International Criminal Court ICC-ASP1om

Assembly of States Parties Distr.: General

22 June 2011

Original: English

Tenth session
New York, 12-21 December 2011

9-E-220611

Report of the Court on human resources management*

Introduction

1. At its fourteenth session held in May 2010, the @uottee on Budget and Finance
(“the Committee”) “welcomed the progress made ir threa of human resources
management” by the International Criminal Courhé€tCourt”) in 2009.In 2010, further
progress was achieved in key areas of the stratpgigrity of human resources
management. Recruitment and staff turnover ratedbilizied at satisfactory levels,
improvements were introduced to conditions of smrvof staff, strategic learning and
training plans were developed and implemented liroans, performance management
continued to be a focus and new human resourcésigmlapplicable to all staff of the
Court, were negotiated and promulgated.

2. Human resources management in the Court contirudzb tguided by its Strategic
Plan, notably objective 10, which stipulates that €ourt endeavour to “attract, care for, and
offer career development and advancement oppadsirib a diverse staff of the highest
quality”, as well as the nine objectives set famntthe institution’s human resources strategy.

3. While the objectives of the human resources styatetpich was first presented to
the Committee in April 2008, remain valid, the Qolias also been mindful of the need to
address new and emerging requirements brought diyothe fact that its establishment
phase is ending, as the Committee noted at itstdenth sessioA. An important
consideration in this regard has been the recomatemdof the Committee, provided at its
fifteenth session, that the Court freeze the nunolb@ermanent posts at its approved 2010
level until a comprehensive justification of allgte had been conductd@e facto, this
implies that the Court perform its range of funotp including newly emerging ones,
within the parameters of the currently approvedfist levels. Organizational design and
development, which include key areas such as vgcaranagement, re-engineering and
restructuring exercises, therefore have taken od, w&ill continue to take on, greater
importance than was the case in the establishnierstep At the same time, activities in this
regard must be balanced carefully with the Cowstfategic objectives of providing career
development and employment advancement opportsrndiés current workforce.

4. In reporting on the developments in the area of &lumesources management, the
present report highlights the major achievementkey areas relating to the human
resources strategy objectives, provides indicatiamere appropriate, for envisaged future
activities and includes responses to requestanformation made by the Committee at its
fourteenth and fifteenth sessions.

* Previously issued as CBF/16/8.
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5. The key areas, for the purpose of this report, are

(&) Recruitment and staffing;

(b)  Conditions of service, including human resourcdgpalevelopment;
(c)  Staff wellbeing;

(d) Performance management;

(e) Learning and training;

)] Other matters:

0] Reclassification of posts
(i)  Operational support to human resources management.

6. The objectives of the 2008 human resources strasegyprovided in annex | for
reference purposes.

7. The requests and recommendations made by the Cteantitat are addressed in
this report are the following:

8. At its fourteenth session, the Committee

(@) Requested that the Court provide, in its futurerep as a matter of course, the
estimated cost of staff salary increases, furthérination on approved and unapproved
General Temporary Assistance (GTA), as well aslddtmformation on the use of consultahts;

(b) Recommended that the Court consider the costs anefibs of mechanisms
to ensure the transparency of its recruitment mse® such as developing a confirmation
board that would include staff representatives saghe practice in other international
organizations. The Committee also recommendedthigatCourt take appropriate steps to
provide 5for equitable geographical representatiorth® recruitment boards to the extent
possible;

(c) Recommended that the Court develop a special pabpms the Junior
Professional Officer (JPO) Programmes, including meiidelines to be submitted to the
Committee at its sixteenth sessfon;

(d) Recommended that the conditions of service apgkcad staff are clearly
established and applied evenly in all organs. TlenQittee further requested that the
Court establish clear guidelines in order to egthbhppropriate application of service
benefits’

() Recommended that, to further build on this progréss, performance
appraisals, the general appraisal criteria be nmadly circulated, that systems be
reinforced to ensure consistent and uniform ap{idinaof the appraisal system throughout
the Court, that the appraisal process be reinfoesetithat appraisals be further linked to
the strategic objectives and the contract renewslgss.

9. At its fifteenth session, the Committee

(@) [Noted that it] [H]ad also raised some concern$hie proposed process for
reclassification and had asked to review the légales for the process at its last session
[and that] this information had not yet been predp

(b) Recommended that the Court freeze the number ohgmeent posts at its
approved 2010 level until a comprehensive justifizaof all posts had been conductéd:;

(c) Requested the Court to report [...] on the directificesuse of GTAs and on
the criteria used in such recruitméht;

(d) Requested the Court to address in its report orehumsources the question
of the application of the rules on gratis personag¢he Secretariat of the Trust Furid.
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10. Inreporting on progress made in the five key atiséesd above, cross-references are
provided to the respective objectives of the humesources strategy and the requests and
recommendations of the Committee made at its featteand fifteenth sessions.

Recruitment and staffing

11. The human resources strategy objectives in the afesecruitment relate to
systematic, fair and transparent selection prosessesuring the highest quality of external
recruitment and internal placement, the strengtigeof the capabilities of staff with hiring
responsibilities, and increased external awareok®e Court's employment opportunities.
The Committee’s recommendations and requests farte by the Court dealt with under
this heading relate to recruitment performanceysjparency of the recruitment processes,
including the establishment of a confirmation boa&T A, the use of consultants, gratis
personnel and the establishment of the JPO modality Committee’s decision to freeze
staffing at the 2010 level will have an impact dre tCourt’s staffing policies and
approaches in the medium-term, as explained below.

Recruitment performance for established posts: exteal recruitment,
internal placements and staff turnover

12. The recruitment of a diverse staff of the highesiliy continued to be a
cornerstone of the Court's human resources manageawtivities. In 2010, the Court
filled a total of 93 vacancies in established poStsthese, 65 (or about 70 per cent) were
external appointments, whereas 28 vacancies (art&ibper cent) were filled by internal
candidates. This represents an increase of the ewofhinternal placements over 2009,
when the percentage of staff filling new vacaneies 20 per cent.

13. For the second consecutive year, the staff turnmterdecreased in 2010: A total of
58 staff left the Court in 2010. This representsiraover rate for the year of 8.4 per cent
and is thus below the rates of 9.8 per cent in 2809 12 per cent in 2008, and yields a
retention rate of 91.6 per cent. The Court consitlgs a satisfactory retention rate.

14. Given internal placements and staff turnover, teeincrease of staff at the end of

2010 over 2009 was seven additional staff. As oD&tember 2010, the Court thus had

696 staff in established posts. The vacancy ratehk year, was 9 per cent. It can be noted
that the vacancy and turnover rates are at alrhestsame levels. This thus signals that the
Court has stabilized its recruitment performancéhio level expected of an organization

that has accomplished the hiring goals of its distaiment phase. Without the addition of

new established posts, future recruitment will ®ouw the filling of vacancies created by

departures of staff due to resignation or retiretmAnthe same time, a further reduction of

staff turnover, a not uncommon trend in organizatithat are moving towards the stage of
maturity, would also lead to a further reductionthie vacancy rate.

15. Tables 1 and 2 below summarize the recruitmentopmdnce, appointments,
internal placement and turnover by major prograrasiat 31 December 2010.

Table 1: 2010 Recruitment Performanceé

Budgete Vacanc Spot-thecl Undel  Separation Separatio Gender Balance
Post: Headcoun Rate Rat¢ Recruitment (2010 (%) (Female)
ICC 76: 69¢ 9% 9% 4C 5¢ 8.39% 47%
Judiciary 5C 4t 8% 10% 2 3 6.48% 67%
OTP 21t 19¢ % % g 21 10.479 52%
Registry 471 43 9% 8% 217 KK 7.65% 42%

* Above figures include five budgeted posts forcedel officials (three in OTP and two in the Registr
** Vacant posts for which recruitment activity Hasen initiated following closing of advertisement.

9-E-220611
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Table 2: 2010 ICC appointments and resignations

Non:
Externa Interna Movements extension:
appointmen appointmen Resignatior GT/ Secondmel dismissal Net increase

Judiciary 8 C 3 C C C 5
Major Programme |
Office of the Prosecutor 1€ € 1€ 1 2 -5
Major Programme Il
Registry 3€ 21 27 2 C 4 3
Major Programme Il
Secretariat of the ASP 4 C C C C C 4
Major Programme IV
Secretariat of the TFV 1 1 C C C C 1
Major Programme VI
Proj Office Perm Premise 0 C 1 C C C -1
Major Programme VII
Total ICC 6t 2¢ 4¢ 3 C € 7

16. An update on recruitment, internal placement amdower against established posts
during the first three months of 2011 will be prasel separately to the Committee at its
sixteenth session.

17. In connection with recruitment performance, the €avishes to advise that the e-
recruitment system went live in October 2010. Thsteam will offer opportunities for
efficiencies; for the time being, enhancementsiamatovements will still need to be made
in 2011 and 2012.

18.  With respect to geographical representation, them@ittee will be provided with
updated information prior to its sixteenth sessi@verall, the situation did not change
significantly in 2010. While the Court had plannéal undertake missions to under-
represented and non-represented countries to aaigeeness of employment opportunities
with the Court, which had been welcomed by the Cdtes this plan could not be realized
due to budgetary and staffing constraints of thediu resources section. A strategy for
alternative measures to raise awareness of empldyomportunities with the Court in
under-represented regions and under-representedomrepresented countries will be
presented to the Committee in the Court's next ahmeport on human resources
management. Such measures may include the produofianformation materials on
employment opportunities, the combination of staffvel on mission with employment
awareness-raising events in relevant countries,taadncreased engagement of relevant
embassies/government offices in the publicizingl©@€ employment opportunities. In
addition, the increased utilization of the Courligernship and Visiting Professionals
Programme for the purpose of raising awarenessngfl@yment opportunities will be
considered.

B. Transparency of the recruitment processes and estihment of a
confirmation board

19. At its fourteenth session, the Committee recommerttiat the Court consider the
costs and benefits of mechanisms to ensure thepaagncy of its recruitment processes,
including the establishment of a confirmation boavdth the participation of staff
representatives, as well as taking appropriatesstemprovide for equitable geographical
representation on recruitment boafdls.

20. Until 2007, the Court operated with a Selection @utree. The Selection
Committee reviewed all recommendations made bynirte panels for the filling of
established posts. Its primary mandate was to wetlie recommendations from the point

%3 |bid., part B.1, para. 55.
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of view of gender and geographical distribution. &fhthe Court streamlined its
recruitment processes in order to accelerate liegfof vacancies, which was then seen as
too slow, the Selection Committee was suspendedt, was seen as a major cause for
recruitment delays. Following three years of opegatvithout this additional layer in the
recruitment process, the Court is of the view ttsate-establishment would not add to the
quality of the existing selection processes. Thascof doing so would be, on the one hand,
additional workload for both hiring managers, comtted members and the human
resources section, and inefficiencies caused byeagssary delays in the filling of
vacancies. Moreover, in the Court, unlike in otbeganizations, the appointing authorities
personally review and approve, or not, each recamaiaion by interview panels thereby
adding the oversight and review brought by a Selec€ommittee.

