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ETF Multiannual Staff Policy Plan 2010-2012 

1 - GENERAL OVERVIEW OF THE CURRENT SITUATION OF THE ETF 

1.1 General information on the ETF’s activities 

1.1.1 Description of the agency, its mission and programme tasks 

The European Training Foundation (ETF) is a specialised agency of the European Union 
based in Turin, Italy. 

The ETF1 provides advice and assistance to the European Commission and 29 partner 
countries for the reform of human capital development policies under the European Union’s 
external relations instruments. The ETF helps transition and developing countries to harness 
the potential of their human capital through the reform of education, training and labour 
market systems in the context of the EU’s external relations policy. 

The ETF provides services to a range of stakeholders and clients with shared interests in the 
contribution that human capital development can make to EU external assistance objectives 
and to the Commission’s actions in relation to the external dimension of its internal policies2.  
These stakeholders include European institutions such as the European Commission, the 
European Parliament, related European agencies and EC Delegations, as well as policy 
stakeholders in partner countries. The ETF also works with the international donor 
community to exchange information and lessons learned in the assistance field. 

Following a process commenced in December 2006, the founding Regulation of the ETF was 
recast in December 2008.  The recasting of ETF‘s regulation has aligned its ETF functions 
more closely to the changes that have been developed in recent years in the EU polices in 
Education and Training and External Assistance.  

In the first case, the recast regulation follows the pattern of EU developments in recent years 
by placing vocational education and training in the context of lifelong learning involving a 
holistic view of education and training involving human capital development based on the 
different sub sectors of education3, including their links with the labour market.  
 
In the second case, the recast regulation places ETF’s activities in the policy driven approach 
to external assistance contained in the Instrument for Pre-Accession (IPA), the European 
Neighbourhood Partner Instrument (ENPI) and the Development Co-operation Instrument 
(DCI).  These new instruments give greater emphasis to supporting partner countries in the 
                                                 
1 The ETF was established by Council Regulation No. 1360 in 1990 to contribute to the development of education and training 
systems in partner countries. 
2 For example actions in the area of human capital development related to increased coherence, effectiveness and visibility of 
the EU. Europe in the World.  COM (2006) 287 Final. 
3 Sub-sectors include links with higher education, continuing vocational education as well as community based education.  
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definition and implementation of home grown strategies aligned with policy national priorities, 
rather than the delivery of specific technical projects.   
 
The recast regulation also introduces increased flexibility in the ETF’s geographical scope, to 
allow the Commission to use ETF’s expertise outside the 29 countries assists to include 
other countries that are at comparable stages of development and facing similar socio-
economic challenges. 
 
2010 will be the second year of operation under the recast regulation. In the course of the 
year, ETF’s operations will be based on two main principles; the conclusion of the MTP for 
the period 2007-10 and the preparation and initiation of the MTP for the period 2010-13. 
   
This will mean the finalisation of activities which began in 2007 and the compilation of the 
experience and lessons learnt from these activities.  Additionally, the ETF will continue to 
develop its core business activities according to new priorities agreed with the European 
Commission and endorsed by the Governing Board for the period 2010-13. In particular, it 
will: 

 contribute to the enlargement process by supporting the modernisation and reform of 
education, labour market and training systems in candidate and potential candidate 
countries; 

 contribute to prosperity and development in the European Neighbourhood region through 
cooperation and partnership in human capital policy development and implementation; 

 contribute to development cooperation in human capital development with a focus on 
Central Asia; 

 support the European Commission and partner country development policies through 
innovation and learning 
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1.1.2 Posts filled at 31.12.2008 in the year before N-2 (actual grades) and figures of 

career evolvements  

Year 2008 

Actually 
filled 

31.12.2008 

Establishment 
plan 2008 

promotion / 
reclassification 

published 
external 
vacancy 
notices 

Category 
and grade 

perm temp perm temp perm temp perm temp 
AD 16         
AD 15         
AD 14  1  1     
AD 13    3     
AD 12  7  7     
AD 11  12  13     
AD 10  3  5     
AD 9  11  12  1  2 
AD 8  7  10  1   
AD 7  8  3  3  1 

AD 6  1       

AD 5         
Total AD  50  54  5  3 
AST 11         

AST 10    1     

AST 9  5  8     

AST 8  2  4  1   
AST 7  7  8     

AST 6  8  11  1   

AST 5  2  10     
AST 4  3    1   

AST 3  3    1   

AST 2  6       

AST 1      1   

Total AST  36  42  5  0 

Total  86  96  10  0 
Total of 

staff 86 96 10 3 

 

ETF Governing Board on the basis of article 32 of the Financial Regulation validated  for 
2009 a reduction in the Establishment Plan in the number of Temporary Agents Function 
Group AST  (from 42 in 2008 to 37 in 2009) in favour of an increase in the number of 
Function Group AD (from 54 in 2008 to 59 in 2009).  

