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I: Introduction: Why this paper, what are the issues?   
 

The importance of international statistics, and the role of international 
statisticians, has become more visible since the 1990s with the increasing demand for 
evidence-based policy-making and for tracking regional and global progress towards the 
achievement of internationally agreed development goals, including the MDGs. Many of 
the international organizations active in the field of statistics are currently members of the 
CCSA. International official statisticians are a professional group with its own distinct 
profile and human resources management needs. Recruiting, coaching and managing this 
talent pool is one of the key responsibility of the heads of statistical departments, hence a 
priority for the CCSA (see Annex 1). 

 
There are currently well over 1,500 statisticians working in almost 40 

international organizations that are CCSA members. Statisticians working in international 
organizations (henceforth called “international statisticians”) constitute a distinct 
professional group. They are staff working – either in professional or support capacity – 
in statistical entities of: 1 

 
• The United Nations Systems, including the United Nations Secretariat, Funds and 

Programmes and Specialized Agencies such as the Food and Agricultural 
Organization (FAO), International Labour Organisation (ILO),  United Nations 
Children’s Fund (UNICEF), United Nations Educational, Scientific and Cultural 
Organization (UNESCO), etc.; 

• Other multilateral international organizations such as the International Monetary 
Fund (IMF), Organisation of Economic Cooperation and Development (OECD), 
World Bank and the World Trade Organization; 

                                                 
1 The definition is inspired by a CCSA document on network of young statisticians. See Annex 2 for a list 
of agencies pertaining to the CCSA. 
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• Regional or sub-regional organizations such as the regional development banks 
(e.g., Asian Development Bank (ADB), African Development Bank (AfDB) and 
European Central Bank (ECB)), the Association of South East Asian Nations 
(ASEAN), the Secretariat of the Pacific Community (SPC), etc.;  

• Supra-national organizations such as AFRISTAT and EUROSTAT;    
• Bilateral aid agencies with extensive international reach such as the UK 

Department for International Development (DFID); or 
• International Non-Governmental Organizations (NGOs) which include in their 

mandates the production of international statistical series in specific areas (e.g., 
World Conservation Union IUCN/Special Survival Commission (SSC), etc.).   

 
Though with varying mandate and scope of operation, international statisticians 

are typically engaged in some or all of the following statistical activities: 
 
• Compiling and harmonizing data collected from secondary providers, usually 

from official sources.  
• Implementing specific data collection activities through, for example, regional or 

international survey programs;  
• Undertaking methodological research to improve data collection, data analysis 

and estimation; 
• Participating in data analysis and modelling activities; 
• Harmonizing methodologies and statistics to enable comparisons between 

countries and regions;  
• Developing proprietary indicators to facilitate inter-country comparison of 

complex issues; 
• Managing, maintaining and disseminating statistical databases for analytical and 

monitoring purposes;  
• Developing international statistical standards in specific areas, such as the various 

international classifications, and promoting a common definition of main 
statistical aggregates such as the balance of payments and the national accounts; 

• Promoting the use of these international statistical standards by national statistical 
systems, and providing technical assistance for this effect; 

• Supporting national statistical capacity building;  
• Coordinating the use of data among partner international agencies and with 

national statistical systems for assessing global or regional trends and monitoring 
short-term international developments for policy analysis and evaluation.  

 
These “international statistical activities” are often distinct from those usually 

undertaken by national official statisticians or academic and business statisticians. Some 
of them, closely related to the governance of the international statistical system, are 
proper to its multilateral dimension. In particular, challenges related to the development 
of international statistical standards and the production of comparable international 
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statistical series within the framework of inter-governmental cooperation are unique to 
international statisticians.  

 
At the contrary, many of the activities that are normally performed by academic 

or business statisticians, and tend to form the bulk of the formal university training, are 
usually under-represented in international statistics.2 With the exception of a few fields 
(demography, public health and epidemiology) international statisticians are not expected 
to use their university training and perform complex analytical activities linked to the 
probabilistic nature of the data (inferences, hypothesis testing, forecasting and modeling). 
Nor are international statisticians, or other official statisticians, expected to derive 
analytical conclusions from the data they produce or compile. This task is usually 
performed by analysts who may themselves have a strong statistical background (e.g., 
econometricians, epidemiologists, sociologists – at least, in the US definition of 
sociology, which is more geared towards empiricism than the European continental 
tradition).3   
 

Both the specificity of what statisticians start doing when they are recruited for 
working in an international statistical departments, and what kind of statistical work they 
stop doing when joining international organizations, are relevant when it comes to 
discuss recruitment and career development. The specificity of what international 
statistician do may limit the relevance of the skills acquired by statistician candidates in 
their previous functions or during their university studies; similarly, it may also reduce 
the relevance of the acquired “international” skills when promoting job mobility and 
career prospects of “international statisticians”. 

