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Introduction

1. At its eighth session held in April 2007, the Cortieg on Budget and Finance (the
Committee) requested the Court to “prepare a cohgmsve report on the issue of human
resources for consideration by the Committee aeitth session in April 2008.The report
was to provide an update on policy with respecttoumber of human resources issues,
including “the potential for merging grades toget{tgoadbanding); measures to ensure that
the performance management system is effectivdancdossibilities to link performance to
pay and other incentives; and measures to enhameercdevelopment and assistarfc&le
report was also to include information on the typed length of contracts used by the Court.

2. The issues cited by the Committee, together witiargge of other relevant human
resources areas, were examined by the Court ircgheext of the implementation of the
Strategic Plan. The aim is to adopt a holistic epph to addressing current and future human
resources priorities. The present report provides\aerview of the status of this work and
presents a first outline of the proposed strategiproach to managing the Court’'s most
critical asset, its human resourédsis expected that, following a process of intrreview
and consultation, the report on the development diuman resources strategy will be
finalized in the course of the second quarter @&f&8nd be made available to the Committee
at its eleventh session in September 2008.

A. Rationale for a strategic approach to human resarces management

3. As the International Criminal Court has grown, fls@ctions and responsibilities
relating to the management of its human resouraes Bxpanded considerably, and the Court
can look back at considerable achievements in dné® over the first five years of its
operations.

i Previously issued as ICC-ASP/7/CBF.1/5.

! Official Records of the Assembly of States Pattiethe Rome Statute of the International Criminal
Court, Sixth session, New York, 30 November - 1delber 2007(International Criminal Court
publication, ICC-ASP/6/20), vol. Il, part B.1.Il.[para. 63.

2 Ibid., para. 60.

3 The Committee also requested that the report dhoalude relevant data on the composition of staff
and consultants. These are provided in a sepapoetr
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4. Initial expectations of an effective human resosritenction were focused primarily
on the speedy recruitment of qualified externaldidates, the smooth processing of their
contracts and benefits and entitlements and theldement of key human resources policies
and guidelines, including the Court’s Staff Ruled &egulations.

5. As the Court transits into the second half of itstfdecade, the human resources
management functions of the Court have developatidu pursuant to the demands of both
external and internal stakeholders. These inclhéeStates Parties, senior management, the
staff representative body and staff at large. Examare the Strategic Plan, the recent reports
of the Committee, the results of a staff survey Hrel programme budget for 2008. All of
these require the Court to look beyond the “basiganizational human resources functions
and to start exploring a more dynamic and compktxod human resources management
practices to meet the above demands while at time $eme, ensuring compliance with its
statutory requirements.

6. In light of the above, the Court has assigned ftyiéo the development of a strategic
approach to the management of its human resoulwds derived from, and fully aligned
with the overall Strategic Plan for the Internatib@riminal Court (the Strategic Plan). The
proposed human resources strategy is therefored iasehe following strategic objectives
stated in the Strategic Plan:

(a) Strategic Objective 14: Recruit staff of thgheést standards of efficiency,
competency and integrity having regard for repredgen of gender,
geography and legal systems;

(b) Strategic Objective 16: Cultivate a caring eonment which values the
diversity of all staff; and

(c) Strategic Objective 17: Offer development amdpkyment advancement
opportunities to well performing staff.

Relevant performance indicators would need to bermally established to measure
the success of the implementation of each objecs/@art of the overall human resources
strategy.

B. Process and Methodology

7. The human resources strategy development procegmtad in August 2007,
involved representatives from the Presidency, ©ffi€ the Prosecutor (OTP) and Registry.
Throughout the development process, it is crut¢iat senior management provide guidance
and in addition, consultations with key stakehdadarch as the Staff Council take place.

8. With a view to developing coherent specific humasources objectives that are
aligned with the Court’s three key human resouretsted objectives in the overall Strategic
Plan, the Court created a human resources workingpgcomposed of relevant organ
representatives, which working group proposed tilwWing approach, comprised of four
steps:

(a) Analyze each strategic objective for its cotdemd identify the key areas for
intervention;

(b) Identify specific objectives related to the kagas determined under (a) as
well as required actions for each specific objextiv

(© Prioritize specific objectives and respectiegans; and

4 Other objectives stated in the Strategic Plan tkktte directly or indirectly to human resources
management are strategic objectives 15 (Safety Sewlrity for all staff), 18 (Development of a
Common Culture) and 19 (Clear ethical standardsebfviour for all staff).
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(d) Conduct an in-depth analysis for each prio@tstion according to the
template provided in the Strategic Plan Implemémmatroadmap (gap
analysis, key stakeholders, detailed actions, Girzdfieasibility, and risks).
9. The present proposal incorporates the initial reoemdations relating to steps (a)

and (b). Prioritization according to step (c) ahd &nalyses envisaged under step (d) will be
carried out, through internal consultations, inc¢barse of 2008.