In addition, in the light of the non approval in May by the European Parliament of the 
proposed recast regulation, ETF was asked by the Budgetary Authority to put in reserve 
close to Euro 2 Millions and 17 Temporary Agents in 2009. This explains that, on 31 
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December 2008, ETF deployed 10 less Temporary Agents than its establishment plan would 
have allowed. 

In December 2008, the European Parliament cleared ETF’s recast regulation and 
consequently the 2009 possible budget reserve was not implemented. In 2009 vacant 
positions will be gradually filled. Early 2009, 1 new colleague will start (1 HCD4 specialist).  

 

1.1.3 Current annual staff-related expenditure, in absolute terms and as percentage 
overall annual expenditure. 

Title 1 Initial 2008 
budget 

2008 % 
of total 

Initial 2009 
budget 

2009 % 
of total 

Temporary 
Agents salaries & 
allowances 

9,599,600 53% 10,265,000 52% 

Contract/Auxiliary 
agents 

1,374,600 8% 1,300,000 7% 

Local Agents 139,700 1% 157,000 1% 
Other5 Title 1 
costs  

1,937,000 11% 2,097,000 11% 

Title 1 total 13,050,900 73% 13,819,000 70% 
Title 2 1,543,100 9% 1,750,000 9% 
Title 3 3,390,000 19% 4,303,000 22% 
Total Titles 
1+2+3 

17,984,000 100% 19,872,000 100% 

Earmarked Revenue 
Title 4 423,622  Not known yet  
Title 5 525,252  Not known yet  
Title 6 414,618  -  
Total Titles 
4+5+6 

1,363,492    

Grand total (all 
titles) 

19,347,492    

 

                                                 
4 Human Capital Development. Refers to the expertise field of ETF core business. 
5 Other Title 1 costs include, amongst others, costs for missions (BL1300), recruitment (BL1180), socio medical (BL1430), 
meetings (BL1700), staff development (BL1440), staff exchange (BL1520), supplementary services (BL1172 and 1177) 
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1.1.4 Organisation chart  

 

1.2 General presentation of the staff policy followed by the ETF 

ETF has adopted a HR strategy on 24 September 2007 attached in annex for information 
(see annex VII).  

It has adopted a specific Job Description framework on 17 July 2007 to provide a coherent 
basis for deployment of its human resources and support internal mobility (see annex I bis) 

1.2.1 Type of staff, type of employment and duration of employment required to fulfil the 
missions and tasks 

- Temporary agents on long term employment 
The criterion of the ETF in the identification of a post as being of a long-term nature is the 
following:  

• Posts covering tasks of a permanent nature (administration, operations, managerial 
related functions) necessary to safeguard continuously required competences in the 
specific area. 

 
For tasks of a permanent nature at an administrative support and junior professional level no 
further recruitment will normally take place as Temporary Agents for grade from AST 1 to 
AST 3 (as mentioned from 2007 ETF SPP onwards), and this type of tasks will be normally 
covered by Contract Agents.   
This does not mean that currently employed Temporary Agents on these tasks will see their 
contractual relationship with ETF altered, but that when one of these positions becomes 
vacant, unless Internal Mobility or Interagency Job Market is activated, it will be replaced by 
a Contract Agent. 
 
As a result the current balance between Temporary Agents AD and AST staff will evolve in 
time. This can already been witnessed by the evolution of ETF Establishment Plan for 2007 



 6

(minus 5 AST posts at the lowest grades) and in the Establishment Plan for 2008 (minus 4 
AST posts at the lowest grades too) and in that of 2009 (minus 5 AST and plus 5 AD).   
 
Temporary Agents, who will take up posts having a long term perspective, will be normally 
recruited at the levels indicated below taking into account, in particular, the job market for the 
specific job profiles concerned. 
 

• AST 4 as an ad-hoc decision for Professionals where specific technical knowledge is 
required and longer professional experience (posts such as IT officers, budget officer, 
HR officer, project officer …) 

• AD 5 to AD 7 for posts such as Human Capital Development Specialist (Expert 
functions), Senior Professionals where specific deep technical knowledge is required 
(posts such as Legal advisor, Liaison officer etc.) 

• AD 9 for Middle Managers and AD 9 (or above) for Senior Managers. The exact 
grade will depend on the complexity of the Unit/Department and the level of expertise 
required. 

 
Long-term Temporary Agents are generally offered contracts of 3 years, renewable for 
another fixed period of 3 years, leading to a possible further renewal for an indefinite 
duration. 

