



	G to P Roster:  Guidelines




Applicable Rules: 
●
Staff Rule 104.15 [sr 4.16]
●
ST/AI/2003/7 [abolished and replaced by ST/AI/2010/7], currently ST/AI/2012/2/Rev.1 - Competitive examination for recruitment to the Professional category of staff members from other categories 

1.
The following are the principles and procedures for the filling of certain types of posts at the P-2 level through the G to P roster, as described in ST/AI/2003/7 [abolished and replaced by ST/AI/2010/7] currently ST/AI/2012/2/Rev.1 :

· Up to seven successful candidates may be placed on P-2 posts that are not subject to geographical distribution;

· Up to three successful candidates may be placed on P-2 posts at duty stations with chronically high vacancy rates when no successful candidates from the national competitive recruitment examination are available.

Period of validity of the roster

2. 
Candidates who have passed the G to P but have not immediately been placed on posts will be placed on the roster where they may remain until they are selected. 

3.
If a roster candidate refuses twice a formal offer of different P-2 posts, the candidate will be removed from the roster.

Timeframe for applying the “up to seven” and “up to three” limits

4.
In principle, the calendar year will be used as the basis for calculation of the applicable timeframes in section 9 of ST/AI/2005/9 [abolished and replaced by ST/AI/2010/7] currently ST/AI/2012/2/Rev.1.  As the G to P exam results of a given year are often not known until later in that year, candidates are kept on the roster indefinitely and can be selected at any time for an available post that meets the requirements of the administrative instruction.  In each calendar year, a maximum of seven non-geographical posts and a maximum of three posts in duty stations with chronically high vacancy rates can be filled from the roster of G to P candidates.

General principles for selection
5.
G to P roster candidates will not be presented or selected in any ranking order, since there might be candidates from more than one examination year on the roster, and qualified candidates may be selected from the roster for an occupational group other than the one in which they passed the exam.

6.
If a G to P roster candidate is selected for more than one post, the candidate will be given the opportunity to select the preferred post, to the extent possible.


7.
G to P roster candidates will to be informed by OHRM in writing that:

(a) 
The G to P roster is a new mechanism to enhance the career prospects of successful candidates within limits which have been defined by the General Assembly and are explained in ST/AI/2005/9 [abolished and replaced by ST/AI/2010/7] currently ST/AI/2012/2/Rev.1.  The roster is only for the types of posts covered by ST/AI/2005/9 [abolished and replaced by ST/AI/2010/7] currently ST/AI/2012/2/Rev.1.  The maximum of seven non-geographical posts and three posts at duty stations with chronically high vacancy rates cannot be exceeded in a given year, but may not be met every year;

(b)
Placement on the roster does not guarantee selection for a post;

(c)
Once a candidate has been placed on the roster, the ranking order in the examination is not relevant for selection from the roster; 

(d) 
The decision to select a candidate from the roster is made by departments/ programme managers;  

(e)
OHRM will make a formal offer to the candidate upon receipt of the selection decision.  Candidates may decline an offer but must be aware that they will be removed from the roster if they twice refuse a formal offer;

(f)
Formal offers will be made in a given year, regardless of occupational group, until up to seven non-geographical posts and up to three posts in duty stations with chronically high vacancy rates have been filled for that year.  No further offer will be made after the maximum number of posts has been reached for each category; 

(g) 
Candidates placed on the roster may take the G to P examination again at any time if they wish to compete for posts not falling under the “7+3” rules in ST/AI/2005/9 [abolished and replaced by ST/AI/2010/7] currently ST/AI/2012/2/Rev.1.  If successful, they could either be selected immediately or again be placed on the roster, depending on the outcome of the examination.  If they are again placed on the roster, the fact that they have again been successful in the examination will be noted. 

Filling of the “up to seven” non-geographical posts

8.
OHRM/OSD/SS/PASS will send the list of all roster G to P candidates to all departments, informing them that up to seven non-geographical posts can be filled from this roster on a first come, first served basis, regardless of occupational group, with an explanation of what constitutes a “non-geographical post”.  The basis for deciding on the order will be concrete offers made to the roster candidates.  Departments may simultaneously review NCE and Managed Reassignment Programme (MRP) candidates for these posts.

Filling of the “up to three posts” in duty stations with chronically high vacancy rates

9.
The posts to be filled in duty stations with chronically high vacancy rates are those that would normally be filled through the NCE or MRP.

10.
Duty stations currently considered as having chronically high vacancy rates are Addis Ababa, Nairobi and Beirut, and duty stations administered by the Secretariat offices headquartered in those three duty stations.  The posts in this category that are available to G to P candidates could be in any of these locations, and will be filled in order of selection. The three posts could be in the same or a different location. 

11.
Designated duty stations will be informed that they may select from the roster for up to three posts, on a first-come, first served basis, regardless of occupational group.  The basis for deciding on the order will be concrete offers made to the roster candidates.  Departments may simultaneously review NCE and MRP candidates for these posts.  The roster for the three posts is the same as for the seven non-geographical posts.

12.
Before selecting a G to P candidate from the roster, the designated duty stations must supply proof that they have made at least one attempt to identify and select NCE candidates for the post before requesting it to be filled from the G to P roster, in keeping with section 12.6 of the ST/AI/2005/9 [abolished and replaced by ST/AI/2010/7] currently ST/AI/2012/2/Rev.1.

13.
After the duty stations have identified their choice of candidate, OHRM will place them in the appropriate posts.

Managed mobility

14.
All G to P roster candidates will participate in managed reassignment programmes, regardless of the source of funding or geographical/non-geographical status of their post.

Contractual status

15.
All G to P candidates, regardless of geographical or non-geographical status, will receive a probationary contract, in accordance with General Assembly resolution 51/226.  If they already have a permanent appointment, they will maintain it.  If they are placed on an extrabudgetary post, they will be considered for a permanent appointment after two years on fixed-term appointment, in line with the practice for NCE candidates in the same situation.

Reporting

16.
PASS will report to the Central Examinations Board through Examination and Tests Section each time a G to P roster candidate is selected and placed on a post.
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