21. With regard to the composition of interview panelse Court pays fullest attention
to the greatest possible equitable geographicakseptation, as well as gender balance.
Interview panels comprise between three and fivenbees, and the Court can confidently
state that they never consist of representativesnbf one geographical region. Hiring
managers at all levels are fully aware of the rieeeinsure appropriate representation; and
this is also monitored by the human resources aeclihe “Recruitment Guidelines for
Established Posts”, promulgated in 2009, provideeHie instructions in this regard.

22. In 2010, the Court organized its first assessmentre exercise for a senior position,
on a pilot basis. A second one is planned to téd&eepn 2011. Assessments, conducted by
external providers specialized in this area; previdseful information regarding a
candidate’s competency profile, including leadgrsimd decision-making skills. A review
of the pilot experience will be conducted in orttedetermine the future use of assessment
centres for senior positions at the Court.

C. General Temporary Assistance (GTA)

23. As of 31 December 2010, the Court employed 215 ftatled from GTA. Of these,
only eleven staff were performing functions notefegen at the time of the preparation of
the 2010 programme budget. An updated list of stg#finst “non-approved” GTA as of 31
March 2011 will be provided to the Committee atsitdeenth session.

24. At its fifteenth session, the Committee observeat there was no standard policy

for the recruitment of GTA staff by the CodftThe Court wishes to advise the Committee
that it operates with a fully standardized poliaghwegard to the principles for determining

the use of GTA. These principles, first presentethe Committee at its twelfth session, are
recaptured in Table 3 below.

Table 3: GTA categories and descriptions

Category Description
Approved GTA is performing a function as approved by the eksBly in the budget. TF
function function is considered to be of a temporary naand therefore does not warr

creation of an established post.

Replacement GTA is performing the tasks of an established post:

function (@)  which is vacant,
(b) of which the regular incumbent is on extended uhpeave, secondmel
or loan.

New/changed GTA is performing tasks for which a need arises there not foreseen in the buc

function document.
Specific GTA requiring separate reporting, e.9.:
function (@)  appointments funded from the Contingency Fund,

(b) in support of Trust Fund projects or other extragrtary funded functions.

25. The above principles for the use of GTA have beemmaunicated to all managers
and are applied uniformly across the Court. It $thdne noted that requests for GTA within

% |bid., part B.2, para. 69.
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the first category, approved function, need to tedenand justified at the time of the
preparation of the proposed programme budget. df hlead of organ approves their
inclusion in the proposed programme budget, theyraviewed by the Committee at its
August sessions. Final approval rests with the e of States Parties (“the Assembly”).
Requests for GTA in the other three categoriestade at the time when the need arises
and need to be fully justified in writing and apped at that time, subject to availability of
funding. Prior to any recruitment activity, a requéorm indicating the relevant category of
GTA is completed, and this is used uniformly acrtbesCourt.

26. With regard to the recruitment of staff against GTAlike in the earlier years of the
Court’s operations the normal recruitment and sielecprocesses governing the hiring
against established posts have been followed forlakt two years. GTA positions with
duration of more than two months are advertisederitew panels are established,
candidates are shortlisted and the final selea&gision is made by the respective head of
organ. This policy is applied in all organs. Veigited exceptions to the competitive
selection process requirement may be authorizedhbyhead of organ under specific
circumstances, such as an unexpectedly arisen tunged for rare language skills. These
are fully in line with the “desirability for flexility in the recruitment of GTA staff’, and
the relevance of the “operational and functionaédseof the Court”, both noted by the
Committee at its fifteenth sessioh.

27. The Court has also introduced a performance apgpsistem for staff funded by GTA.
D. Use of consultants

28. Consultants are not staff of the Court and theyndb occupy established posts.
Consultants are employed by the Court under theci8p&ervices Agreement (SSA)
modality. A policy on SSA is currently under pregion and is expected to be
promulgated as an Administrative Instruction (Al)2011.

29. Annex Il provides detailed information about the ws consultants by the Court in
2010.

E. Junior Professional Officers (JPO)

30. The need for JPOs, serving at the P-1 to P-3 lgeaists in many functional areas
of the Court, for example, the junior legal officemctions in Chambers and Registry,
functions relating to Victims and Witness Protectiand the Trust Fund for Victims, as
well as in the administrative areas. In view of ihgreasing workload in many parts of the
Court, there exists an urgent need for additiongipsrt, particularly at the more junior
professional levels.

31. The concept and principles underlying the JPO nigdalvhich has existed for
almost fifty years across the United Nations systeere described in the Court’s report on
human resources management submitted to the Coeenaittits fourteenth sessihlPOs
are young professionals who become staff of thearirgtion for a limited duration
(usually two years). JPOs are recruited underdygdtagreements between the organization
and donor countries (“sponsoring countries”). JRIOsnot occupy established posts and
thus do not impact on the geographical represemathlso, as noted in the previous
submission, the Court applies the principle of n@oady competitive recruitment to all
established posts, and former JPOs wishing to dpplsegular established posts following
their JPO service would have to participate in ¢benpetition like any other competing
candidate.

32. Atits fourteenth session, the Committee genera#licomed the Court’s intention to
establish this programméand recommended that the Court develop a spewipbpal on

the JPO programme. The Committee also discusseeld@nship of the JPO programme
with regard to the existing guidelines on gratigspanel® and emphasized that the

% 1dem.
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implementation of the JPO programme should notniy &way have a negative effect on
geographical representation of regular professipoats'®

1. Proposal for establishment of a JPO programme at th Court

33. In order to establish a JPO programme in the Cdhd, following steps are
envisaged:

(@) Identification of sponsoring countries and bilaterd agreements

34. As a first step, the Court will ascertain the winess of sponsoring countries to
participate in its JPO programme. More than 30 traes are currently sponsoring JPO
programmes in the United Nations system, and thertGaeill contact all States Parties to
the Court with a view enquiring on their possiblarticipation. Where willingness to
participate is obtained, a Memorandum of UnderstapndMOU) will be prepared. A
generic draft sample MOU, based on similar agreé¢seristing in the United Nations
system, is attached as annex lll. At this stagéhefprocess, the Court will also seek to
obtain an indication of the number of JPOs spongocbuntries are likely to fund.

(b)  Creation of JPO posts in the Court, including (genec and specific) job descriptions

35. Concurrently with the above, the Court will ideptidPO posts at the Court and
develop job descriptions. Generally, JPOs are mayrput functions at the P-2 level,
although in some cases sponsoring countries apevalling to fund a P-3 JPO position. It
is envisaged that JPOs could work in all major pmogmes. Given the Court's core
mandate, the emphasis would be on legal posititypécal profiles would be Associate
Legal Officers or Associate Trial Lawyers at th@ Revel. However, other areas within the
Court may also furnish employment opportunitiesmaftual interest, such as work with
victims and witnesses, court services, investigatior general administration. The Court
will establish internal procedures for the estaftient of JPO posts.

(c) Establishment of mechanisms for annual selection arecruitment processes

36. Mechanisms for the recruitment of JPOs may vargellaon specific sponsoring
country provisions. In most instances, however ntées carry out an initial pre-selection
process, as JPO assignments are usually subjéutiettse competition at national levels,
and provide the receiving organization with a distrof qualified candidates. The final
selection decision; however, will rest with the @ou

(d) Establishment of provisions for management of JPOgluring their assignments,
including supervision, orientation, training and ealuation

37. It will be critical that the young professionalsnjimg the Court as JPOs obtain
maximum benefits from their assignments with thetifntion in terms of quality
supervision and development. Every JPO will begnexi an immediate supervisor, who
will be required to guide and assist the young gssibnal as necessary. JPOs will also
participate in the Court’s orientation programmeas anay receive special training geared
to their particular needs. Regular feedback in sewh performance evaluation will be
mandatory for all managers supervising JPOs.

(e) Preparation of detailed guidelines governing the JB programme describing (b) to (d)
above

38. In preparation for the introduction of the JPO pesgme, the Court will prepare
guidelines that provide detailed information on th@nagement of the programme.
Preparation of such guidelines will be subjecthe identification of sponsoring countries
and the elaborations of specific provisions; however the purpose of this special
proposal, an outline of these guidelines is praditleannex IV to this report.

' |bid. para. 60.
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) Timeline

39. The Court aims at commencing the JPO programme0Oit?2.2The Committee’s
guidance is sought with respect to the commencenienthe course of 2011, of the
implementation activities described above, beairingind that the arrival of the first JPOs
would be subject not only to Assembly approvaltef programme as such, but also to the
timely allocation of funding for JPO positions inet Court in the sponsoring countries’
respective national budgets.

2. JPO and gratis personnel guidelines

40. At its fourteenth session, the Committee noted thatexisting guidelines on gratis
personnel, adopted by the Assembly at its fourtisisa, did not seem to be applicable to
JPOs as they only applied to “specialized functidfg his approach is also followed by
organizations across the United Nations systemiwhave JPO programmes in place while
adhering to gratis personnel guidelines similathtzse applicable to the Court. The current
guidelines already make it explicit that they dot rapply to interns and visiting
professionals’ The Court therefore proposes that the Committe®menend to the
Assembly the adoption of revised guidelines whiatd &Junior Professional Officer
programme” to this category.

F. Use of gratis personnel and application of gratis grsonnel guidelines to
the Trust Fund for Victims (“the TFV”)

41. In its report on human resources management, stdoivo the Committee at its
fourteenth session, the Court advised that it letcamailed itself of any gratis personfel.
The same holds true for 2010.

42. Subsequent to the submission of the report, a legaért funded under a bilateral
agreement, joined the TFV. At its fifteenth sessimid in August 2010, the Committee
requested further information on the applicationhef guidelines to the TF¥?.

43. The use of gratis personnel is regulated by ardele paragraph 4, of the Rome
Statute and by the guidelines for the selectionenmghgement of gratis personnel, adopted
by the Assembly at its fourth sessithBoth article 44 of the Rome Statute and the
guidelines are fully applicable to all parts of tBeurt, including the TFV. In particular, for
very specialized functions and on an exceptiondishaas set out in section 2 of the
guidelines, the TFV may accept gratis personneh spirit of article 44 of the Rome
Statute and the guidelines. However, to date thistTFrund has not engaged any such gratis
personnel.