C. Analysis of human resources -related Strategidagectives

10.

The described methodology above yielded three humsources specific objectives

for each strategic objective, resulting in ninecsii@ human resources objectives. These are
described in the following sections. A summary l®wn in table 1, and a more detailed
summary including the proposed activities in anhex

Table 1 : Overview of key human resources strategi@reas and specific objectives

Strategic

plan Key areas identified Specific human resources objectives
objective

#14 Selection processes Define and apply a systeméic, and

Recruitment

transparent selection process to ensure the
highest quality of (external) recruitment and
(internal) placement

Hiring capabilities

Strengthen the capabilitiest#ff with hiring
responsibilities

Awareness

Increase external awareness of employment
opportunities at the Court

#16
Caring
Environment

Conditions of service and
compensation systems

Ensure attractive conditions of service and
compensation systems for all Court staff at
headquarters and field duty stations

Staff well-being

Increase staff well-being by entiag

existing and developing new support
programmes

Internal justice systems Enhance and develop furthehe
administration of internal justice systems.

#17 Performance managemen Institutionalize a wellfioning
Employment performance management system, including
advancement performance-based incentives

for well-
performing
staff

Learning and developmen

Provide learning andnitngi opportunities
that contribute to the achievement of the
Court’s goals and address individual
development needs

Career management/
advancement

Develop and implement approaches and
systems for career management and
advancement of staff

11.

Many of these specific objectives are inter-relateti in some instances may

constitute a prerequisite for the achievement ofttzar strategic objective. The most critical
linkages and interrelationships are highlightecadingly.
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1. Recruit staff of the highest standards of effi@incy, competency and integrity,
having regard for representation of gender, geograpy and legal systems.

12. Objective 14 of the Strategic Plan is a reaffirmatof the principles that have guided
the Court's selection and recruitment activitieacsi its inception. A range of systems,
guidelines and processes for ensuring compliante the objective are in place. In defining
suitable specific objectives for this key area ofrtan resources management, the emphasis
was therefore on review and refinement of exispngcesses in three specific aréashich

are:

(a) Selection processes;
(b) Hiring capabilities; and
(c) Awareness of employment opportunities.

13. Specifically, the following three human resourcepecific objectives and
corresponding activities were identified:

Specific human resources objective 1. Refine amulyag systematic, fair and transparent
selection process

Proposed activities

(a) Review, revise and where necessary, furthereldpva coherent set of
recruitment policies and systems for their impletagaon;

(b) Define and apply a systematic competency-baggntoach to the selection
process; and

(c) Improve human resources reporting systems.
Rationale
(a) The process of selecting highest-quality casugisl to fill vacancies is a

cornerstone of human resources management. Ineghgsvacancies in the
Court are filled not through external recruitmentt kplacement of staff
already working in the organization. For examptethe last 12 months, 22
per cent of vacant posts were filled by internaffstnembers already on
established posts and another 29 per cent by stafhbers already on
General temporary assistance (GTA) contracts. Reseat policies and
mechanisms for their implementation need to beicoausly reviewed to
ensure the integrity of the recruitment processleviiaving regard for
representation of gender, geography and legal regsiie accordance with the
Statute;

(b) The Court had developed a core competency framriein 2005, outlining in
particular the basic competencies relating to bielaal skills and attitudes.
While these are used, to some extent, in the cusedaction processes, more
specific competencies relating to particular jobfiees could be developed to
improve the selection process; and

(© Improved communication of the Court’'s recruitrh@olicies and processes
as well as the employment opportunities and cadegelopment potentials,
both internally and externally, notably through timereased use of its
intranet and Internet websites, will need to bénaéegral part of the measures
put in place to support this first human resouspeeific objective.

% It should be noted that one of the current keydhdrt-term priorities in the area of recruitmetht
rapid filling of the high number of vacant estabéd posts, has been the subject of a separateahter
strategy and is therefore not addressed in thigeioterm human resources strategy proposal.
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Specific human resources objective 2: Strengthen dapabilities of staff with hiring
responsibilities

Proposed activities

Increase support to managers with hiring respaiigsi through training and
learning activities

Rationale

A careful and systematic planning and designinghef process of recruiting for a
vacant position is crucialThis involves drafting of a clear job description,
preparation of written tests, and elaboration derview questions and proper
evaluation of the candidates. Thus, hiring managendd benefit from relevant
training to enhance their interview skills as wa$l increase their capabilities to
integrate interpretation of different cultural apaches into their selection and
evaluation considerations.

