌ انًىظفيٍ -5

 

 ثٌضطٛسثس ثٌشة١غ١ز فٟ شؤْٚ ثٌّٛظف١ٓ صشًّ:

 

 ٚصؼض٠ض دٚس صؼض٠ض إخشثءثس ثٔضذثح ثٌّٛظف١ٓ دٛثعطز ِغجدمز خجسخ١ز ِفضٛزز دؼذ ثإلػالْ ػٓ ثٌٛظجةف ثٌشجغشر ،

ٌضؼ١١ٕجس ٚثٌضشل١جس فٟ ثٌّٕظّز ٌٍسشص ػٍٝ ثإلِضثجي إٌٝ ِؼج١٠ش ثٌضٛظ١ف ثٌضٕجفغ١ز ٚفٟ ِشثخؼز ثٌطٍذجس ٌدٕز ث

 .ٚصم١١ّٙج

 

 ؼز ثٌّٕجرج صسغ١ٓ ٔظجَ صم١١ُ ثألدثء ثٌغٕٛٞ ٌٍّٛظف١ٓ ػٍٝ أعجط ثعضٕضجخجس ٚصٛط١جس فش٠ك ثٌؼًّ ثٌزٞ أٔشب ٌّشثخ

 ٚثإلخشثءثس رثس ثٌظٍز.

 

 ضٛث٘ج. دٕجء ػٍٝ ثلضشثزجس فش٠ك ثٌؼًّ ثٌذثخٍٟ زٛي ٘زث ثٌّٛػٛع، لجَ ثأل١ِٓ ثٌؼجَ دجٔضذثح ِشثخؼز وً ثٌٛظجةف ِٚغ

ِغضشجسر خجسخ١ز رثس خذشر ِسذدر فٟ صسذ٠ذ ثٌٛظجةف ِٚغض٠ٛجصٙج، صّجش١ج ِغ ِمج١٠ظ ثألُِ ثٌّضسذر. ٠شفك ثٌٍّخض 

دٕجء ػٍٝ ثٌّمشسثس ثٌضٟ صضخز دشأْ فٟ ٘زٖ ثٌٛث١مز  9ثٌضٕف١زٞ ٌضمش٠ش ثٌّغضشجسر. ٚعٛف ٠ضُ ِشثخؼز ثٌدذٚي 

 ثٌضٛط١جس. ٚعٛف ٠مذَ ثٌدذٚي ثٌّٕمر إٌٝ ثٌّدٍظ ثٌضٕف١زٞ فٟ دٚسصٗ ثٌمجدِز.

 

  ٓثٌذسثعز ثٌّمجسٔز ٌّٛثلغ ثٌؼًّ ثٌضٟ أخشصٙج ثٌّٕظّز دئششثف ٌدٕز ثٌخذِز ثٌّذ١ٔز ثٌذ١ٌٚز. ٘زٖ ثٌذسثعز ٟ٘ ػذجسر ػ

خذِز ثٌّذ١ٔز ثٌذ١ٌٚز فٟ وً ثألِجوٓ ز١ث ٌألُِ ثٌّضسذر ِمش، ٚرٌه ِغر ٠دشٞ ِشر وً خّظ عٕٛثس، صدش٠ٗ ٌدٕز ثٌ

 ِٓ أخً صسذ٠ذ ِؼجػف ثٌٛظ١فز ٌّٛظفٟ ثٌفتز ثٌف١ٕز.

 

  .صُ صذس٠خ ثٌّٛظف١ٓ ػٍٝ ثٌضىٌٕٛٛخ١ج ػٍٝ ٔطجق ٚثعغ، ٌٍسفجظ ػٍٝ ثٌىفجءر فٟ صىٌٕٛٛخ١ج ثٌّؼٍِٛجس ٚثإلصظجالس

 Windows 7 and MSضمجي ثٌزٞ أٔدضصٗ ثألِجٔز ِؤخشث إٌٝ ٌٚمذ ثعضٙذف ٘زث ثٌضذس٠خ، دظٛسر خجطز، ثإلٔ

Office 2010. 