44. A distinctive feature of the TFV as compared toeotparts of the Court is that it
may and does receive voluntary contributions tdilfuits mandate. Such voluntary
contributions are guided by different rules fronodé that apply to assessed contributions
by State Parties. In particular, in December 2@8&,Assembly approved resolution ICC-
ASP/6/Res.3, amending regulation 27 of the Reguratdf the TFV pertaining to voluntary
contributions so that the restriction on earmarkiofuntary contributions, including those
of governments, may be waived “when the funds Haeen raised at the initiative of the
members of the Board of Directors and/or the Exeeuirector”?®

45.  With regard to the particular case that may hawergirise to the request for
clarification by the Committee, it is importantriote that the TFV currently does not have
any established post provision for a legal capawiihin its Secretariat. The Board has
considered legal support to the TFV's operationbeaa special requirement, not least in
regard of the start-up of activities in supportatifjible victims and their communities.

20 |bid., para. 59.
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Accordingly, in June 2009, at the sixth annual nimgetf the Board of Directors of the
TFV, after the then Executive Director had appreacharious State Parties with a view to
contributing towards the provision of legal expsatio the TFV at this defining early stage
in its existence, the Board took a decision to pte@ earmarked contribution for a project
entitled “Legal Start-up for the Secretariat of Trreist Fund”.

Freezing of established post level and re-justifi¢eon of existing posts

46. At its fifteenth session, the Committee recommentieat the Court freeze the
number of permanent posts at its approved 2010 isxg a comprehensive re-justification
of all posts had been conduct&dh re-justification of existing posts will be undaken for
two sub-programmes in Registry and presented t€tramittee at its seventeenth session.
This is connected to the Court’s feasibility stumty “zero-based budgeting”, as well as a
report on the staff needed to run Court proceedanys the “skeleton” staff required to
operate the Court without Court proceedings, whidhbe presented to the Committee in
separate reports at its sixteenth session.

47.  For the purpose of this report, the Court wishesdte that the potential new “zero-
budgeting” approach to managing its human resounamdd present both opportunities
and challenges. A review of existing structuresluding the distribution of responsibilities
and reporting levels, may present opportunitiesefticiencies and flexibilities with regard
to addressing newly emerging requirements for tleerts operations. This could be a
timely undertaking as the Court approaches theddrits first decade. At the same time,
due regard would need to be paid to consideratielaging to employment security and
advancement of staff. This may imply internal rddgments and re-tooling exercises. If
such route is chosen, it will be important that @aurt develop a comprehensive approach
and dedicate sufficient resources to the exercise.

Committee queries on vacant and other specific past

48. The Court received queries on the post of SeniomiAdstrative Officer (P-5),
Immediate Office of the Registrar (IOR), the postHead, Staffing Unit (P-4), Human
Resources Section (HRS) and the post of spokespdizal), Public Information and
Documentation Section (PIDS). At its fifteenth sessthe Committee had not allocated
funding for 2011 for these three posts. It was, éxav, clarified that if funding could be
identified within the Registry, these posts coutdniaintained.

49. The following update is provided in respect totthee positions:

50. The post of Senior Administrative Officer was nevacant. It had been loaned from
the IOR to the Trust Fund for Victims in 2009. 181D, when the new Director of the Trust
Fund assumed his functions, the post of Senior Attnative Officer was returned to the
IOR with a new job description addressing new regaents within Registry. At its
fifteenth session, the Committee recommended thatllgustification for this post be
provided in the proposed programme budget for 28/12.

51. With regard to the post of Head, Staffing Unit, themmittee expressed the vigw
that the post had been vacant for a significant mhaf time. In fact, the post was
advertised and recruitment activity started befthre then incumbent had even left the
Court. At the time of the fifteenth session in Asg2010, the recruitment process was
almost concluded and did therefore not fall in¢htegory of vacant. The post is now filled.

52. Spokesperson, PIDS. This post has been advertigbtha selection process will be
completed in March 2011.1t is a key position whezntinues to be required. The Court has
identified funding for this post for 2011.

% Official Records ... Ninth session ... 2qKDC-ASP/9/20), vol. Il, part B.2, para. 81.
271CC-ASP/9/15 para. 100.
28 Official Records ... Ninth session ... 2qQIDC-ASP/9/20), vol. I, part B.2, para. 112.
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[1l. Conditions of service

53. Objective 4 of the human resources strategy aireagring attractive conditions of
service for all Court staff serving at headquarterd field duty stations. In this regard, the
Committee recommended that conditions of servicpliegble to staff are clearly

established and applied evenly in all organs. Tlen@ittee further requested that the
Court establish clear guidelines in order to egthbhppropriate application of service
benefits®® A related request of the Committee is a reporammual salary increasgs.

A. Development and applicability of human resources dizies

54. In addition to the administrative instruction orrfpemance rebuttals (see para. 58
below), the Court has promulgated several poligjeserning the revised conditions of
service for internationally-recruited professiofield staff. Other important new policies
issued through the first quarter of 2011 relatethe administration of medical and
emergency leave, attendance recording and staéfloj@ment leave. The Code of Conduct
is expected to be finalized in the first quarter26fl1. Projects under development include
administrative instructions on performance apptsjsduration of appointments, the use of
the probationary period, special service agreemamisretiree health insurance; these are
expected to be finalized in the course of 201120t2, policies on compensatory time off
and overtime payment, short-term appointments aribws benefits-related matters are
expected to be prepared.

55. To ensure Court-wide applicability, human resounpelicies are developed through
inter-organ consultative mechanisms, with the pigdtion of the staff representatives, and
approved by the heads of organs. Generally, baenefid entitlements are those of the
United Nations common system of salaries, allowarared benefits and are stipulated in
the Court's Staff Regulations and Rules and theseuaiformly applied across organs.
Administrative Instructions, promulgated by the R&@r, in consultation with the
Prosecutor, also apply to all organs. An exceptias been the Administrative Instruction
on Performance Rebuttal, which includes a diffeadioin in the final decision-making
process. Within Registry, the findings of the ReédluPanel are considered final; in the
Office of the Prosecutor, they are subject to thtbarity of the Prosecutor.

56. In contrast to Administrative Instructions, Star@l@perating Procedures (SOP) or
Guidelines may apply, as appropriate, on an ordaision or section basis. At times, such
SOP may also serve a pilot function to test a nepv@ach with a view to being formalized
as a policy at a later stage. An example is thécypain staff development leave, first
introduced by the Office of the Prosecutor on al foasis as an SOP. A Court-wide policy
on staff development leave was subsequently prdptoreapply to all organs and is
currently being finalized as an Administrative hostion.

57. It should be noted that the development of a sdlidnan resources policy
framework, in the form of administrative instruct®covering all relevant areas of human
resources management, is still a work in progréssa significant extent, this is due to the
fact that, in the early years of its operationg, @ourt intentionally placed little emphasis
on the development of administrative instructionoreover, unlike other independent
international organizations of comparable size,Goart does not have a dedicated human
resources policy unit, staffed with professionafeleposts. As a result, progress in the
development of an adequate framework has beenatowin the absence of any possibility
to create the required capacity, this is not exgeth change in the near future.

B. Internationally-recruited Professional staff serving at field locations

58. In 2010, the Court implemented improved conditiafsservice for Professional

staff serving at field duty stations, in line withe conditions applied by the United Nations
funds and programmes. The introduction of thesedngd conditions followed a two-year
review process, of which the Committee was informaeds tenth, twelfth and fourteenth

% |bid., part B.1, para. 61.
% |bid., para. 51.
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sessions! Staff at locations classified by the United Nasiars “family duty stations” now
have the possibility for families to join them hetduty station. Staff at locations classified
as “non-family duty stations” may install familieg another family duty station. The
compensation for staff serving at non-family fielfices now includes post adjustment and
a special operations living allowance. The incraassompensation as explained is part of
the Common staff cost component as in the UN systard therefore has always been
included into the staff cost budget calculations.

Salary increases

59. The Court applies the United Nations common systérsalaries, allowances and
benefits. The rationale for applying the systeng és implications, were presented to the
Committee at its thirteenth session in a reporitledt“Report of the Court on its salary
framework”

60. Increases in annual salary costs are due to ttomioly:

(@) Annual within-grade step increases: In accordanith ®taff Rule 103.8,
staff receive one additional step within their xtpve grade level on an annual basis. This
is applicable to all staff and subject to satisfagtperformance. It is difficult to estimate
the annual costs of these increases, as the gfataite of a step increment depends on the
individual staff member’s appointment dates rathan the budgetary cycle.

(b) Increases in the salary scale for locally-recrutBsheral Service staff. Salary
scales for locally-recruited staff are establishéat each official duty station.
Comprehensive local salary surveys are conducted/dive years; interim adjustments are
made on an annual basis. The most recent adjustefémttive October 2010, led to a 2.5
per cent increase in salaries, corresponding tasunt of €570,000.

61. As regards the salary scale for internationallyuited Professional staff (which
includes gross and net salaries, but not the locapecific post adjustment allowance), it
should be noted that no real increase in this paleale has taken place since 2002. The
salary scale of the United Nations applies to imaé@onally-recruited Professional staff
worldwide, and is approved by the General Assenalblthe United Nations. In line with
the requirements of the methodology for establgiurofessional salary scales with respect
to the national comparator of the United Natiomsaanual increase in the salary scale is
offset by a reduction in post adjustment on a ‘@&sIno gain” basis. There is no budgetary
impact of these adjustments.

Implementation of improvements in social security povisions

62. In its report on human resources management pezsdntthe Committee at its
fourteenth session, the Court highlighted the rteeithprove several aspects of its health
insurance packad® In particular, the Court pointed out that it haot yet introduced a
subsidy scheme for health insurance premiums aj-garving staff who retire from the
organization. The Court noted that such subsidiesewprovided by all international
organizations that did not limit employment duratiand ranged in the order of 50 to 80
percent, with more than half of common system orgdions subsidizing 75 or 80 per
cent. Provisions for affordable health care fomglatanding former civil servants were also
an integral part of social security provisions dadtional administrations. The Court
therefore informed the Committee of its intentienintroduce a two-thirds (67 per cent)
subsidy as of 1 January 2011 for eligible staff wanight have reached retirement age (62,
or 55 for early retirement). The Court had cargfetkamined the financial implications of
the proposed subsidy scheme and was satisfiedftmahe next 10 to 15 years, the costs
could be absorbed within the budget and would eqtiire an increase in the budget.

63. At its fourteenth session, the Committee discustbedretiree insurance subsidy
scheme and was provided with detailed additiorfalrmation on the envisaged modalities
of the scheme and the estimated cost implication@s report on the fourteenth session,

311CC-ASP/7/6, para. 15 (b) Rationale, and annelCIG-ASP/8/8, paras. 24-29, ICC-ASP/9/8 paras. 84-3
2 |CC-ASP/8/32.
3 |CC-ASP/9/8, paras. 43-47.
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the Committee did not specifically refer, in thersnary of its discussion of the report on
human resources, to this matter. The Court, thezef®iterates its intention to offer the
subsidy scheme to eligible staff who retire in diera2011. Additional information,
provided to the Committee at its fourteenth sess®provided in annex V.