Specific human resources objective 3. Increase rexteawareness of employment
opportunities at the Court

Proposed activities

(a) Develop and implement a strategy to collaboratee closely with States
Parties, NGOs, universities and other potentiaingas to increase awareness
of employment opportunities at the Court, includimgernships. Efforts
should also be made to target non-traditional pasinincluding the
commercial sector;

(b) Participate in job fairs and organize targettuitment missions;

(© Publish and distribute Court brochures on emplent opportunities; and

(d) Collaborate with the Court’s field offices faretworking and scouting
purposes.

Rationale

Although the Court receives an extraordinarily haghount of applications (22,000
in 2007; more than 3,000 in the month of Janua@B828lone), there is still a need to
enhance awareness of opportunities for employméhttive Court, particularly when
it comes to potential candidates from underrepteskeregions and countries. Special
efforts need to be made in the case of new State8e® and with regard to
proactively attracting more female applicants atghnior levels.

2. Cultivate a caring environment which values theliversity of all staff

14, The concept of a “caring environment”, put forth strategic objective 16 of the
Strategic Plan, is a complex one and its transiatito specific objectives therefore requires
focus and specificity. For the purpose of the humesources strategy, the proposed three key
areas for intervention with respect to cultivatangaring environment are:

@ Conditions of service and compensation systems;
(b) Staff well-being; and
(© Internal justice systems.
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15. Specifically, the following three human resourcepecsfic objectives and
corresponding activities were identified:

Specific human resources objective 4: Ensure ditrac conditions of service and
compensation systems for all Court staff at headetmand field locations

Proposed activiti€s

(a) Review alternatives within the common system riemuneration of staff,
with a view to identifying models that are most agpiate to the Court’s
work;

(b) The above applies particularly to the Court@mpensation systems for
internationally-recruited staff serving at fieldtdstations;

(© Expand categories of staff to include nationadicruited Professional staff
(“National Officers”) and internationally-recruiteeneral Service staff
(“Field Service Level”), in accordance with the téd Nations common
system provisions;

(d) Develop and maintain a clearly defined postfilgoand job evaluation
system across the organization to ensure posiienglassified and, where
appropriate, re-classified, in a timely, fair anghsparent manner;

(e) Explore appropriate hardship and hazard congiemsfor Headquarters staff
travelling to the field;
)] Review and revise the Court’s social securiglage; and

(9) Develop and revise policies and guidelinesaedevant service conditions and
prepare an information package on conditions o¥iserfor potential and
current staff. This includes the types and duratibrontracts provided by
the Court to staff.

Rationale

(a) The Staff Regulations stipulate that the Ceuws#laries and allowances “shall
be in conformity with United Nations common systestandards.” The
Court’s salary scales are under the review authofithe International Civil
Service Commission (ICSC) and approved by the Gémessembly. While
the salary scales are applied uniformly throughthe common system
organizations, there are, nevertheless, differpptaaches in place in respect
of other compensation aspetta.review of different approaches is currently
underway;

(b) A review is considered particularly timely amdportant with regard to the
Court's field staff. In the case of its field offis, the Court follows the
compensation approach used only by one part obtlieed Nations system,
namely the model used by the Department of PeapeigeOperations
(DPKO) for its mission staff. This model, which wasenceived on the
assumption that mission staff are assigned foraat gberiod of time to a
peace keeping operation, does not make provisiom floumber of benefits
available to field staff in other organizations.short overview of the two
different models used for field staff is providedannex 2;

® Proposals concerning performance-based pay ammhtiues, while also of relevance in connection

with this human resources objective, are dealt withher objective 9, relating to career advancement.