 

 اقتزاح تحديث انُظبو انداخهي نهًىظفيٍ -6

 

صٕٛٞ ثألِجٔز أ٠ؼج إخشثء ثٌّض٠ذ ِٓ ثٌضؼذ٠الس ػٍٝ ثٌٕظجَ ثٌذثخٍٟ ٌٍّٛظف١ٓ، دٕجء ػٍٝ لشثس ثٌّدٍظ ثٌضٕف١زٞ ٌذٜ ثٔؼّجَ 

ؼٍٝ عذ١ً ثٌّثجي، لٛثػذ ٌدٕز ثٌخذِز ثٌّذ١ٔز ثٌذ١ٌٚز دشأْ صطذ١ك ثٌظفز ثٌذ١ٌٚز ػٍٝ إٌٝ ِٕظِٛز ثألُِ ثٌّضسذر. فثٌّٕظّز 

 ِٛظفٟ ثٌفتز ثٌف١ٕز ال صضدٍٝ وّج ٠دخ فٟ ثٌٕظجَ ثٌذثخٍٟ ٌّٛظفٟ ِٕظّز ثٌغ١جزز ثٌؼج١ٌّز.

 

ثٌٕظجَ ثٌذثخٍٟ ٚفٟ ٘زث ثٌظذد، ٠ٛد ثأل١ِٓ ثٌؼجَ أْ ٠س١ؾ ثٌّدٍظ ثٌضٕف١زٞ ػٍّج دأْ ثألِجٔز عٛف صٛثطً ِشثخؼز 

ٌٍّٛظف١ٓ ِٓ أخً ِٛثءِز لٛثػذ٘ج ِّٚجسعجصٙج ِغ لٛثػذ ِّٚجسعجس ثٌٕظجَ ثٌّشضشن فٟ ثألُِ ثٌّضسذر. ثٌضؼذ٠الس ػٍٝ 

 ثٌذثخٍٟ ٌٍّٛظف١ٓ عٛف صسجي إٌٝ ثٌّدٍظ ثٌضٕف١زٞ دّٛخخ ثٌّجدر ٚثزذ ِٓ ثٌٕظجَ ثٌذثخٍٟ ٌٍّٛظف١ٓ )ثٌغشع(. ثٌٕظجَ
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ANNEX 
 

WORLD TOURISM ORGANIZATION 
 
Executive Summary 
 
Introduction 
 

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

 
Terms of Reference 

 
2. The Terms of Reference of the review established as its main assignment to review the existing 

generic post descriptions (P and GS posts) in line with the new organizational structure of the 
Secretariat introduced in March 2010 by carrying out the following main activities: 

 
a) Review of the current grade level descriptors in line with the new organizational 

structure of the Secretariat and, as needed, editing the descriptions; 
 

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

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

post; 
 

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

 
e) Recommend “good practices” in this regard. 

 
3. The Terms of Reference for the Review are provided in Annex 1 to this report. 

 
Methodology and Approach 
 
4. In preparation for the review, background material on the reorganization, the report and all 

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

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

exchanges with the HR Chief, produced a draft format for the GJPs, and resolved a number of 
issues regarding the review.  The consultant also consulted with HR staff in several organizations 
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with the objective of receiving information on the practices in their organizations for criteria, policies, 
procedures and practices for upward mobility in their organizations.   

 
6. On April 28 a teleconference was held with the consultant, the Secretary General, the Director, 

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

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

 
a) Review of the current grade level descriptions in line with the new organizational structure 

of the secretariat and, as needed, edit the descriptions and  
 

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

 
8. The consultant reviewed Working Group’s report and the analyses it carried out for both the P and 

the GS posts.  It appears that the work was well done and will be a valuable tool when looking at 
factors that should be considered in evaluating new posts and/or reassignments and promotions. It 
also provides a UNWTO “stamp” on the ICSC classification standards for both groups of staff.  The 
work conforms to the new organizational structure. 