 
 
- Temporary agents on short term employment 

The post of Director is renewable once for a fixed period and hence is considered short term. 
 
Recruitments of Lead and Senior specialists at AD9 level from selection procedures 
launched from 2007 onwards will be considered as short-term.  
 
This will lead to regularly updated (through 10 years maximum contractual cycle) influx of 
new expertise in coherence with the Mid-Term Perspective adopted by the Governing Board 
and ETF recast regulation.   
 
Temporary Agents, who will take up posts having a short term perspective, will be normally 
recruited at the levels indicated below taking into account, in particular, the job market for the 
specific job profiles concerned. 
 

• AD14 for the post of Director  
• AD 9 for posts such as Senior and Lead Human Capital Development Specialist  

 
Short-term Temporary Agents are offered contracts of up to 5 years, renewable for another 
fixed period of up to 5 years. 
 
NB: Both for Long-Term and Short-Term Temporary Agents, recruitment at grade AD 9, and 
above in exceptional cases, shall remain within the limits of 20% of recruitments per year 
(averaged over five years) for long-term employment within the Agency. Middle management 
(as defined in the EC draft model implementing rule on middle management) is not part of 
the 20% restriction. In 2007 the ETF recruited 2 non-managerial AD9 out of a total number of 
8 recruitments and in 2008 1 non-managerial AD9  out of a total number of 5 recruitments, 
which is equivalent to 23%. 
ETF needs to face the recast regulation in 2009 and in subsequent years so the needs to 
adapt its expertise profile might make it difficult to stay strictly within this limit in the first 
years. 
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- Contract agents 

Number of Contract Agents 

 2008 
(actually filled as at 

31.12.2008) 
2009 

(envisaged) 
2010 

(envisaged) 

GF IV 3 3 3 

GF III 16 17 18 

GF II 12 14 12 

GF I    

Total 31 34 33 

Including CA paid out 
of associated 
earmarked revenue 
(MEDA-ETE project) 

3 2 0 

 

- Contract agents on long term employment 

The criterion of the ETF in the identification of a post as being of a long-time duration is the 
following: for posts covering tasks of a permanent nature (administrative or operational 
support tasks) in order to safeguard continuous support in general administrative or 
operational areas to Temporary Agents 
 
The recruitment Function Groups and grades for Contract Agents are as follows:  
 

• FGI for archivist, mailing and mass copy support staff (manual and administrative 
support tasks) 

• FGII and III for Administrative and Technical Support Staff as well as Professional in 
the Service category (clerical and secretarial tasks; financial, HR, IT, project  etc. 
support and assistance)  

• FGIV for Professional in the Service category where specific deep technical 
knowledge is required (administrative, advisory tasks) 

 
Rules on grading of Contract Agents are laid down in the ETF general implementing 
provisions governing the procedures on recruitment and use of contract agents adopted by 
the ETF Governing Board, in line with article 110 of the Staff Regulations (see annex III). 
 
Long-term Contract Agents are offered contracts of up to 5 years, renewable for another 
fixed period of up to 5 years. Further renewal may lead to prolongation of an indefinite 
character in line with article 85 of the CEOS and the related ETF Implementing Rules. All 
renewals of contracts are subject to a thorough examination of the performance (including 
conduct and efficiency). Renewals also depend on available budgetary provisions and ETF 
planned needs for the future. 
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- Contract agents on short term employment 
The ETF criteria used to identify contract agents for short term employment are the following: 
 

- Reinforcement of capacities in areas of work needing staff within a specific area 
of expertise for a limited time period or where long-term requirement has not yet 
been defined. 

- To work with specific, time limited projects. 
- Reinforcement of existing capacities in support functions when necessary. 
- To fill gaps during long-time absences. 

 
Out of the 31 Contract Agents that are in post on 31/12/2008, 3 are of a short term nature. 
This short term nature is partly linked to:  
- the replacement of absent staff (1 FGIII),  
- fixed-term tasks related to a specific project like MEDA-ETE6 project which is limited in 

time (1 FGIII and 1 FGII whose costs are covered by associated earmarked revenue) 
  
Short-term Contract Agents are offered a contract whose duration depends on the reason for 
their recruitment.  Their contract duration shall be limited to the duration of the particular 
situation that leads to their recruitment (replacement of staff in maternity or parental leave, 
extra workforce or specific expertise needed etc...).   If the duration of the particular situation 
that leads to their recruitment extends, their contract may be extended in line with article 85 
of the CEOS and the related ETF Implementing Rule. 