7 Article I, Salaries and related allowances, Ragjoh 3.1, ICC Staff Rules and Regulations.

8 For example, some organizations grant professistaff an accelerated annual within-grade-step
increase after ten months instead of the custortveejve months, if they have passed the language
proficiency examination in a second official langaa Other organizations grant this accelerated step
increase only to General Service staff.
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Similarly, the Court currently limits itself ttwo of the four categories of
staff available in the United Nations common sysfenfield locations. The
options to recruit General Service staff with exigée benefits and
Professional staff with locally-recruited benefitfer considerable potential
to benefit both the efficiency and effectivenesdhaf Court’s operations in
the field and the staff concerned;

It is recommended that the Court introduce ribev Job Evaluation Master
Standard for classifying posts at the Professiteal, recently promulgated
by the ICSC,;

In some regards, the present social securitkgege of the Court does not
compare favourably to other non-tenure internatiomanizations. For
example, the Court does not currently offer staiftipipation in a group life
insurance scheme. It is therefore recommended poowe the social security
package; and

In addition to the above, it is proposed tha Court also look at some other
aspects of its policies relating to its conditiafsservice. This includes the
types and duration of its contractual modalitiesn dverview of current
contracts used is provided in annex 3.

Specific human resources objective 5: Increase stafl-being by enhancing existing and
developing new support programmes

Proposed activities

@

(b)
(©

(d)

Provide staff with adequate support to relacatio and integration at their
new duty station, including support to spousesfgast and families of staff
at headquarters and the field;

Ensure healthy working environments and enagriraork/life balance,
including flexible working arrangements where feési

Ensure that appropriate assistance is avaifablssues relating to staff burn
out and stress management, particularly in relabasiaff exposed to conflict
zones etc; and

Propose appropriate mechanisms to assess peatierate and staff well
being. This may include staff surveys, turnoveesaexit interviews etc.

Rationale

@

(b)

New staff arriving in The Hague or at the Cwufteld locations require

assistance to help them settle and integrate lieio hew environment. While

the Court is already offering such assistance, nsgstematic mechanisms
may be introduced to assess the needs of newlyedrdr relocated staff; and

Health of staff members is also a key issuectviinpacts the organisation’s
performance and productivity; thus appropriate uesgs and programmes
should be provided to encourage a healthy workforce

Specific human resources objective 6: Enhance awldp further the administration of a
comprehensive, accessible, transparent, fair adaaable internal justice system

Proposed activities

@

(b)

Develop and implement an integrated policy fomanaging
conflicts/disagreements at the formal and informalels; including
mechanisms for reporting on perceived injusticentaconduct; and

Establish (internal and/or external) counsgllaapacity to advise on internal
justice matters.
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Rationale

(a) The fair, transparent and timely managementcomplaints, disputes,
grievances, appeals and disciplinary issues isritital importance in an
organization that strives to provide a caring emvinent and be a model
public sector organization. In its first five yeathe Court has already
accomplished much by creating all required basemehts of a formal
internal justice system, notably through the esthbient of a Disciplinary
Advisory Board, an Appeals Board and the issuarfcanoAdministrative
Instruction on Disciplinary Procedures; and

(b) The enhancement of the currently existing pedicon formal justice
management by including the informal aspects intoirdegrated policy
would thus follow the achievement of the above mess and this would
also include the organization’s approach to dealiith reports on perceived
injustices or acts of misconduct.

3. Offer development and employment advancement oppunities to well
performing staff

16. Strategic objective 17 of the Strategic Plan iso ateferred to as the “career
development” goal of the Plan. It contains threstidtt components which are proposed to
form part of the Court’s human resources strategy:

(@) Performance management, including performanseebincentives;
(b) Learning and development; and
(c) Career management and advancement

17. Specifically, the following three human resourcepecsfic objectives and
corresponding activities were identified:

Specific human resources objective 7: Instituticmeala well-functioning performance
management system

Proposed activities

(a) Develop job and competency profiles required dach post (linkage with
recruitment objectives);

(b) Review and if necessary revise the currentdPerdnce Appraisal System
(PAS), also with a view to incorporating multi-natéeedback systems;
development and career objectives, ensuring adedeatning opportunities
and training and career advancement; and

(c) Explore possibilities for linking pay to perfoance, with or without
broadbanding (merging) the current grades, andldewvey various systems
for rewards and sanctions, such as acceleratedahrstep increases or
withholding step increases (in case of poor peréorce).

Rationale

(a) An efficient, fair and credible performance rmgement system is at the core
of successful human resources management and psothd foundation for
achieving many other human resources objectivese@ily the Performance
Appraisal System is not used consistently acroesGburt and measures
should be introduced to remedy the situation;

(b) The development of job and competency profieseen as a first step
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towards a more systematic performance managemstensy Currently, the
Court operates with so-called “work surveys” usent the purpose of
classifying posts. These work surveys do not adetueeflect the required
objectives and desired competencies for each jbb. &stablishment of job
profiles would lay the foundation for the overathprovement of the
performance management system and be relevanttier areas of human
resources, such as recruitment, learning and dewelnt and career
advancement; and

(© The establishment of an efficient and fair perfance management system is
necessary before other initiatives such as linlpag to performance, or a
broadbanded grade structure etc may be considéiesl. Committee had
requested the Court to explore possibilities irs tregard. An established
performance management system would also provige pibssibility of
exploring other incentives such as acceleratedinvighade step increments
or merit promotions.