I\VV. Staff well-being

64. Objective 5 of the human resources strategy ainmscatasing staff well-being by
enhancing existing support programmes and devejopgw ones. In 2010, the Court
conducted group sessions, workshops, trainingsasradeness information sessions in the
area of staff health and welfare for a total of 28aff members. These included secondary
traumatization awareness raising sessions, strasagement workshops, team counseling
sessions, work-life balance training and an infdromasession on depression.

65. At the individual level the staff welfare office ahe Court conducted 427
consultations for a total of 90 clients. 90 pertaafrthose staff members who were on sick
leave for reasons such as burn-out, stress or Ve problems had returned to work full-
time following short term coaching/counseling wiitie staff welfare office.

66. On the medical side, the Court improved and deeslofurther its services and
carried out health and safety risk managementitiesy which included advising managers
on managing sickness absences and early back-to«ortegration, providing internal

training in CPR and First Aid to all floor wardeasd organizing a humber of information
sessions relating to women'’s health issues.

67. As in previous years, a nhumber of the Court’s lmeadtated activities focused on

staff in the field and staff travelling to the fiebn mission. Support activities included pre-
travel health briefings, malaria prophylaxis, tdawmeedical kits, vaccinations and travel
medical clearances to 263 travellers to the fiehiksions to field offices by health and
welfare staff to DRC, Uganda and the Central Afii€@epublic. The Medical Officer of the

Court also participated in a reconnaissance misgioKenya, with a view to ensuring

adequate medical access for staff to be posteé.tidre Court provided HIV/AIDS and

tuberculosis awareness training to staff in th&lfand put emphasis on improving staff's
access to health and psychological care in thé fiel

68. The Environment and Health System module was impiged as part of the Court
Enterprise Resources Planning (ERP) system.

V. Performance management

69. Objective 7 of the human resources strategy rel@tebe institutionalization of a
well-functioning performance management system. Twmmittee, at its fourteenth
session, made a number of recommendations inebard**

70. In its last annual report on human resources manegg the Court provided the
Committee with detailed information on its performa management systéfrSince then,
further progress was noted with regard to the tumstinalization of the system. A
performance rebuttal system was formalized throagh administrative issuance. An
administrative instruction on the performance ajgataprocess will be prepared in 2011,
replacing the current guidelines as a more formall tAn electronic monitoring system that
measures compliance with the appraisal procegsdisripreparation.

71. Annual individual workplans continue to be linkenl $ection and division plans,
which in turn are guided by the strategic priostand budget assumptions of the Court as a
whole. Due regard to satisfactory performance igl @ the time of the renewal of
appointments. Where performance is less than aet®f, managers are required to
establish clear objectives and performance indisafor improvement and to provide
regular feedback, both orally and in writing. Infew cases, appointments were not
extended due to unsatisfactory performance. In sasks, care is taken to ensure that the

34 Official Records ... Ninth session ... 2qKDC-ASP/9/20), vol. Il, part B.1, para.63.
% |CC-ASP/9/8, paras. 56-64.
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process leading to non-extension is thoroughly dwnted and complies fully with the
jurisprudence established by the International LabOffice Administrative Tribunal
(ILOAT).

Learning and training

72. Objective 8 of the human resources strategy aintbeaprovision of learning and
training opportunities that contribute to the awkiment of the Court's goals and address
individual development needs. In its 2010 reporthmman resources management, the
Court presented to the Committee its new strategigroach to learning, including the
methodology for determining learning needs and2@69 Strategic Learning PlahIn
2010, the same approach was pursued, encompalssikgyt strategic areas of

(@) Leadership, management and organizational developme
(b)  Substantive and technical knowledge;

(c) Information technology;

(d) Languages;

(e)  Staff well-being;

()] Human resources and financial management; and

(9) Induction and career support.

73. In order to take into account learning needs idiedti through the annual
performance management process, which has a aye March through February, the
Strategic Learning covers the period April througarch. An update on the
implementation of the 2010 Plan will therefore bewvided to the Committee at its
sixteenth session.

74. 1t should be noted that access to developmentabrtyfities continues to be a

priority for staff and has been highlighted as sbghstaff representatives on a number of
occasions, not only with regard to immediate leagnneeds that target performance
enhancements in a staff member’s current job, lsot &ith a view to addressing medium-

and longer-term career development objectiveshAtpgresent time, the Court's resources
for training and learning suffice only to addreestain of the immediate needs.

Other matters

Reclassifications

75. At its fifteenth session, the Committee requestddrmation on the legal bases of
the process for reclassifications in the C30rt.

76. The legal bases for reclassifications are StaffuRgmn 2.1 and Staff Rule 102.1,
entitled “Classification of Posts”, which stipulateat posts in the Court shall be classified
according to the nature of their duties and resipdities, in conformity with the United
Nations common system of salaries, allowance anefiis. Conformity with the common
system in this case implies the application of fbb evaluation standards of the
International Civil Service Commission developed fine General Service and the
Professional and higher categories.

77. In this context, the Court wishes to draw the aitenof the Committee to the
detailed information provided to the fourteenthssas of the Committee in the context of
its report on human resources manageniefthe report described the purpose and
rationale for reclassification, the required justfions, the procedures for requesting a
review, the evaluation criteria, approval processad athe implementation of
reclassifications. In respect of the selection ofsultants to evaluate requests for post

*bid., paras. 69-81 and annexes Il and IIl.
57 Official Records ... Ninth session ... 2QKOC-ASP/9/20), vol. II, part B.2, para. 108.
% |CC-ASP/9/8, paras. 84-103.
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reclassification, the Court highlighted that thesmsultants are chosen from a list of
qualified consultants who are familiar with the IC#&ethodology. There are not too many
of such experts and selection is often subjecv#ilability. To-date, the Court has worked
with four different consultants.

78. All of these elements to the policy have also ragul been communicated to
managers and staff within the Court and constithéinstitution’s policy with regard to
reclassification. Such policy is now being formaliz through an Administrative
Instruction.

79. The Court has noted that the Committee did notrmecend approval of most of the
Professional posts proposed for reclassificatiothén2011 programme budget. In most of
these cases, the Committee expressed a lack ofctionvthat the responsibilities of the
respective post had increased significantly enotmhwarrant a reclassification. The
Committee has also communicated to the Court itc@m that reclassifications may be
used for the purpose of promotion of individualumbents. While the Court has assured
the Committee that this has not been the cas@ghhdf the concerns expressed by both the
Committee and the Assembly, the Court wishes tpgse that the issue of reclassifications
be addressed with a new and different approacheduby the following principles:

(@) The Court will not make new requests for reclasatfons in the context of
the 2012 programme budget; a separate submissitbrbevimade by the Office of the
Prosecutor regarding the previously submitted reqfar the classification of the post of
Prosecution Coordinator;

(b)  In 2011, the Court will review its approach to esdification in the context
of its revised human resources strategy with ret@mitie freezing of the overall number of
posts and the requirement for re-justification gisgng posts in the case of requests for
additional posts. The underlying concept in thigare will be the consideration of
reclassifications within the framework of overallrganizational structures and
responsibilities at section, division and orgarelsy

(c) Based on this review, the Court will submit to @emmittee at its eighteenth
session a proposal for a future approach to refitaions. Once this approach is agreed,
an administrative instruction will be developed.

80. In proposing the above, the Court is mindful of #encerns expressed by the
Committee with regard to reclassifications as vasllof the organizational imperatives to
adjust structures assigned to organizational @mitsresponsibilities assigned to individual
staff in accordance with the institution’s strategind operational requirements. Such
requirements are subject to change at all times,lika any other organization, the Court
needs to have the possibility of balancing orgditral stability with organizational
flexibility. If flexibility drivers lead to a sigrficant shift in job contents and level of
responsibilities of staff, post levels need to éeieawed and, if necessary, reclassified. The
Court therefore remains of the view that reviewslagsified levels of posts are necessary
at times and that reclassifications are an essett@ for organizations to adjust to
changing requirements and strategic as well asatipaal demands.

2010 Staff Survey

81. In the fall of 2010, the Court conducted its secetadf survey, the results of which
will be provided to the Committee at its sixtees@ssion. Heads of organs and senior
management have been reviewing the results antbatés consider suitable follow-up
actions, geared to addressing specific areas dodethto specific needs. Funding will be
requested to support the follow-up actions; inahgdifor the leadership development
programme, which has not yet been implemented.

Operational support to human resources management

82. At its fifteenth session, the Committee decided teoallocate funding in 2011 for
the position of P-4, Head of Staffing UfitThe Court is of the view that the position,

3 Official Records ... Ninth session ... 2QKOC-ASP/9/20), vol. II, part B.2, para. 112.
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which also functions as Deputy to the Chief of Bexction, is a key one, without which
many of the planned and required activities of thenan resources section cannot be
carried out or need to experience significant delye Head of the Staffing Unit will be
expected to provide critical support to managem®sx the Court as they review their
organizational structures and provide re-justifmag for existing posts in the context of the
revised human resources strategy that envisageetbeing of established posts at 2010
levels. The incumbent of the post will also be oesible for preparing the above-
mentioned strategy with regard to geographicalesgmtation.

83. With regard to the overall staffing of the humasaarces function in the Court, the
Court considers that the number of establishedsgasthe human resources section is not
sufficient to deliver the results and tasks expdtean independent organization of the
size of the Court. While the section has 22 esthbli posts, the actual headcount at any
given time over the last four years has been batv88eand 35. As noted in para. 47 above,
unlike in similar institutions of comparable sizéaere are no professional-level posts
dedicated to human resources policy developmentraplémentation.

84. The Staffing Unit has operated for several yeath WiTAs, individual contractors
and posts borrowed or funded from other parts efRkgistry. It should be noted that the
Staffing Unit is not merely responsible for recmuéint but also for a range of other staffing
matters, including career advice to staff. The fStafiministration Unit, which is
responsible for the processing of contracts andfiterand entitlements, has remained at
the same staffing levels for years, despite thé taat the overall staff of the Court has
doubled. This Unit thus also depends on supponh f&Tl'A and individual contractors. The
training function is supported by only two estaldid posts, one at the Professional and one
at the General Service level. This is insufficiéntcope with the workload related to
training and learning, and the Unit has thus hagnbploy an individual contractor, and this
will need to continue in order to implement thedeship development programme, which
was commenced in 2010.

85. The Court is currently undertaking a benchmark wtud human resources
departments in comparable international organinatiand will provide the findings to the
Committee at its seventeenth session.

Summary and conclusions

86. Throughout 2010, the Court continued to work towatbe achievement of its
human resources strategy, and progress could led mokey areas. Recruitment activities
were on target and the number of staff leavingGbart was lower than in previous years.
Internal candidates filled about one third of vagamsts, which represents an increase over
2009 and is indicative of career development opmities that exist for Court staff. Staff
welfare and development were supported through ioggactivities and learning
programmes and performance management was futteaigthened throughout the Court.
Several new human resource related policies wermylgated or are nearing finalization.
The conditions of service of the Court’s internatily-recruited professional field staff
were improved.