 
9. The consultant agrees with the Working Group that generic titles should be used for both P and GS 

posts within the organization for internal purposes and recommends that Descriptors be used 
with the generic title for public and external use. Thus a Programme Officer may carry a 
descriptor – Programme Officer – Risk and Crisis Management, Programme Coordinator – Asia and 
Pacific, or Program Assistant – Budget and Finance.   

 

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

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

 

 Programme Director P5, D1 

 Programme Coordinator P3, P4 

 Programme Officer P1, P2 

 Senior Programme Assistant, GS6, GS7 

 Programme Assistant GS4, GS5 

 Office Assistant GS2, GS3 
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12. It was agreed that the Translation Service jobs would be separate and have titles common to 
those within the UN system, and they would be required to meet the standards for UN translator 
jobs, which is the current practice.  These GJPs form part of Annex III.   

 
13. The purpose of having dual grades is to show the possibility of movement from one grade to the 

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

 
14. The Director GJP has a D-1 added to it so that it may be possible, that the Director could, in the 

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

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

 
16. A new grade level has been added to the Senior Programme Assistant profile as there may be 

some jobs for which a GS7 would be appropriate.  The criteria for this level would, as with all jobs, 
be defined and determined by the work of the programme.   
 

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

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

 
19. All GJPs are submitted in draft for and it is recommended that all the GJPs be reviewed for 

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

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

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

 
22. In the Regional programmes, the Professional positions are relatively few and there is often a 

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

 
23. Based on the above situation and the limitations it implies, it is recommended that the criteria for 

professional growth promotions be as follows:1 
 

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

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

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

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

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

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

 

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

 

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

                                            
1 This is taken mostly from the Asian Development Bank but is in line with the Inter-American Development Bank and the 
European Investment Fund.   Eligibility criteria have been added based on discussions with UNWTO staff. 
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 Requests for professional growth promotions should be submitted by the Executive 
Director for the Programme or the Director, Administration and Finance once a year; 

 The direct supervisor of the person for whom the promotion is being submitted should 
prepare the individual request, together with a copy of the GJP and a brief statement of 
how this job supports the work of the programme as well as a statement that the staff 
member meets the criteria, listed above, for the next grade level; 

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

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

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

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

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

e) Recommend “good practices” 
 

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

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

27. The World Food Programme has a form of professional growth promotions for Professional 
staff.  In WFP there is a policy of mobility and a newly recruited staff member must sign a 
statement that he/she would be available to move between field and headquarter positions 
periodically.   
 
Staff may be reassigned to sit on a post that is one grade higher or lower.  There is no 
additional compensation for sitting on a post that is one grade higher and no reduction in 
compensation for sitting on a post one grade lower.  A Special Post Allowance may be given if 
the post is two grades higher.  Periodically staff are reviewed and personal growth promotions 
may be given. This model does not appear to be a workable one for UNWTO model as there is 
no mobility policy, no field staff and not enough posts that could be filled by multiple staff 
because of their “sameness”. 

 

                                            
2 Not all the information is complete and may be updated as more information becomes available. 
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28. At WFP there are no professional growth promotions for General Services staff.  To receive a 
promotion one must apply for a vacancy that is at a higher grade or a job audit could be 
requested if the supervisor feels the job is under-graded.  More fully developed procedures and 
a confirmation on the periodicity recommendation will be provided once more information is 
available. 

 

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

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

 

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

 

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

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

 

34. Finally there is also the “Under-filling” Policy. A staff member may be selected for a position on 
an under-fill basis either upon recruitment or following the completion of competitive selection 
procedures.  In such a case the staff member under-fills for one year and then the department 
head considers performance and recommends promotion to position level. 
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35. The model selected for UNWTO relies heavily on the ADB’s Position Level Complement Action, 
but is adapted to the needs of UNWTO.  The management should review and offer suggestions 
as to how the suggested criteria and procedures can be improved and further developed. 
 

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

 