Specific human resources objective 8: Provide legynand training opportunities that
contribute to the achievement of the Court’s geald address individual development needs

Proposed activities

(a) Identify the learning and development needstaff by analyzing the gaps
between desired and actual capabilities (link dgomance management);

(b) Develop learning programmes that address ifietitjaps and are aligned to
organizational priorities, including a revised ietlan programme for new

staff;

(c) Improve the Court’s ability to measure the irtphat learning programmes
have on individual as well as on organizationafgrenance; and

(d) Improve leadership and management practicesougiv leadership

development and executive coaching programmes.

Rationale

(a) Ensuring that the Court's work force is equihpwith the relevant
professional skills is paramount in carrying oug¢ Bourt’s core activities.
The Learning and Development Unit within the hummesources Services
Section has been tasked with managing this, inutatgn with the various
Organs of the Court; and

(b) Determining performance gaps (the performampgeasal system will be an
important tool for that) and directing the orgatii@aal learning and training
programmes more closely towards filling those gapsld also contribute to
achieving the overall strategic goals of the Court.

Specific human resources objective 9: Develop amplément approaches and systems for
career management and advancement of staff

Proposed activities

(a) Develop and pursue strategic approaches tcession planning and talent
management;

(b) Provide staff with career counselling, incluglitemporary and permanent
career transition support;

(© Develop and maintain a culturally sensitive eassnent process for

prospective and current talent pool for selectiod development purposes
(link with recruitment objectives); and
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(d) Clearly communicate Court's career managemeattjgces to prospective
and current staff, including setting up a careenaiggment web site.

Rationale

(a) The Court comprises of staff occupying postdifferent levels (junior,
intermediate and senior) who have different camegrectations and goals.
This should be managed accordingly to ensure thaff sre given
opportunities to develop their career paths as agetetain their marketability
in their professional fields. Particularly in these of very specialized
functions (such as the investigators), where caoggrortunities may be
limited, measures such as career transition suppodreation of internal
career paths within the Court are pertinent;

(b) In line with the above, it is proposed that teurt increase its capacity to
undertake workforce analyses, succession planmidgtalent management.
Internal placement, including movements from then&al Service to the
Professional category, lateral transfers and jofation already play an
important role in the Court and can be further ¢gwed;

(c) Tools for the assessment of competencies aifid, sfuch as psychometric
assessments and multi rater assessments are gaetevant in the context
of selection and performance appraisal but equidportant for the purpose
of career management and development; and

(d) Clear communication to staff and prospectivedidates on the Court’s
career management practices is crucial to manggectations and to ensure
transparency.

D. Summary and next steps

18. The proposed strategy for human resources managemtie International Criminal
Court is fully aligned with the overall StrategitaR, in particular with the three key strategic
objectives relating to recruitment (strategic objer 14), the cultivation of a caring
environment (strategic objective 16) and the piowisof development and employment
advancement opportunities for well-performing si@trategic objective 17), with the latter
also being referred to as the “career developmarjEctive.

19. Based on these three strategic objectives, theopeap human resources strategy
indicates nine key areas for intervention and focus

Recruitment
Q) Selection processes;
(2) Hiring capabilities;
3) Awareness raising;

Caring Environment
(4) Conditions of service and compensation systems;
(5) Staff well-being;
(6) Internal justice systems;

Career Development
(7 Performance management and performance inesntiv
(8) Learning and development; and
9) Career management and advancement.

20. For each of these nine key areas, specific obgstivave been developed and
activities for achieving the objectives have beeoppsed. Following guidance from senior
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management, consultations will commence with staklgs such as the Staff Representative
body to focus on the prioritization of the specifibjectives (short-term, medium term and

long term), conduct gap analyses and resourcebiégsiand subsequently implement the

relevant objectives.

21. Some of the proposed activities are in progressh(sis policy development, career
counselling, staff welfare assistance, learning &rathing) and may need to be enhanced.
Others can be implemented quickly and at no or ¢ost (such as introducing mandatory
compliance with the performance appraisal systemthar refinement of the Court’s
competency framework).