 
As discussed in the Vienna 2010 CCSA meeting, both issues converge to the one 

of (lack of) identity, itself divided into two components: (i) Are international statisticians 
recognized as “statisticians” in the usual sense of the word? (ii) Is there a common 
“international statistician” identity across the different international organizations?  

 
(i) The first issue relates to the “statistical content”, in the academic sense of 

statistics, of the work done by the statistical department of international 
organizations. In other words: What is the demand for “statisticians” in 
international statistics? Statisticians in international organizations are doing very 
specialized tasks and pursuing very specific goals that are not common in other 

                                                 
2 A forum on the Linkedin’ Global Analytics Network —a statisticians’ discussion group— discusses the 
shortage of mid-level analytical talents. A HR manager for a US company mentions her quest of 
appropriate talents. Tasks expected from the candidates are modelling and doing the analytics of the 
massive databases used by companies, which is requiring “folks who can model in SAS.” Companies also 
want “this person to be able to communicate well with marketing and senior management, synthesize the 
results into actionable recommendations and make presentations.”  
http://www.linkedin.com/groups?gid=108784&trk=myg_ugrp_ovr 
 
3 They could also be performed by ex- “official statisticians” moving, for career purpose, into these 
research-oriented departments. 
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statistical jobs and often do not require a formal statistical training.4 Therefore, it 
is often difficult to recruit qualified candidates with all the required 
characteristics; in particular, there is a mismatch between the formal training of a 
statistician or economist at university, and the work expected from a junior 
statistician in a typical international organization; 

 
(ii) Similarly, the skills and the experience acquired in one international organization 

may be so specific as it may be of little relevance for other type of jobs, be they in 
NSOs or other operational/analytical statistical departments in public (national or 
international) or private organizations. Because the skills required in international 
statistics are very job-specific, career development prospects may be limited to 
vertical promotions within the same department, with little prospects for 
horizontal mobility.5 Nevertheless, incumbents accumulate a practical knowledge 
(technical or geographical) which can be of interest for other organizations 
working on similar lines. There are examples of statisticians moving from/to UN 
regional commissions to/from Headquarters or regional banks. But the 
occurrences are rather limited. 

 
On the lack of statistical analytics in international organizations, leading to a loss 

of human capital and reduced marketability of international statisticians after a few years 
of service, the discussion in Vienna meeting mentioned also that this was fortunately not 
always the case. Some statistical departments are able to offer to their staff the 
opportunity to apply the full range of statistical and analytical skills (e.g., demographers 
working for the Population Division at UN have the opportunity to work on both 
upstream data collection issues – the design and implementation of a census – and the 
downstream analytical work – modeling and forecasting). In this case, there is a much 
closer match between what is taught at university and what is expected from the 
incumbents.  
 

Similarly, IT and website specialists working on database development and 
dissemination have usually more prospects for horizontal mobility than for vertical one 
because they kept their initial human investment and their professional skills up to date 
and in line with the “rest of the world” expectations. It should be noted that there are also 

                                                 
4 As a matter of facts, most “international statisticians” do not have a formal diploma in statistics, as 
generally understood in the academia (where statistics is usually attached to the department of applied 
mathematics). It is probably one of very few instances in HR Management where a formal diploma in the 
speciality is not required to be recruited and perform a professional activity. This may reflect the “back 
office” nature of statistics in earlier years of international statistics, where the role of a statistician was 
mainly to provide clerical or research assistance, tabulating data for other users, such as economists and 
other “front office” analysts. Indeed, the actual statistical activity in most international departments today is 
probably very limited, compared to other type of tasks (outreach and publication, organization of meetings, 
project management). 
 
5 A similar situation can be found in official statistics. For example, the French INSEE (Institut National de 
la Statistique et des Études Économiques) conjugates both statistical production and economic analysis. 
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examples of database specialists who have been able to take the top job in both national 
and international statistical departments. 