87. Challenges for the future remain. As a permanestitition, the Court has yet to
define a comprehensive career development framewaticy development in the area of
human resources management should usefully be eaated; access to training and
developmental opportunities continues to be sediméed by staff. A particular challenge,
however, stems from the institution's move from geowth and establishment phase
towards a stage of maturity and the decision of Assembly to maintain the Court's
number of established posts at 2010 levels. Urdess-justification of existing posts is
made, the number of established posts will rema2040 levels and the Court will need to
manage its range of functions, including new ométhin existing staffing levels. This will
require greater focus on organizational design reffoincluding re-engineering, re-
structuring and redeployments, and, where requresdassifications.

88.  Within this challenge, however, also lies opportymnihe opportunity for the Court
to achieve stability and maintain internal flexityil while providing for employment
security and advancement for its well-performiraffst
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HR Strategy Objectives

ICC Strategic Plan Objective 10

Attract, care for and offer career development andadvancement opportunities to a
diverse staff of the highest quality

Key areas

Specific HR Objectives

Recruitment

1. Define and apply a systematic, fair and transpasetgction proce:
to ensure the highest quality of (external) reaneitt and (interne
placement;

2. Strengthen the capabilities of staff with igriresponsibilities;

3. Increase external awareness of ICC employnm@gartunities;

Caring environment

4.  Ensure attractive conditions of service and comaims systems f
all Court staff at headquarters and field duty etesj

5. Increase staff welleing by enhancing existing support prograr
and developing new ones;

6. Enhance and develop further the administrationnéérnal justic
systems;

Career Development

7. Institutionalize a well-fumcing performance magament syster
including performance-based incentives;

8. Provide learning and training opportunities thantcbute to th
achievement of the Court’s goals and address ing@fidevelopment needs;

9. Develop and implement approaches and systeans céree
management and advancement of staff.
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Use of consultants

SSA overview 2010 - Judiciary

Short Text Matl Group Func Funds Ctr G/L AcciNet price in EUR Justification

Legal Assistance Indiv. Contractor  1CC2010 1100 31906tal 9,750.00 To assist during staffing shortage in
Presidency

Legal Assistance Indiv. Contractor 1CC2010 1200 3196tal 9,000.00 Coverage in relation to SLWOP

Legal Assistance Indiv. Contractor  ICC2010 1200 3196tal 6,000.00 Assist with peak workload in Pre-Trial - as

indicated in budget

Legal Assistance Indiv. Contractor ICC2010 1200 3190 8,082.71 To assist during paternity leave (approved

CON1001 1200 3190

funding in Chambers budget) and then during

3,000.00 period of recruitment for Contingency-
Funded posts

Total 11,082.71

Clerk assistant  Indiv. Contractor  ICC2010 1200 3190tal 8,400.00 Assist with peak workload in Pre-Trial - as
indicated in budget

Legal Assistance Indiv. Contractor CON1001 1200 3196tal 15,105.00 To assist during period of recruitment for
Contingency-Funded posts

Legal Assistance Indiv. Contractor 1CC2010 1200 3190tal 2,100.00 Assist with peak workload in Pre-Trial - as
indicated in budget

Legal Assistance Indiv. Contractor SRF2010 1200 31B6tal 6,858.00 To assist during staffing shortage in
Presidency

Legal Assistance Indiv. Contractor SRF2010 1200 31B6tal 6,858.00 To assist during staffing shortage in
Presidency

Legal Assistance Indiv. Contractor ICC2010 1200 3196tal 20,981.06 Coverage in relation to SLWOP

Legal Assistance Indiv. Contractor  1CC2010 1200 3196tal 7,793.09 To assist during period of recruitment for

Contingency-Funded posts

Legal Assistance Indiv. Contractor 1CC2010 1200 3190tal 18,661.75 To assist during period of recruitment for

GTA legal officer support for judge Ozaki

Grand total 122,589.61

SSA overview 2010 - Office of the Prosecutor

Fund: Total Fet
Short Text Category Func Ctr (EUR)

Justification

Consultant Legal Tools Consultant T202-2012110 72,000
Legal/Administrative Consultant T202-10022110 7,500

Project consultant/coordinator anegal assistant for the IC
Legal Tools Project. Project funded by extra budgy
contributions (EU, Fin, DE, NL) and in accordanceth

Assistant approved allocations for consultancy.

Sub total consultants (Extra-budgetary donations) 7%00

Consultancy services  Consultant SRF2011.1(C 6,000 Consultant will conduct an evaluation and produaeort ol
how to encourage the continued cooperation andostn
states parties and at the same tipreserve the independ
mandate of office of the Prosecutor of the ICC.

UN Consultants Consultant SRF201211C 14,820 Provide necessary consultancy services concerhingetease
UN documents relating to OTP cases relating tclarg(3)(e)

Legal Adviser Consultant SRF201@11C 12,314 Legal advice on DRC1 case

OTP Consultant Consultant SRF201211C 13,495 To evaluatethe effectiveness of OTP communication effort
respect of francophone media

Consultancy contract ~ Consultant SRF2011.1C 1,115 Consultant/Advisor to Prosecutor's Office on inteiagt with
mediators

9-E-220611 17
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FundsTotal Fet

Short Text Category Func Ctr (EUR) Justification
Consultant for workshdponsultant SRF2010211( 1,524 Familiarizationof Investigators and Trial Lawyers in regar
cultural issues in the context of the Kenya case
Consultant for workshdponsultant SRF2010211( 1,861 Familiarizationof Investigators and Trial Lawyers in regar
cultural issues in the context of the Kenya case
Consultancy services ~ Consultant SRF20111C 21,175 Providing specific advice and training on investiga
techniques
Consultancy services  Consultant SRF20P110 15,494 Expert witnesses for the CAR case
Consultancy services  Consultant SRF201110 10,868
Consultancy services  Consultant SRF20R110 4,304
Sub total consultants (Regular Budget) 102,970
PIU Liaison Officer Indiv. Contractor  1CC2010211C 6,000 PIU Liaison Officer
Translator Indiv. Contractor SRF201@12( 6,245 Translation services
Translator Indiv. Contractor SRF201@12( 2,803 Zaghawa translation work for Darfur cases
Translator Indiv. Contractor SRF201@12( 42,118 English- Arabic translation in relation to Darflases
Translation work Indiv. Contractor SRF201@12( 13,734 To replace French-English Translator/Reviser whoutieedfor
Head of LSU during extended sick leave (9 weeks)
Glossary work Indiv. Contractor SRF201@12( 701 Glossary work
Translation work Indiv. Contractor SRF201@12(C 2,570 Translation work
Translation work Indiv. Contractor SRF201@12( 2,102 To prepare terminology for Kenya Swahili and Luo
preparation for Kenya case
Language Adviser Indiv. Contractor SRF201P12( 3,387 To assist the LSU staff in testing and recruitinggaw:
language contractors (field interpreters) for Dadases
Field Interpretation Indiv. Contractor SRF2010120 674 All individual contractors in this group have been selefited
] ) ) the LSU roster to provide interpretation for witaesterview:
Field Interpretation Indiv. Contractor SRF201@120 584 conducted by OTP investigators in place of missama
. . . headquarters. Multiple contracts have been issmadiumber ¢
Field Interpretation Indiv. Contractor SRF2012120 3,971 these rostere¢andidates reflecting the small pool of trai
. . . . interpreters available for some language combina
Field interpretation Indiv. Contractor ~ SRF201@120 4,205 A cation is ASP approved for these functions.
Field interpretation Indiv. Contractor SRF2012120 79
Field Interpretation Indiv. Contractor SRF2012120 3,753
Field Interpretation Indiv. Contractor SRF2012120 4,760
Field Interpretation Indiv. Contractor SRF201@120 1,608
Field Interpretation Indiv. Contractor SRF2012120 916
Field Interpretation Indiv. Contractor SRF2012120 2,336
Field Interpretation Indiv. Contractor SRF201Q120 8,877
Field Interpretation Indiv. Contractor SRF2012120 3,504
Field interpretation Indiv. Contractor SRF2012120 1,243
Field Interpretation Indiv. Contractor SRF20102120 1,603
Field Interpretation Indiv. Contractor SRF2012120 2,860
Psycho-social Expert  Indiv. Contractor SRF201B20 500 The contractors in this group are engaged fromCthiédren an:
) ) Gender Unit roster of trained psychologists to fife
Psycho-social Expert  Indiv. Contractor SRF2012820 750 assessments of victims and witnesses (all childesies) prit
. . to investigative interviews so as to assess/miidag¢ risks ¢
Psycho-social Expert  Indiv. Contractor ~SRF201XB20 750 retraumatisation. Multiple contracts were issuedaimumber ¢
. . these experts in support of different missionsoddtion is ASI
Psycho-social Expert  Indiv. Contractor SRF201ZB20 250 approved for these functions
Provide 4 days training Indiv. Contractor ~ SRF2012ZB2( 852 Forensic photography training (360 degree imagitgaesentatior

trainer specialized in technology and software lbgweent

18
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FundsTotal Fet

Short Text Category Func Ctr (EUR) Justification
Intermediary services  Indiv. Contractor SRF201B30 54 All individual contractors in this group have bessiected by tt
OTP Joint Teams to provide intermediary servicesupport ¢

Intermediary services  Indiv. Contractor SRF20IB30 1,508 the investigations in the field where there is Hignefit analysi
. ) ) to warrant engaging an intermediary. Multiple caots hav

Intermediary services  Indiv. Contractor SRF2012330 435 peen issued to some of these intermediaries wheeg io
. . . services continued. The Intermediaries work undee

Intermediary services  Indiv. Contractor ~ SRF2012330 87 supervision of an official handler (investigaton) facilitate

Intermediary services  Indiv. Contractor ~SRF201B30 353 contact between the OTP or any other source offiidton

Intermediary services  Indiv. Contractor SRF20B30 2,104

Intermediary services  Indiv. Contractor SRF201B30 1,332

Intermediary services  Indiv. Contractor ~SRF201ZB30 403

Intermediary services Indiv. Contractor SRF201ZB30 84

Sub total contractors (Regular Budget) 130,096

Total consultants and contractors 312,566

SSA overview 2010 - Registry

Short Text

Matl Group

Func Funds CtrG/L Acc Net price in EUR

Justification

SSA Contract
SSA Contract
SSA Contract
SSA Contract

Consultant
Consultant
Consultant

Consultant

ICC2010
ICC2010
ICC2010
ICC2010

3120
3120
3120
3120

34716tal
34716tal
34T16tal
34T16tal

2,000.00
2,000.00
2,000.00
2,000.00

Stipend and travel fees covered for
eAudit Committee.