22. It is, however, recommended that the potentialsjpeedy implementation of such

“low-hanging fruit” and no/low-cost options shouidt detract attention from the need to also
consider those priorities that may require a sigaift amount of additional time and

resources for implementation in the short runhlisnan resources are not only the Court’s
main but also its most critical asset — and thditgy@ommitment, continuous development

and well-being of its human resources, whetherhat leadership or support levels, will

continue to shape the success of the Court’s dpesaih this second half of its first decade.



Proposal for a

Annex |
human resource management strategy the Court

Human Resource Specific Objective

Activities

1. Define and apply a systematic, fair and trarepa
selection process to ensure the highest quali(g>aérnal)

rReview, revise and where necessary develop a aahse¢ of recruitment policies and systems
their implementation

for

recruitment and (internal) placement

Define and apply a systematic competency-baseapp to the selection process

Improve existing and develop additional communaatiools and human resources reporting syste

ms

2. Strengthen the capabilities of staff with hiring

Increase support to managers with hiring resbaitss

Responsibilities

Develop a recruitment toolkit

3. Increase external awareness of

opportunities at the Court

employmddevelop and implement a strategy to collaborate emolosely with member states, NGC

universities, and other potential partners, inalgdirom the commercial sector, to increase awage
of employment opportunities at the Court, includimgernships. Use of headhunters for spec
positions.

sl
nes
ific

Participate in job fairs and organize targeteduiéerent missions

Publish Court brochure on employment opportunities

Collaborate with the Court’s field offices for ma&trking and scouting purposes

4. Ensure attractive conditions of service 3
compensation systems for all Court staff at headqrs,
and field locations

rfdeview alternatives within the common system fonuaeration of staff, with a view to identifyin
models that are most appropriate to the Court’'skwarith particular emphasis on the Cour
compensation systems for internationally-recrugttadf serving at field duty stations

«

I's

Expand categories of staff to include nationallgruited Professional staff (“national officers”)dal
internationally-recruited General Service stafidlti service level”)

h

Develop and maintain a clearly defined post prdditel job evaluation system across the organizg
to ensure positions are classified and, where gpiate, re-classified, in a timely, fair and traasmt
manner

tion

Review and if necessary revise the Court’s soe@alisty system

Develop and revise policies and guidelines on egiegervice conditions and prepare an informa
package on conditions of service for potential emdent staff. This includes the types and duratib
contracts provided by the Court to staff.

tion
R

5. Increase staff well-being by enhancing existing

Provide staff with adequate support to relocaéind integration at their new duty station

and developing new support programmes

Ensuréncrmus support to spouses/partners and familiesadf at headquarters and the field

Ensure healthy working conditions and encouragekilfar balance, including flexible workin
arrangements where feasible

J

Undertake regular staff (“climate”) surveys in arde identify the less tangible areas that may

increase individual staff well-being and to iniGatuitable follow-up actions

2T abed

9/L/dSV-02I



Human Resource Specific Objective

Activities

6. Enhance and develop further the administratibma
comprehensive, accessible, transparent, fair and

Develop and implement an integrated policy for ngamg conflicts/disagreements at the formal g
informal levels, including mechanisms for reportongperceived injustice

and

reasonable internal justice system

Explore theipitisg of creating an Ombudsman position

Establish (internal and/or external) counsellingazty to advise on internal justice matters

Train internal focal points for informal mediation

7. Institutionalize a well-functioning performan
management system

cdevelop post and competency profiles that descthee outputs, outcomes, relationships @
behaviours required for each post

and

Review and if necessary revise the current PerfoceaAppraisal system, also with a view
incorporating multi-rater feedback systems

As part of the revised performance appraisal systdemtify and record career objectives (link w|
learning and training and career advancement)

th

Explore possibilities for linking pay to performamcwith or without broadbanding (merging) t
current grades, and for developing various systemeewards and sanctions, accelerated annual
increases, merit promotion and the more rigoroesafishe probationary period for new staff.

he
step

8. Provide learning and training opportunities tt
contribute to the achievement of the Court’s goals

h&dentify the learning and development needs of §tpfanalyzing the gaps between desired and a
capabilities

ctual

and address individual development needs

Develmileg programmes that address identified gapsaam@ligned to organizational prioritie
including a revised induction programme for newfsta

g

Improve the Court’s ability to measure the impdwttlearning programmes have on individual
well as on organizational performance

as

Improve leadership and management practices thrdeghlership development and execut
coaching programmes

ve

Review and if possible increase the Court’s abildyinvest in the learning and development of
human resources

ts

9. Develop and implement approaches and systems fg

Develop and pursue strategic approaches to ssicceplanning and talent management

career management and advancement of staff

Pretaffevith career counselling, including temporand permanent career transition support