 
This said, the gap between international and national statistical offices should not 

be overstated, especially when it comes to HR management. For example, Statistics 
Canada mentions that its HR strategy is based on four pillars:6 
 

• Professional Recruitment: forecasting hiring needs, undertaking university 
recruitment, and hiring employees with the potential to adapt to change. 

• Learning and Development: promoting a culture of continuous learning, investing 
in long duration flagship training courses, developing cohorts of versatile and 
mobile employees at each level to form pools that will provide qualified 
replacements for future departures at the next level up. 

• Career Broadening: developing long term career potential of employees by having 
mechanisms in place so that employees can work in different divisions on 
rotations or career broadening assignments to acquire breadth of experience and 
enhance competencies. 

• Positive Work Environment: having practices in place to create a positive work 
environment, and enable work life balance to help productivity and encourage 
retention of career employees. 

 
The agency continues by stating that the basic principle behind this strategy is its 

tradition of a “no lay-off policy”; it is very similar to the practice in international 
organization for their regular staff. Indeed, “learning and development”, as well as 
“career broadening”, to use Statistics Canada’s own words, or horizontal and vertical 
mobility, to use the vocabulary of international organizations, are a necessity when the 
rate of rotation of staff is very low and new issues have to be dealt with by existing staff 
members.  

 
Recruiting high potential candidate is probably not a big issue for international 

organizations who offer in general very competitive salaries and social benefits. Keeping 
this staff up to date, versatile and “on their intellectual toes” is probably the most critical 
challenge to be addressed. 
 
 

II: Profiling the ideal candidate(s) 
 

Based on the previous diagnostic, there is not one single profile for international 
statistician. On the other hand, for good HR management, it is important to avoid too 
specific profiles which would select candidates with immediate employability, but little 
“career broadening” and mobility prospects. Similarly, profiling criteria should be 

                                                 
6 From Virtual Statistical System (https://www.virtualstatisticalsystem.org/themes/theme/54-management-
and-development-of-human-resources). 
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analysed according to two perspectives: (i) short-term employability (the newly recruited 
statistician will have to perform a specific duty, which may depend on the nature of the 
organization and the special requirements for the post); and (ii) long-term perspective 
(the recruited staff should be able to adapt to changing environment and needs, and have 
a normal career development during his/her professional life).  

 
Because of the schizoid nature of the international statisticians’ identity, it may be 

very difficult to find ready-made candidates satisfying both the short-term and the long-
term aspects. As a rule of thumb, profiling should be based on two criteria: the short-term 
employability requires relevant professional experience, while long-term prospects can be 
warranted thanks to advanced university degree plus proven interest (e.g, via 
publications, personal projects or formal training) in keeping abreast with new 
developments.  

 
Yet, mangers of international statistical offices cannot ignore the potential 

dilemma. First, they want someone who can be able to deliver as soon as he/she joins the 
structure; second, after a number of years, this same staff should be able to be mobile and 
therefore should have the potential to benefit from training in other skills (to allow for 
horizontal mobility) and managerial and leadership skills (to allow for vertical mobility). 
Thus, the recruitment process should weight the relative merits of candidates in terms of 
“existing skills”, but also in terms of potential for “learning and career development”. In 
addition, interpersonal skills are absolutely necessary in an international organization, as 
even technical tasks involve working in multicultural teams where capacities for 
communication, mutual understanding and conflict resolution are much appreciated.7 
 

Several typical profiles can be proposed, where the mix between statistical, data 
processing and administrative skills will differ according to the job description and the 
main business model of the respective organization. Specific functions will, obviously, 
differ between organizations. A generic description can nevertheless be tempted, as 
follows: 

 
a. Research Assistant and Statistical Analyst (skills in analytical statistics, including 

modelling, communication and drafting capacity). 
b. Dissemination Specialist (Data Base Management and IT skills, web design and 

Infographics, Geographic information systems etc).  
c. Specialist in Official Statistics 1: definition and promotion of international 

standards (Knowledge of international standards; organization of meetings and 
conferences; interpersonal skills and drafting). 

d. Specialist in Official Statistics 2: organization of statistical offices and capacity 
building (experience with NSOs and/or national offices; interpersonal skills and 
drafting; negotiation skills, strategic orientation). 