Asst.Leg.Officer

Indiv. Contractor 1ICC2010

3130

3190Total

19,478.60

The SSA was engaged to fill the
resulting from the temporary deploym
of a P4 as Interim Head of VWU. Gi\
the uncertainties regarding finalizatior
the recruitment rad possible return of t
incumbent, SSA was considered to be
best option for enabling LASS to man
its heavy workload.

SSA fees

Indiv. Contractor ICC2010

3160

3190Total

32,249.32

Provide necessary administrative sup
to POPP and support contabetwee
ICC users and architect for the perma
premises project.

Support analysis of the architectural design

Gather and distribute  informati

regarding user requirements

Create drawings/ schemes to illust
user requirements.

Communicate status of design to 1
group representatives.

Assist in facilitating workshops betwe
involved stakeholders in order
communicate user requirements and
design concepts.

Further develop and maintain tdhas
containing permanent premises |
requirements.

Cleaning Services
Cleaning Services
Cleaning Services

Cleaning Services

Indiv. ContractorSRF2010
Indiv. ContractorSRF2010
Indiv. ContractorSRF2010
Indiv. ContractorSRF2010

3180
3180
3180
3180

3190rotal
3190rotal
3190rotal
3190rotal

486.60
327.04
2,078.08
1,200.96

Hired from a previously securityettec
pool for limited periods of time to co\
for staff leaves/illnesses

9-E-220611
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Short Text Matl Group Func Funds CtrG/L Acc Net price in EUR  Justification
Driving services Indiv. Contractor SRF2010 3180 31907otal 1,860.78 Hired from a previously securityettec
pool for limited periods of time to co\

Driving Services Indiv. Contractor SRF2010 3180 3190rotal 542.35 for either staff leaves/illnesses, dri
. . . overtimes and/or operational supj

Derlng SerV|CeS Ind|V. Contractor SRFZOlO 3180 319(]'0ta| 54235 related shortfalls. Senior Driver(shkec

Driving Services Indiv. Contractor SRF2010 3180 3190rotal  1,063.30 ;%Cchovﬁeoﬁzé?gi?:snf h(;)rrit\jzgs C%r&?du

Driving Services  Indiv. Contractor SRF2010 3180  31907otal  2,689.28 duly completed/iinalized

Driving Services Indiv. Contractor SRF2010 3180 3190rotal  2,689.28

Driving Services Indiv. Contractor SRF2010 3180 3190otal 8,126.22

Admin Assitant Indiv. Contractor SRF2010 3180 3190rotal 1,074.61 Hired to cover operational shortfalls

until such time recruitment drives co
be duly completed/finalized (which t
been the case)

SSA pour agent Temporary cleaner to stand in for thelG-
d'etretien Indiv. Contractor SRF2010 3180  3190rotal 489.72 when/while on leave

SSA Admin Assistantndiv. Contractor SRF2010 3180 3190otal 8,075.78 Hired to cover operational shortfalls :
until such time recruitment drive can
duly completed/finalized

Hired as interim FOM to cov

) . ) operational shortfalls and FOM who is

Interim Field Office extended medical leave (approved
Manager Indiv. Contractor SRF2010 3180 3190rotal 282.00 Registrar)

Hired from a previously securityettec
pool for limited period of time to cov

SSA Contract Indiv. Contractor SRF2010 3180 3190rotal  1,465.78 for staff leave

To replace resignation of staff mem
SSA Indiv. Contractor SRF2010 3180 3190rotal  3,823.82 while the recruitment process is ongoing.
SSA Indiv. Contractor SRF2010 3180 3190rotal 10,920.00 Extra contractual services
Service Contract Indiv. Contractor ~SCSL 3210  3190Total 23,100.00 Special Court of Sierra Leone

Consultancy services for k

classification/reclassification, payable

satisfactory completion of services, bz
Consultant for HR Indiv. Contractor ICC2010 3210 5910Total  4,830.80 on actual completed work units.

To provide administrative support ¢

SSA for HR LDU Consultant ICC2010 3220 34Ttal 37,893.44 assistance to the LDU activities

To provide administrative support
SAU contractor Consultant ICC2010 3220 34T0tal  2,145.00 internal projects in SAU
HR/SAU contractor Consultant ICC2010 3220  3416tal 18,947.50 To provide HR/IT activities for the St

Administration Unit

This additional expenditure was due
the request for the creation of an alu
network, this network was requested f
our donors, in order to measure im|
Internship contractor Indiv. Contractéf001-1001 3220 3190rotal 16,731.00 effectiveness of the programme

To provide expert advice on &

assistance with the change of condit

of service for internationallyecruitec
HR Consultant Consultant ICC2010 3220 34T6tal 5,677.00 staff in field dutystations

To carry out the functions of F
Assistantuntil the arrival of the select
HR/SAU contractor Consultant ICC2010 3220 34T6tal 2,717.00 candidate.
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Short Text Matl Group

Func Funds CtrG/L Acc Net price in EUR

Justification

Service Contract Ms.

To carry out the additional supg
activities mainly related to Yeamnd
Financial Yearnd reporting, CB
preparation, CoCo and other meet
preparations, periods with extraordinary
high number of trips, and any ot

M. Sanjaya Indiv. Contractor 1CC2010 3240 3190Total 23,100.00 support activities.

Hired o provide necessary support to

SSA Daniel Dadon  Indiv. Contractor ICC2010 3250 3190Total 6,580.00 FMU help desk team.

SAP EH&S Engaged to provide specialist knowle

implementation Indiv. Contractor ICC2010 3260 5904Total 26,151.96 for the IT project for the Medic
Services IT system (SAP EH&S).

To assist with the installation of a la

SSA Contract Indiv. Contractor ICC2010 3260 5904Total 5,228.10 batch of new computers

SSA Contract Indiv. Contractor ICC2010 3260 5904 8,295.880 assist with the ICT move of offic
within the Arc and to the HV, tosais

3190 5,827.25 with IT equipment installation and
Stockroom Inventory tasks.
Total 14,123.13
To deal with migration of legacy di
(scanning and nmual data entry
following the implementation of the ni

ITC Med. Database EH&S system (the Medical Services

consultant Indiv. Contractor 1CC2010 3260 5904Total 25,000.00 system).

SSA Contract Indiv. Contractor ICC2010 3260 5904Total 39,585.00 Engaged to work on the ICT As
Inventory Project, on the administrat
of the System Center Configuratic
Manager, on the creation of ICC
images and on software packaging
automatic deployment.

Specific programming andustomizatiol

. activities to be done in order for the T

TFV Project - FI/CO solution to comply with the overall S,
SSA consultant Indiv. Contractor 1CC2010 3260 5904Total 6,875.00 system

. ) To perform functional tests and prov

Intranet migration first level support to assist usen testin

project Indiv. Contractor 1CC2010 3260 5904Total 19,305.00 portal software applications.

) Expert on human resource hired to ve
List of Expert and check applications for the ICC lis
Consultant Consultant SRF2010 3310 3416tal 540.00 Experts
Freezing of Assets
Specialist Consultant SRF2010 3310 3416tal  3,360.00 Freezing of Assets Specialist
Names and social Names and social conventions in the DRC
conventions in the
DRC Consultant SRF2010 3310 34Imotal 8,127.00
Assistant Legal To provide assistance with Legal work.
Officer Indiv. Contractor SRF2010 3310 3190otal 26,056.00
Total Eclipse training Train all the Court Reporters on the us
in The Hague Consultant SRF2010 3320 5Imdtal 11,500.00 total eclipse.

Court Reporting Train the French Court reporters on

Services Consultant CON1001 3320 3410 1,693@@ of total eclpse and prov
consultancy on possible enhancemen

ICC2010 3320 3410 3,264.0@he current working methods.
Total 4,957.90

9-E-220611
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Short Text Matl Group

Func Funds CtrG/L Acc Net price in EUR

Justification

Language assistance

Field/Operational Interpreter recrui

for 10_F033 Indiv. Contractor SRF2010 3340 3190 768.2from a pool of accredited fie
interpreters to provide interpretation .
CON1001 3340 3190 15,877.58ther language services in relation to
Lubanga case (Lendu interpretation in
CON1003 3340 3190 231048-1Q0urtroom) and Katanga/Ngudijolo ¢
Total 39,693.95 (SPecialproject).
Language assistance TFV - Bunia - deployment of fiel
for 10_F033 Indiv. Contractor SRF2010 3340 31907otal  1,111.22 interpreter from a pool of accreed fielc
interpreters.  Swabhili, Lendu, Al
interpretation.
Language assistance VWU request - Bunia - witnes:
for 10_F046 Indiv. Contractor CON1001 3340 3190Total 1,190.59 familiarization (Lingala).
. HQ - deployment of field interpreter frc
Language assistance a pool of accredited field interprete
10_F004 Indiv. Contractor SRF2010 3340 3190rotal  5,880.28 Zaghawa interpretation.
Language assistance HQ - Witnes; fgmiliarization -
for 10_F032 Indiv. Contractor SRF2010 3340 3190 2,816.99eployment of a field interpreter fron
pool of accredited field interpreters. D
CON1001 3340 3190 7,426.61anguages. Implementation
Regulations 174/175 of the Regulati
Total 10,243.60 of the Registry.
External examiner from ESIT
Consultant for Exam participate in the examination panel
ParaPro Consultant SRF2010 3340 341cral 528.00 Sango para-professional interpreters.
Language assistance Language assistance in the field
for 10_F076 and
10_F077 Indiv. Contractor SRF2010 3340 3190rotal 2,310.11
Field/Operational Interpreter recrui
) from a pool of accredited fie
Language Assistance interpreters  for assistance to W\
for 10_F039 Indiv. Contractor CON1001 3340 3190Total 714.35 (Lendu).
Language assistance HQ, Kampala -Deployment of a fiel
for 10_F004 Indiv. Contractor SRF2010 3340 3190rotal 10,500.50 interpreter from a pool of accredited fi
interpreters. Arabic, Zaghawa.
Language expert HQ - Invited to participate in
Sango Consultant CON1001 3340  3410otal 26,966.50 Multilingual language expert panel
languages used for the situations
cases in ICC but do not have any case-
law  from international  judicii
organizationsor have little or no writte
sources that would serve as a bas
compile aterminology for translation al
interpretation purposes. Preparation
Sango terminology for the Bemba tr
SRF2010 3340 3410otal 735.45 From list of accredited STIC experts.
Registry language expert for Ngiti -
expert testimony in cot
Linguistic expertise  Consultant SRF2010 3340 34ldial 660.62 (Katanga/Ngudjolo case).
Consultant for SwahilConsultant SRF2010 3340 34IMotal 2,354.67 Expertise in Standard Kiswahili (SV
for situation/case language re.Ke
Language expert Consultant SRF2010 3340 33bfal 2,354.67 situation).
Language assistance Kinshasa - deployment of a fiel
for 10_F049 Indiv. ContractorCON1001 3340 3190 79.37interpreter from a pool of accredited fi
interpreters. DRC languages.
CON1003 3340 3190 308.70
Total 388.07
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Short Text Matl Group