Develop and maintain a culturally sensitive assessmrocess for prospective and current talent
for selection and development purposes

bool

Clearly communicate the Court's career managepratices to prospective and current staff

€T abed

9/L/dSVY-02I
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Annex I

Mission Subsistence Allowance and Special Operatieriiving
Allowance — two ways to compensate field staff

I, Introduction

1. Internationally-recruited professional staff wortgiat field offices of the International
Criminal Court, are currently compensated on tresbaf the mission subsistence allowance
(MSA) approach. This approach is also used by théed Nations (Secretariat) for its
peacekeeping operations personnel. Most other consystem organizations are applying
the special operations living allowance (SOLA) agmh for staff working in non-family
duty stations. The following provides a short dggimn of both approaches and its relevance
to Court staff currently serving at field locations

Il Mission subsistence allowance — the peacekeepingapach

2. The mission subsistence allowance approach is fegednited Nations personnel
serving in special peacekeeping, peacebuildingpantitical missions and operations. All of
these missions are considered non-family dutycstatii.e. a staff member assigned to such a
mission is not allowed to be accompanied by sppasefer, children and secondary
dependents.

3. The mission subsistence allowance approach wag lmas¢he concept that special
peacekeeping missions were established on very shtice and were planned and budgeted
for short intervals, which does not make it co$éafve to install staff in a new duty station
and to grant them the entitlements of a regulagassent. Installation in this context means
that staff are paid assignment grant and are pedvitith a relocation entitlement to pay for
the full or partial shipment of household goodsated from the new duty station, or,
alternatively, a lump sum relocation grant. Entitents of a regular assignment imply post
adjustment, hardship and mobility allowance andalesubsidy, the latter two depending on

eligibility.

4. There are two types of mission appointments: thioaeappoint staff exclusively for
mission service (nowadays the majority of missitaifsand those temporarily assigned to a
special mission from another established duty astatin the case of staff appointed
exclusively for mission service, the mission sulesise is paid in lieu of post adjustment,
mobility and hardship allowance and assignmenttgi@iaff members temporarily assigned
to a special mission from another established diggon continue to receive the entitlements
of their parent duty station, while receiving thission subsistence allowance for the mission
location.

5. Mission subsistence allowance rates are determoredthe basis of long-term
accommodation, food and miscellaneous expensdwealty station. To set the allowance
rates, field surveys are conducted by compensapmtialists of the United Nations. A
detailed assessment is prepared of costs incuryedtddf due to their assignment or
appointment to a special mission. Under miscellaseexpenses, account is taken of
expenditures deemed necessary to maintain reasoliahb conditions in the mission area.

It should be noted that there are also five eistadtl (i.e. non-special) peacekeeping missionstwhic
are family duty stations. Staff members assigneithése established missions are treated like dmr ot
common system staff in an established office, fitey receive all regular entittements and thainifies
can stay with them.
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These costs typically include incidentals (e.g.egbBbne calls), and initial necessary
purchases, such as heaters, generators or othipmenu. Attention is given to the indirect
costs that may arise from non-existent, destroyethterrupted utilities, as well as other
additional long-term costs that accumulate based thm lack of essential facilities,

commodities, goods, services and infrastructure déily subsistence allowance (DSA), by
contrast, is geared towards business travelershef United Nations and is based on
commercial accommodation and food provisions i@ crisis environment.

6. The disadvantage of the mission subsistence allogvapproach became apparent
when it turned out that many special missions weieas temporary in nature as originally
assumed and that staff serving at a mission wdwdcefore often spend several years — rather
than six months, which is the current usual comntdacation — at the duty station. While a
short assignment at a non-family duty station mayabceptable to a staff member with a
family, long-term assignments create considerabificdties when they imply a wide
geographical separation of families, compoundegdssible legal difficulties with regard to
residence status in the country where the famikides. A proposal to discontinue the
mission subsistence allowance approach in favourarafther approach used by other
organizations of the common system is thereforeeundnsideration.

Il Special operations approach

7. The special operations approach is used by mantetdmMations common system
organizations operating at non-family duty statiolhseeks to encourage and facilitate the
assignment of experienced and qualified staff to-faonily duty stations. A special
operations living allowance is paid in addition tioe regular entitlements due to the
requirements to maintain two households. This gearent enables the organizations
involved to attract and retain a greater numbehigh-performing and experienced staff to
work in difficult and unsafe duty stations.