                                                 
7 People attracted by statistics do not have the reputation of being extroverted socialites: The best candidate 
for IT programmer or data base administrator in the short-list may have difficulties passing the emotional 
intelligence EQ tests. 
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e. Technical Advisor on specialised areas such as household or enterprise surveys, 
census, etc. (strong theoretical and practical skills; analytical and drafting skills; 
field experience). 

f. Managers of International Statistical Offices (experience with managing 
statisticians in an international setting; strong theoretical/practical knowledge of 
the substantive fields covered by the international organization; leadership and 
interpersonal skills; drafting and negotiation skills, strategic orientation). 

 
As seen, the technical skills are quite diverse, and mostly address the short-term 

dimension of the profiling. Applicants can be filtered according to objective criteria of 
relevant experience and formal training, and the short-listed candidates’ practical 
knowledge can be tested through formal written and oral examinations.  

 
Job-specific selection may represent an issue for those international organizations 

which adopted an HR policy, based on high mobility. In this case, recruitment is based on 
relatively generic job description. Generic profiles may work, and even be desirable as an 
initial investment, for the recruitment of young professionals. They may spend a couple 
of years in statistical departments doing research assistance type of work or organizing 
conferences and expert-group meetings, gaining in the process statistical or 
administrative skills that will be helpful for the rest of their careers. In addition, it is 
relatively easy to acquire these job-specific skills which usually do not require advanced 
statistical knowledge but rely more on a general understanding of procedures, 
nomenclatures and best practices.  

 
Profiling potential candidates on technical skills and work experience do not 

guarantee the recruitment of incumbents with satisfactory long-term development 
potential. This potential is partly subjective, and linked to the personality of the 
candidate: international organizations recruit you on your IQ and promote you on your 
EQ. Nevertheless, there are also various objective criteria which would ideally need to be 
identified before preparing the circulation of the post. These criteria correspond to the 
“career development prospects” of the job (independently of the personal qualities of the 
incumbents). 

 
Here again, the career dimensions depends upon the institutional characteristics of 

each organization. The following is provided with the sole purpose of intending a “check-
list” that each manager could prepare before releasing a vacancy: 

 
a. Define what are the mobility options for the statistician who will take the job 

(professional and support staff) 
i. Vertical mobility (from technical to managerial job) 

ii. Horizontal mobility (from statistics to analytical, administrative or operational 
functions) 

iii. Inter-agency or International-National horizontal mobility (doing the same 
job, but in a different organization) 
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b. Define what are the expected evolution of the technical skills required to perform 
this job and those closely related to it (i.e., what the incumbent and his/her 
supervisor will need to know in 5 year time) 

c. Define what are the various skills required from a candidate to make sure he/she 
has a career potential (and the training to keep or acquire them). 

 
The issue of the formal education required is particularly sensitive in statistics, for 

a number of reasons. Because the bulk of the work relates to relatively routine and 
nontechnical tasks, from simple data processing to organizing conferences and meetings, 
there is no immediate need to demand advanced university degree. Indeed, many “job 
descriptions” in statistical departments still reflect the time when the bulk of the staff 
were assistant clerks, tabulating data.  
 

Using effectively modern database management software, even at lower 
professional grades, requires a university degree. And, for moving up the internal 
hierarchy of international organizations, an advanced university degree, if possible a 
PhD, is increasingly required. However, recruiting over-qualified candidates in order to 
give them some assurance for further mobility opens the risks of frustrations in doing the 
job, or adverse selection (the over qualified incumbents who stay at the more junior 
position are those with lower ambitions and job expectations).  
 

Training and continuous learning are always an option, obviously, but the issue is 
particularly difficult for statisticians. While many junior economists recruited with a 
master degree try to continue their university career and obtain a PhD, the proportion is 
much lower for statisticians. Similarly, it is frequent for (not always so) senior 
economists to have regular teaching assignments in universities, whereas this is very 
uncommon for senior statisticians. This is probably another evidence of the gap between 
“international statistics” and “statistics” as it is understood in the “rest of the world”, and 
leads to the next issue. 
 
 

III: Creating our own pools, developing closer ties with universities 
 

If required profiles for specific duties and career development do not correspond 
to available talent pools, should we develop closer ties with universities and NSOs?   
 