Func Funds CtrG/L Acc Net price in EUR

Justification

Language assistance

Bunia - Deployment of a field interpret

for 10F_062 Indiv. ContractorCON1001 3340 3190 79.4grom a pool of accredited fie
interpreters. DRC languages.
CON1003 3340 3190 1,466.98
Total 1,546.46
Language assistance VWU request - Bunia -interpretatio
for 10_F047 Indiv. ContractorCON1001 3340 3190 1,508.08&ervices (Alur, Swahili).
CON1003 3340 3190 1,576.92
Total  3,085.00
Language assistance VWU request - Bunia - witnes:
for 10_F032 Indiv. Contractor SRF2010 3340 3190rotal  2,940.14 familiarization (Lingala).
Language Assistance OPCV request: deployment of a fi
10_FO01 Indiv. ContractorCON1001 3340 3190 612.69nterpreter from a pool of accredited fi
interpreters, Sango interpretation.
SRF2010 3340 3190 995.62
Total 1,608.30
. Aptitude  testing for Sango
Language assistance professional interpretation programme
for 10_F001 Indiv. Contractor CON1001 3340  3190rotal 612.69 HQ.
Language assistance OPCV request: deployment of a fi
for 10_F001 Indiv. Contractor CON1001 3340 3190 382.93nterpreter from a pool of accredited fi
interpreters, Sango interpretation.
SRF2010 3340 3190 765.86
Total 1,148.79
. Kenya -deployment of a field interpre
Language assistance from a pool of accredited interprete
for 10_F010 Indiv. Contractor SRF2010 3340 3190rotal  4,373.84 Arabic.
Language assistance Language assistance in the field
for 10_F073 Indiv. Contractor SRF2010 3340 3190rotal 374.36
Language lessons Consultant SRF2010 3340 3Adal  3,520.00 Language lessons
Language assistance HQ - Witnes; fs_amiliarisation
for 10_F007 Indiv. Contractor SRF2010 3340 31907otal 12,381.33 deployment of a field interpreter fron
pool of accredited field interpreters. D
languages. HQ -Implementation ¢
Regulations 174/175 of the Regulati
of the Registry. DRC languages. Bt
and Lubumbashi Beployment of a fiel
interpreter from a pool of accredited fi
interpreters. DRC languages.
Language assistance HQ - Witness_ f{amiliarisation
for various requests  Indiv. Contracto€ON1001 3340  3190Total 46,800.00 deployment of a field interpreter fron
pool of accredited field interpreters. D
languages. implementation  of
Regulations 174/175 of the Regulati
of the Registry. DRC languages.
Language assistance HQ - Witnes; fs_amiliarisation
for 10_F002 Indiv. ContractorCON1001 3340 3190 31,146.60eployment of a field intereter from
pool of accredited field interpreters. D
CON1003 3340 3190 20,087.3Mnguages. implementation  of
Regulations 174/175 of the Regulati
Total 51,233.90 of the Registry. DRC languages.
. Deployment in Kinshasa of a fi
Language assistance interpreter from a pool of accredited fi
for 10_F032 Indiv. Contractor SRF2010 3340 3190rotal  3,990.19 interpreters, VWU request.
. Deployment of field mterpreter from
Language assistance pool of accredited field interpreters
for 10_F064 Indiv. Contractor SRF2010 3340 3190rotal 840.04 Arabic.
9-E-220611 23
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Short Text Matl Group

Func Funds CtrG/L Acc Net price in EUR

Justification

Language Assistance

for 10_F001 Indiv. ContractorCON1001

3340

Aptitude testing for Sango
professional interpretation
612.69 programme at HQ.

para-
traini
3190Total

Language Assistance
for 10_F001 Indiv. Contractor CON1001

SRF2010

3340
3340

Aptitude testing for Sango
612.69rofessional interpretation
programme at HQ.
612.69

1,225.37

para-

3190 traini

3190
Total

Language Assistancéndiv. Contractor SRF2010
for 10_F036
- CON1001

CON1003

3340
3340
3340

3190
3190
3190

634.9&ield/Operational Interpreter recruited
from a pool of accredited field interpreters
10,358.96o provide interpretation and other langt
services in relation to the Lubanga case
6:064-6:%Lendu interpretation in the courtroom)

Total 17,058.57 Katanga/Ngudjolo case (special project).

Language assistance
for 10_F048 Indiv. Contractor CON1002

3340

PIDS request -deployment of a fiel
interpreter from a pal of accredited fiel

3190Total  1,215.74 interpreters - Swahili interpretation.

Administrative

assistance May Indiv. Contracto€ON1001

CON1003

3340
3340

Coordinating special transcripti
11,261.6@rojects for the section - recruitémm &

pool of HR roster of administrative
11,100.72ssistants.

22,362.32

3190
3190
Total

Language assistance

for F_048 Indiv. Contractor CON1002

3340

VPRS request: deployment of a fi
interpreter from a pool of accredited fi
interpreters - Swahili interpretation.

3190rotal  1,122.32

Language assistance
for 10_F067 Indiv. Contractor CON1003

3340

OPCV request: Deployment of fit
interpreter from a pool of accredited fi
interpreters - Sango and Arabic.

3190Total 536.10

Language assistance
for 10_F066 Indiv. Contractor CON1003

3340

OPCV request: Deployment of fit
interpreter from a pool of accredited fi

3190rotal 158.96 interpreters - Swabhili.

SSA contract Consultant SRF2010

3350

34N@al 6,552.00 To assist on the workload of VWU

Indiv. Contractor SRF2010
SRF2010

Consultant

Consultant

3350
3350

5910
3410

12,491.5The designated individual is requirec
conduct extensive research in
16,674.peeparation of the filings and hearings
well as drafting of the submissions
speaking notes and ensuring that
necessary cooperationthin the Registr
occurs. Different Judges have b
frequently asking for the VWU reports
be submitted to the attention of
Chamber. The involvement of t
individual is to ensure coherent :
consistent approach in 1
implementation of the Unit'smandate
With two ongoing trials, the workload
the Associate Legal Officer, both dur
recess and during the court sessions
increased to an extent whereby
presence of legal staff in the Unit
required at any given time and througt
the enire calendar year. Also, there i
VWU legal involvement related to t
negotiation of relocation agreement.

Total 29,166.07

44 possible working

days Indiv. Contractor ICC2010

3420

To assist in the absence of the Asso

3190Total 5,943.52 Library Officer on SLWOP

SSA for Protocol and

Events Unit Indiv. Contractor 1CC2010

CON1001

3440
3430

She was supporting the Unit in d:
5,914.00vork such as manning the reception «

between, receiving groups wfsitors ani
6,236.0@nswering visit requests.

3190
3190

Total 12,150.00
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Short Text Matl Group Func Funds CtrG/L Acc Net price in EUR  Justification
SSA 30 days 1-30 Sépdiv. Contractor 1CC2010 3430  3190Total 7,080.00 To assist with the additional workload
possible max 63 wkg To assist with the additional workload
days Indiv. Contractor ICC2010 3430 3190Total 9,660.00
Temporary Individual Contractdo cove
o during the recruitment process for a fi
individual contractor post (10-INF-024RF) Protocol Assistar
for protocol Indiv. Contractor 1CC2010 3430 3190Total 10,868.00 Full-time for 80 working days.
Recrutiment of a SSAndiv. Contractor ICC2010 3440 3190 23,240.0®ue to the longerm sickness of tl
Webcontent manager and the net
ICC2010 3430 3190 4,186.0Qistribution of tasks assistance \
required for a gnahic designer to ass
with the general design and formatting
new Court publications and otl
documents as well as the updating
publications already in productic
Particular assistance was needed fo
Arabic versions as well as the hand dr
Total 27,426.00 illustrations made to complement the text.
To renforce PIDS To reinforce PIDS team for Kamp
team for Kampala Review Conference
Conf. Indiv. Contractor SRF2010 3440  3190otal 11,616.00
SSA Contract Indiv. Contractof305-2010 3520 3190 4,147.0@\ssistance in the preparation of
Seminar of Counsel and updating se\
ICC2010 3520 3190 1,430.0Q@atabases of the Section
Total 5,577.00
To work on the finalization ai
installation of the Victims Database
VPRS. It was a project that he sta
TATAM 2010 Consultant ICC2010 3530 341Dotal 2,700.00 with the section in 2008
RANDON To assist the section on urgentklag of
CONTRACT Indiv. Contractor SRF2010 3530 3190rotal 25,092.00 Victim applications to be processed
filed with Chambers.
SSA Contract Indiv. Contractor SRF2010 3530 3190rotal  3,960.00 To assist with the additional workload
SSA Contract Indiv. Contractor SRF2010 3530 3190otal 12,172.02 To assit the section on urgent backlog

victim applications to be processed
filed with Chambers.

Grand Total 921,764.99

SSA overview 2010 - Secretariat of the ASP

Short Text Matl Group

Func Funds Ctr G/L Acc Net price in EUR

Justification

SSA for media  Consultant 1CC2010 4300

3410Total

Review ConferenceAmong other responsibiliti
related to media, contractor's main duty wa
2,737.00 cover the Arabic press releases.

Legal Officer Consultant  1CC2010 4100

To assist with legal wotkparticularly Oversigl

3410Total 17,365.00 Committee premises.

SSA for media  Consultant 1CC2010 4300

3410Total

Review Conference: @tractor's main duti

were in press/ mediayhere she was required

take the lead in establishment of medteateg
7,236.00 and its implementation.

Grand Total 27,338.00

9-E-220611
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SSA overview 2010 - Secretariat of the TFV

Short Text Matl Group Func Funds Ctr G/L AcciNet price in EUR Justification
SSA Contractor vas chosen based on his experir
Contract  Indiv. ContractorSRF2010 6100  3190Total 33,000.00 Working in the justice sector and in establis
qualitative and quantitative research systems. &{
designed and led the development of the res
methodology for the longitudinal impact researc
2,000 victims inDRC and Uganda who are receiv
TRV assistance.
SSA - Indiv. Group of local contractors hired to input sut
contractor  Indiv. ContractorSRF2010 6100 3190Total  500.00 results into a database. They will be paitl
survey as per agreement reviewed and approv
SSA - Indiv. the Registrar. Once the job is completed,
contractor  Indiv. ContractorSRF2010 6100 3190Total ~ 428.00 contractor will submit the total number of surv
filled in by him.
SSA - Indiv.
contractor  Indiv. ContractorSRF2010 6100 3190Total 70.00
SSA - Indiv.
contractor  Indiv. ContractorSRF2010 6100 3190Total 260.00
The contractor has been hired as surgeon -
months to perform the following tasksr the Trus
Fund for Victims:
(@) Assess the injuries and related surgery r
of 500 identified victims in various lodahs withir
the lturi District;
(b) Identify the capacity of the medical centre
Surgeon for Bunia and Ituri for the surgery and medical follow-
DRC Indiv. Contractor SRF2010 6100 3190Total 2,292.00 up of these 500 victims.
In the absence of a fuiilme lawyer working at tt
Secretariat of the TFV, the Secretariat hired
SSA_' Wojtylak as an ndividual contractor to help
Individual drafting legal documents and doing researct
Contractor Indiv. ContractorSRF2010 6100 3190Total 5,400.00 reparations.