8. The special operations approach was developedsponel to organizations’ needs to
post staff in a growing number of non-family dutyat®ns. Increasing difficulties
encountered in attracting staff to move to sucly dtdtions made it an operational imperative
for the field-oriented organizations to address thioblem. The traditional approach to
assigning a staff member to a non-family duty statdid not include an organizational
responsibility to help ensure that a staff membéaimily was looked after. This posed
particular difficulties when a staff member’s faynlbst the legal right of residence in the
previous duty station. Family members were leftwib option but to return to a place where
they could legally reside and work, which was ulsutie place of nationality of the staff
member or the spouse. The consequence was a wodeagbical separation of families, and
an increased disincentive for staff mobility to ¥ery locations where staff’s talents were
most needed.

9. As a result, the field-oriented organizations hakanged their approach to posting
staff to non-family duty stations: rather than gssig a staff member to a non-family
location where he/she will serve, they assign th member to a nearby duty station with an
adequate family infrastructure in terms of schaplimedial, communications and supply
facilities. The family can then be fully installed this location, called the administrative
place of assignment (APA). In some instances, tidifé member’s family can also be installed
at the place of home leave or the previous dutsiostaif that is legally possible. The
location-specific benefits and entitlements of steff member (such as post adjustment) are
based on this administrative place of assignmegdtion, with the exception of home leave
and family leave. The administrative place of assignt also serves as a base for the staff
member to travel to occasionally for rest and recafion. In addition, a staff member on this
approach receives a subsistence allowance thairisently based either on daily mission
subsistence allowance, where it exists, or on #ilg dubsistence allowance.
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V. The approach of the International Criminal Court

10. When the Court established its first field officésyas assumed that they would be
rather temporary in nature. Therefore, it was datidthat internationally-recruited
professional-level staff serving at the Court’sdimcations would be compensated according
to the mission subsistence allowance approach futetd Nations peacekeeping special
missions. The model used is that of staff appoietedusively for service at special mission.
Staff assigned to the Court’s field offices therefoeceive the net base salary plus a daily
mission subsistence allowance and no installatiemefits. No provision is made for the
installation of families at a nearby family dutgtsbn.

11. Like the special missions of the United Nationsgeé@eping operations, the Court’s
field operations in Uganda, the Democratic Repubficthe Congo, Chad and the Central
African Republic are no longer necessarily of apgerary nature. Considerations regarding
the Court’s ability to attract and retain the nekdighly qualified staff to serve at the Court’s
field locations are timely and important. The pregd Human Resources Strategy therefore
includes a suggestion to review the current congiérs model for staff serving at field
locations.
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Annex Il
Overview of current contracts used
Contract types and duration
1. The International Criminal Court provides twpeg of staff contracts: fixed-term and

short-term contracts. In addition to staff contsasipecial service agreements are provided to
consultants and individual contractors.

Fixed-term contracts

2. Fixed-term contracts are provided to staff riteduboth against established posts and
as General Temporary Assistance (GTA) personnasdlare governed by the Court’'s Staff
Regulations and Rules.

3. For established posts, the duration of fixediteontracts normally ranges from one
year to three years. The decision whether a positicadvertised for three years or less is
taken by the responsible manager on the basis ahalysis of the functional needs. There
has to be an expectation that the position in guestill be needed for at least three years.

4, For GTA fixed-term contracts, the duration isedismined by the budget cycle. As a
rule, GTA positions are only approved for a maximofone year.

5. In the case of fixed-term contracts of less ttvaglve months, certain benefits and
entitlements (such as assignment grant) are peckrat

6. Fixed-term appointments of three years havetmen@eriod of 60 days. Contracts
between six months and less than three years h&@eday notice period and for contracts
below six months, the notice period is 15-days.

Short-term contracts

7. Short-term contracts are provided up to a mawrimaf one month and are used
mainly for language staff (such as conference méters), meeting clerks or administrative
assistants needed for short periods only. Pergmmaited on short-term contracts are staff of
the Court but certain entitlements and benefitsndb apply. For short term contracts the
notice period is 7-days.

Special Service Agreements

8. Special Service Agreements are provided to dtamga who work as individual
contractors. Individual contractors are not stdfttee Court and therefore have no specific
entitlements and benefits other than the remumeragreed to in the agreement.

9. At the moment, the Court does not have contgnoinpermanent contracts.
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