This is a big question, which relates to the difficulty for finding “readymade” 
candidates to the specificity of the statistical job in international organizations and the 
gap between “international statistics” and “statistics tout court”. Solving proactively this 
issue means adapting the existing curricula of universities (statistics, applied economics, 
sociology and public administration) so that it takes into account both standard official 
statistics topics (demography, national accounts, household surveys and social 
accounting) as well as new and emerging issues such as environment, MDGs and other 
development frameworks. One could similarly argue that the gap can be closed by 
integrating also more analytics in international statistics, as is done in some specialized 
branch of official statistics like demography. 
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On one hand, it is the interest of international organizations engaging with 

universities to adapt their curriculum to their needs; on the other hand, if these 
requirements are very specific and have little use for standard statistical jobs, not open to 
research programmes, it makes no sense for university to devote time and resources to it 
in their core programs.  

 
A more practical option would be to enter into partnership for more professional 

oriented curricula, after the BA, in co-operation with NSOs statistical training centres. 
The challenge for international statisticians would be to formalise and synthetize in a 
communicable way what they do, why and how it can be applied in different professional 
contexts. The exercise would also be profitable for university students who often lack the 
practical skills to enter into the professional life as practitioners. Ideally, these 
professional lectures would need to be organised with the contribution of official and 
analytical statisticians, in order to offer the students with a large array of experience and 
job opportunities. 
 
 
IV: Conclusions 
 

Both the specificity of what statisticians do when they work in an international 
statistical departments, and the statistics they stop doing when joining international 
organizations, are relevant when it comes to discuss recruitment and career development. 
The specificity of what international statisticians do may limit the relevance of the skills 
acquired by the statisticians in their previous functions or during their university studies. 
This creates an issue for recruitment, as the available pool of talents does not usually fit 
the work program requirements (except for those jobs of database managers and IT 
specialists where the specificity of the work done in international organizations is not as 
accentuated).  
 

Similarly, this specificity may also reduce the “marketability” of the new skills 
acquired while working in international statistics. This creates another HR management 
issue, as career prospects will be limited to vertical mobility (within the same statistical 
department). Horizontal job mobility and career prospects outside the department may be 
reduced after a few years, unless proper care is taken to keep the international 
statisticians abreast with analytical and substantive issues, while developing their 
managerial skills.  

 
The dialectical tension between managers’ short-term interests (finding someone 

immediately operational, i.e, with the required technical skills, in order to complete the 
work program) and their longer-term interests (adapting to new institutional demands and 
developing the potential of their staff) is uneasy to resolve. Because technical skills can 
be more easily acquired through on-the-job training, candidates should be carefully 
selected on their long-term potential and learning capabilities. Yet recruiting “potentials” 
and training them does not substitute for maintaining — and recruiting when necessary 
— a core of well-trained specialised staff who will take responsibility for the production, 
compilation and quality control of the data.  



 10

 
As a result, the distribution of statisticians in a typical statistical department in an 

international organization could become bi-modal: a population of highly-mobile young 
professionals, and a population of senior experts, with experience. From a managerial 
perspective, this is not an ideal situation as it would create different standards and 
different cultures, but this situation exists in many national administrations which have 
different recruitment channels and different career development prospects according to 
the origin of the incumbents. 

 
Finally, a more dynamic approach for resolving the issue is to bridge the gap 

between “international statistics” and “statistics tout court”. Solving proactively this issue 
means engaging the academia and the technical institutes teaching statistics in order to 
adapt the existing curricula (statistics, applied economics, sociology and public 
administration). On the other hand, the gap can also be closed by integrating more 
analytics and substantive research in international statistics, as it is done in some 
specialized branches of official statistics like demography. By doing so, it would be 
easier to find appropriate candidates, and their career expectations would be improved. 
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Annex 1: Background  
 

A. Report of the 16th Session of the CCSA on the special session on Human 
Capital (selection) 

 
1. During its 14th session in September 2009, in Bangkok, the Committee decided to 
organize a Special Session on Human Capital in conjunction with its 16th meeting. The 
sixteenth session was held in Vienna, Austria, from 1 to 3 September 2010. The 
Committee came to the following conclusions: 

 
(i) HRM is an important topic for the International Statistical Organizations as 

human capital represents our main production factor and most of our 
budgets and considerable management time is devoted to it. The key 
challenges include the decreasing budgets; increasing competition and 
competitive pressure from other organizations, including the private sector; 
higher degree of specialization, skills and IT knowledge needed; high degree 
of bureaucratic burden.  