Grand total 41,950.00

SSA Overview 2010 - Project Director's Office

Short Text Matl Group

Func Funds CtrG/L Acc Net price in EUR  Justification

Temp. Admin Assistance - Archiving

Project archive activities

Indiv. ContractéCC2010

7100 3190 Total 8,437.00 Development Project
Archive visual
Total 15,301.00 materials

Grand total 23,738.00
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Sample memorandum of understanding (hereafter refeed
to as MOU) between the International Criminal Court and
the donor country concerning the provision of junio
professional officers

Article 1

The Donor Country undertakes to provide Junior €ssibnal Officers to support
the activities of the International Criminal Cournt accordance with the following
principles:

(@)  Junior Professional Officers shall be providtedesponse to specific requests
from the International Criminal Court, and shall bssigned to assist experts of the
International Criminal Court;

(b)  Junior Professional Officers shall not be pthe¢ the Headquarters of the
International Criminal Court or its field offices any established posts;

(c)  The final decision regarding the assignmendwiior Professional Officers
shall rest with the International Criminal Court;

(d)  Junior Professional Officers shall, for the ation of their assignment to the
International Criminal Court, be subject, as ingional civil servants, to the rules and
regulations of the International Criminal Court,s&t forth in their letters of appointment,
which will be issued by the International Crimif@burt;

(e)  The Donor Country shall be responsible foid#htifiable costs pertaining to
the employment of each Junior Professional Officer.

Article 2

The International Criminal Court undertakes to sitbto the Donor Country
requests for Junior Professional Officers for whigh the opinion of the International
Criminal Court, suitable candidates may be founthexDonor Country. Each request shall
normally be in the form of a job description, whishall be forwarded to all countries
participating in the Junior Professional Officeogramme.

Article 3

The Donor Country, although not committed to thevision of any specific number
of Junior Professional Officers in any given periaddertakes to make every effort to find
suitable candidates for any request submitteditoatcordance with article 2 above, and to
advise the International Criminal Court of the feswithin a reasonable period of time.

Article 4

Each Junior Professional Officer shall normallydssigned for an initial period of
not more than twelve months, but this period ofviser may be extended by the
International Criminal Court in agreement with thenor Country.

Article 5

The Donor Country shall provide the Internationain@nal Court with funds to
meet all identifiable costs resulting from the eoayphent of Junior Professional Officers
under this MOU and will, on an annual basleposit a sum for this purpose in an account
designated by the International Criminal Coumsért account numbgrSuch deposit shall
be in freely convertible currency. Prior to the aimpment of a Junior Professional Officer
or the extension of his/her assignment, an estirofiteosts shall be sent to the Donor
Country. No appointment shall be made until after bonor Country has acknowledged
the receipt of the estimate and unless the costs ékstimated are covered by the amount
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deposited by the Donor Country. All deposits to grayments from the account in
currencies other than US dollars will be made an lthsis of the International Criminal
Court's rate of exchange in effect on the date afnent. Should the sum deposited
annually by the Donor Country be greater than ttal amount actually expended by the
Organization during a given year, the residual andommitted amount shall be carried
over to the next year.

Article 6

The International Criminal Court shall from thiscaant meet all expenses
connected with the assignment of the Junior PrafeakOfficers, which include:

(@) Salaries and allowances;

(b)  Transportation to and from the duty station egldted costs and allowances;

(c)  Travel costs within the country or area of gssient agreed by the Donor Country;
(d)  Travel to and from the duty station for deperidend related costs and allowances;

(e) Insurance of the Junior Professional Officeaiast sickness, disability and death as
well as contributions to the International Crimir@burt Joint Staff Pension Fund payable
by the employing organization;

()] Any other identifiable but unforeseen expengeyable in accordance with the
International Criminal Court Staff Regulations aRdles and/or the terms of appointment
of the Junior Professional Officers;

(g0 Twelve per cent or such greater percentage as subsequently be agreed of the
total identifiable costs to cover administrativeperses for the International Criminal
Court.

Article 7

Annually, as soon as audited accounts are avajlabl& not later than 31 May, the
International Criminal Court will submit to the DenCountry a statement of the financial
position of the account as at 31 December of tkequling year.

Article 8

On termination of the MOU, the International CrimirCourt will refund to the
Donor Country any uncommitted credit balance remgim the trust fund account; and the
Donor Country will remit any amount due pursuanaticle 6 above.

Article 9

In a Letter of Appointment to be given to the JunRrofessional Officer, the
International Criminal Court will describe the catimhs of service in full detail.

Article 10
This MOU shall enter into force on the day of ignature.
Article 11

This MOU shall remain in force until terminated Hye giving of three months'
notice in writing, either by the International Crimal Court or the Donor Country.
Notwithstanding such termination, the obligatiorigte International Criminal Court and
of the Donor Country shall continue for the durataf any subsisting Junior Professional
Officer appointment made pursuant to this MOU.

IN WITNESS THEREOF the respective representativésthe International
Criminal Court and of the Donor Country have sigtidgd MOU on day of signature.

FOR THE INTERNATIONAL CRIMINAL COURT FOR THE DONORCOUNTRY
Date: Date:
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Outline of Guidelines for the Junior Professional Gficer
(JPO) Programme in the International Criminal Court (ICC)

General

Introduction

Purpose of the Programme

Agreements between ICC and Sponsoring Government

Administration of the JPO Programme in ICC

Establishment of JPO posts

Principles

Creation of JPO posts
Funding of JPO posts
Cost of a JPO

Recruitment of JPOs

Minimum Requirements
Application and Review Process
Medical Clearance

Visa

Offers of Appointment

Conditions of service

Contractual Status

Entitlements and Benefits
Participation in the Pension Fund
Disciplinary Measures

Separation from service

Supervision, orientation and training

Supervision and performance evaluation

Orientation

Training
Financial management

Annexes

Forms and templates
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Annex V

Retiree health insurance scheme

1. The Court requested the organization’s medicalrarste provider, Vanbreda

2. International (VBI), to conduct a study of futureojected premiums payable under
the retiree medical and dental insurance plan.

3. Staff members who retire from ICC can stay instifed

(@) They have reached regular or early retirement agertuUNJSPF (62 or 55+,
respectively); and

(b)  They have had coverage under a group health plmami organization that
applies the common system for ten years of whidbat five years in ICC.

4, The premium paid by retirees is a percentage ofdtieee’s last salary as an active
staff member and varies according to the numbetigible dependants that are included in
the coverage.

5. VBI drew on statistics of insured families at thedeof 2007 as a starting point of
the future projections. Marital status, child degeenis, age and gender distribution and age
difference between employee and spouse were base¢deoend 2007 population. Other
assumptions, regarding mortality, retirement rated withdrawal rates were based on the
total VBI portfolio of international organizatiormsd from UNJSPF data, while taking into
account the specific retirement policy of ICC.

6. The parameters for the input of development ofpf@gection model used by VBI
can be summarized as follows:

(@) Medical inflation: 5%; Medical inflation is anticigped based on inflation
trend of the past 36 months and average medicktion rate for similar organizations.
Medical inflation is main trigger for increasespgremiums;

(b)  Age, gender, marital status and child dependamtsed on 2007 ratio’s and
VBI portfolio;

(c) Distribution of new entrants by age and gendeakem from analysis of new
joiners over the year 2007,

(d) Initial growth for 6 years, afterwards stable paign until 2027:

2007 2008 2009 2010 2011 2012 2013 2014
No. active staff 663 679 679 750 750 800 879 879

(e) Mortality rate: taken from UNJSPF;

()] Rates of retirement: taken from UNJSPF;

(g) Retirement age: between 55 and 65;

(h)  Withdrawal rate: from overall VBI portfolio; and

0] Over 20 year period recruit 1,200 new active stagmbers\

7. Table 1 and figure 1 below show the results ofghely of potential subsidy cost
developments for the period of 2008 — 2027. After 20 year period, annual subsidy at 67
per cent might be in the order of approximately ERR3.5 million.

Table 1: Basic scenario result of retiree health isurance subsidy (in Euros)

200¢ 2011 2015 2019 2023 2027
67% subsidy 1,34( 35,510 250,580 789,260 1,802,970 3,510,800
80% subsidy 1,60( 42,400 299,200 942,400 2,152,800 4,912,000
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Figure 2: Basic scenario result of retiree healthnsurance subsidy (in Euros)
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8. It should be noted that the assumptions made bybkéaa in the actuarial study
represent a “worst case” scenario. For exampls,assumed that most staff would stay at
the Court until retirement or that every eligibletiree would in fact choose the retiree
insurance health plan. Obviously, this is not thsecin reality. It has already been shown
that the number of eligible retirees has been bélh@aprojected estimate.

9. The Court will continue to monitor expenditure dieygnents in this regard, such as
the demographics of its population, at regularrirgks.

10. All UN and other international organizations pravislubsidized health insurance to
retirees. The levels of subsidy vary from 80 pert¢e 50 per cent. The annex to this paper
provides an overview of cost share of premiumslieiorganizations.
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Annex VI

32

Comparative analysis of premium sharing - Internatonal
Organizations UN System/Co-ordinated Organizations

Cost share (basic plan)

Organization Staf Organization Retiree Organization
United Nations* 40 60 2C 80
UNSMIS, Geneva 50 50 33 67
UNDP 40 60 2C 80
UNICEF 40 60 2C 80
UNHCR 40 60 2C 80
WFP 40 60 2C 80
UNFPA 40 60 2C 80
UNOPS 40 60 2C 80
UNV 40 60 2C 80
UNIFEM 40 60 2C 80
ICTY 50 50 2C 80
ICTR 50 50 2C 80
ILO 50 50 33 67
FAO 50 50 5C 50
UNESCO 50 50 5C 50
ICAO P-65, G-50 P-35, G-50 5C 50
WHO 33 67 33 67
UPU 50 50 5C 50
ITU 50 50 33 67
WMO 50 50 33 67
IMO 33 67 25 75
WIPO 25 to 50 75 to 50 35 65
UNIDO 50 50 25 75
IAEA 50 50 5C 50
European Co-ordinated Orgs** 33 67

ICC 50 50 10c¢ 0

* includes Regional Commissions (UNESCAP, UNECE ,BINLAC and UNECA)
** includes NATO, Council of Europe, ESA
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