 
(ii) HRM is definitely a topic for CCSA; as it is one of the issues faced by 

statistical managers. For this reason it is important to have a continuous 
dialogue among ourselves, but also, to have a dialogue with our HR 
specialists. The future discussions on HRM should move from sharing 
frustration - to sharing experiences – to sharing solutions. 

 
(iii) International official statisticians, tentatively estimated – at a global scale- at 

about 2000 people (most of them in agencies represented in the CCSA), are 
a professional group with its own distinct profile and human resources 
management needs. It was further recognised that there is sub-specialization 
within the group and proximity to other professional groups such as those of 
analysts, IT specialists and statisticians at NSOs. Recognising this proximity 
can help us identifying the potential pool for future candidates as well as the 
potential for vertical and horizontal mobility. 

 
(iv) Clearer skill profiles of the group of statisticians working in International 

Organizations as a whole and of various sub-groups are needed as there 
exists a gap between some of the existing profiles and the academic training 
as well as the work expectations of young professional candidates. 

 
2. The Committee decided to establish two Task Teams working on issues of HRM:  
 

(i) Task Team 1 “Defining the profile of international statisticians and 
recruitment policies”, led by the World Trade Organization with UNECA, 
UN Population Division, SESRIC and UNIDO as members. The Team will 
look into issues of profiling of various sub-categories; sharing experience 
and best practices with recruitment; more effectively identifying and 
reaching out to talent pools, academia etc.; raising awareness for the group 
of international statisticians.  
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(ii) Task Team 2 “Training of international statisticians; staff exchange and 

mobility”, led by UNSD with UNODC, FAO and Eurostat as members. The 
Team will focus on identifying training opportunities, including e-learning; 
it will also look into mobility and staff exchange issues and try to document 
existing models and develop strategies how to expand opportunities further.  
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Annex 2: List of International Organizations presently members of the 
CCSA  
 
African Development Bank (AfDB)   
Arab Institute for Training and Research in Statistics (AITRS)   
Asian Development Bank (ADB)  
Bank for International Settlements (BIS)   
Caribbean Community (CARICOM)  
European Central Bank (ECB)   
Food and Agriculture Organization of the United Nations (FAO)  
International Atomic Energy Agency (IAEA)   
International Labour Organization (ILO)  
International Monetary Fund (IMF)  
International Telecommunication Union (ITU)   
Interstate Statistical Committee of the Commonwealth of Independent States (CISSTAT)  
Organization for Economic Cooperation and Development (OECD)  
Paris 21 (P21)   
Statistical, Economic and Social Research and Training Centre for Islamic Countries 
(SESRIC)  
Statistical Office of the European Union (EUROSTAT)  
The Economic and Statistical Observatory of Sub-Saharan Africa (Afristat)   
United Nations Children’s Fund (UNICEF)  
United Nations Conference on Trade and Development (UNCTAD)   
United Nations Development Programme (UNDP)  
United Nations Economic Commission for Africa (UNECA)  
United Nations Economic Commission for Europe (UNECE)  
United Nations Economic Commission for Latin America and the Caribbean 
(UNECLAC)  
United Nations Economic and Social Commission for Asia and the Pacific (UNESCAP)  
United Nations Economic and Social Commission for Western Asia (UNESCWA)  
United Nations Educational, Scientific and Cultural Organization (UNESCO)  
United Nations Environment Programme (UNEP)  
United Nations High Commissioner for Refugees (UNHCR)   
United Nations Human Settlements Programme (UN-Habitat)   
United Nations Industrial Development Organization (UNIDO)  
United Nations Office on Drugs and Crime (UNODC)   
United Nations Population Division (UNPD)   
United Nations Population Fund (UNFPA)  
United Nations Statistics Division (UNSD)   
World Bank  
World Health Organization (WHO)  
World Tourism Organization (UNWTO)  
World Trade Organization (WTO) 
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Annex 3: Examples of skill requirements and job descriptions 
 

This section presents examples of skills required from statisticians at the World 
Trade Organization and the job description used at the UN Economic Commission for 
Africa. The skills are classified according to several dimensions: Learning Statistics, 
Communication, Client Relations, Management, Technology, Interpersonal skills. The 
actual mix of required skills differs according to the specific function expected to be 
performed by the incumbent, the level of the staff and his/her supervisory responsibilities.  
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STATISTICAL COMPETENCIES (WTO benchmark) 

LEARNING STATISTICS COMMUNICATION CLIENT 
RELATIONS MANAGEMENT TECHNOLOGY INTERPERSONAL 

Willingness to learn 
and keep abreast of new 
developments in the 
area of: 
1)  international trade 
and related economic 
statistics and 
international work in 
these areas 
2)  computer science 
applications for applied 
statistics, including 
database management 
systems and statistical 
programming 
3)  management 
techniques, team 
building and  
communication 

1)  In-depth knowledge 
of concepts and 
definitions of 
international trade, 
including knowledge of 
best practices in data 
collection, processing 
and dissemination 
2)  Ability to critically 
assess data for 
conformity to WTO 
concepts and definitions 
3) Ability to analyze 
and interpret 
international trade and 
related economic 
statistics 
4)  Ability to carry out 
statistical capacity 
building 

Good communication 
skills  (verbal and 
written), especially: 
1)  the ability to draft 
clear, accurate and 
concise reports and 
technical 
methodological notes  
2)  the ability to 
conduct presentations 
and make statements at 
meetings, clearly 
formulating issues, 
making and defending 
recommendations and 
in an articulate and 
persuasive manner; 
3) excellent knowledge 
of English or at least 
one of the 
organization's working 
languages 

The ability to: 
1)  communicate 
clearly, 
accurately and 
concisely, and in 
a tactful and 
diplomatic 
manner 
2)  give advice 
on statistical 
concepts,  
definitions and 
methodologies in 
a WTO context 

The ability to: 
1)  have vision and 
strategy, establish 
priorities, plan, 
coordinate, 
document, and 
monitor own work 
2)  delegate when 
necessary 
3)  recognize, 
evaluate and 
formulate new 
strategies and 
technical approaches 
4)  plan and 
coordinate 
simultaneous and 
concurrent activities 
of varying nature 
5)  exercise 
transparency in all 
work-related matters 

Demonstrated in-
depth technical 
knowledge with 
respect to: 
1)  data 
management and 
processing tools,
2)  database 
management 
systems; 
3) statistical 
programming 
4) web 
applications 
 

The ability to: 
1)  integrate and 
work effectively in a 
multi-cultural, multi-
ethnic environment 
exercising tact, 
discretion and respect 
for diversity; 
2) establish and 
maintain effective 
working relations 
both as a team 
member and team 
leader. 
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Job description (UNECA) 
 

Under the overall guidance of professional staff, statistical assistants (General 
service staff) are expected to: 

 
• Collect, evaluate, process, and analyze statistical data from a variety of sources 

for the continuous maintenance of computerized databases; 
• Retrieve, format, and process data from databases and other sources for the 

compilation of Statistical Yearbooks; 
• Process, classify and ensure internal consistency of data, and reconcile 

discrepancies in data series; 
• Build special data sets for specific research needs or for reports; 
• Prepare charts, graphs and other outputs for reporting and presentation of various 

data; 
• Apply, test, and execute programs for specific statistical applications on the basis 

of specifications provided; 
• Respond to internal/external requests on questions related to specific 

programme(s) and databases; 
• Assist in liaising with United Nations system organizations and NSOs to obtain 

necessary statistical and other relevant information; 
• Research, compile and summarize background materials for use in preparation of 

reports, briefs, speeches, etc; scan reports from specialized agencies, as well as 
newspapers, magazine, periodicals and other information sources to identify 
articles of interest to the manager; 

• Undertake mission/field work in support of above activities; 
• Assist in the substantive servicing of meetings, workshops and events;  
• Prepare data sets upon request, responds to queries/requests and 

maintains/updates web pages; and 
• Performs other duties as assigned. 
 

 
Professional staff, depending on the levels (P2s assist, P3s contribute, P4s provide 

expertise) to the following: 
 

• Designing, organizing, planning and managing the collection, evaluation, 
analysis, compilation and dissemination of statistical data; 

• Developing, implementing and managing statistical database(s); 
• Training and technical support on data collection programmes, country practices 

and other related information; 
• Development or revision of standards on statistical concepts, definitions and 

classifications by performing methodological research; 
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• Drafting of technical documents for international, intergovernmental and expert 
group meetings and assists in drafting relevant reports; 

• Organization of seminars, working groups and expert meetings; 
• Guide, train and supervise general service and professional staff in their functions; 

and 
• Performs other duties as assigned. 

 

For P5s and above, in addition to the above, some managerial and leadership tasks 
are require. 