1.2.2 Type and number of posts, job titles, duration of employment, grade 
corresponding to the tasks and functions (see annex I) 

ETF adopted a job description framework (see annex I bis) that defines categories of jobs 
that the ETF needs to deploy in order to achieve its mission.  

 

1.2.3 Selection procedures in regard to the different types of employment 

There is no difference in selection procedures depending on the estimated length of initial 
contract.  

                                                 
6 The overall objective of the MEDA-ETE project is to support MEDA  partners in the design of relevant technical and vocational 
education and training policies that can contribute to promote employment through a regional approach. The project is financed 
by the European Commission (AIDCO). 
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Selection procedure for Contract Agents 
 
The selection procedure for Contract agents is laid down in the ETF general implementing 
provisions governing the procedures on engagement and use of Contract Agents adopted by 
the ETF Governing Board in 2006, in line with article 110 of the Staff Regulations (see annex 
III). 
 
 
Selection procedure for Temporary Agents 
 
The selection procedure for Temporary agents is laid down in the ETF general implementing 
provisions governing the procedures on engagement and use of Temporary Agents adopted 
by the ETF Governing Board in 2007 and further amended and adopted by the ETF 
Governing Board in January 2009, in line with article 110 of the Staff Regulations (see annex 
IV). 
 
Both selection procedures include the following main steps: 
 

- Setting up of a Selection Assessment Board (SAB) representing the recruiting 
Unit/Department, HR Unit and Staff Committee representative that has to be 
approved by the Director; 

- Drafting of the vacancy notice by the SAB and approval by the Director before 
publication; 

- Publication of the vacancy notice at least on the website of the ETF and on the EPSO 
website fixing eligibility and selection criteria (including competences needed and 
assets), indicating also and amongst other things the type and duration of contract 
and the recruitment grade; 

- Pre-screening of  candidates’ CVs on the basis of eligibility criteria mentioned in the 
vacancy notice is performed by HR Unit staff; 

- Screening of eligible candidates on the basis of CVs according to selection criteria 
mentioned in the vacancy notice is performed by the SAB; 

- Invitation of selected candidates for interview and written tests covering the specific 
competences in the area of expertise, general aptitudes, language abilities, 
knowledge on European integration and the institutions; 

- Assessment of candidates by the SAB who then proposes a short list of successful 
candidates to the Director.  The reserve list of most suitable candidates is established 
by the Director; 

- All candidates who participated in the interviewing process are informed in writing on 
the result of the selection procedure. 

 
For selection procedures on the basis of EPSO established reserve list, see details in ETF 
implementing rules (annex III and IV) 
 
1.2.4 Career profiles in regard to the different types of employment  

As mentioned in the ETF HR strategy adopted in September 2007, formal management of 
performance is carried out through the Performance Appraisal System (currently under 
simplification and improvement) which, for staff whose contribution exceeds expectations, 
may result in a re-grading if the qualitative demands of the work which they are carrying out 
merit reward at a higher grade.  However, not all noteworthy achievements are on a scale 
which merits reward at a higher grade and the ETF will strive to give recognition to those by 
other means, such as highlighting them in the staff newsletter; allowing the individual staff 
development opportunities to take their achievement further; recognising collective team 
performance etc.  Annual Dialogue meetings will also be used to identify new opportunities 
for staff development via a Personal Development Plan and staff may be encouraged to 
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apply their competences to new fields of work or within a different context (e.g. through 
internal mobility or internal temporary attachments).  

The ETF has an Annual Dialogue exercise (currently under revision) which embraces the 
setting of objectives, their mid-year review and the yearly appraisal of the performance. By 
reviewing it, the ETF wants in particular to: 
- emphasise the importance of constructive, regular and open feedback throughout the year 
- ease the process of setting objectives 
- ensure better coherence and consistence throughout the organisation.   
In brief, the process implies that: 
o Each staff member has his/her objectives fixed at the beginning of the year N by his/her 

Line Manager and/or Team coordinator.   
o These objectives can be reviewed in the course of the year to reflect evolving 

expectations from the sector concerned.   
o Each staff member is encouraged to meet regularly with his/her Line Manager to review 

progresses, identify difficulties and amend objectives.   
o At the beginning of the year N+1, all staff members do a self-assessment of their 

performance in relation to the objectives set for the year N.   
o The respective Line Managers and/or Team coordinators review those self-

assessments and make their own analysis and assessment. 
o The Countersigning Officers (hierarchical superiors of Line Managers/team 

coordinators) add their own analysis.    
o Staff members get back that review in order they acknowledge receipt of all comments 

and eventually add their final comments.  
o Those evaluation reports are then passed to the HR for filing7.   Staff members who 

wish to appeal can do so in accordance with article 43 of the Staff Regulations.   
 
On the basis of the past performance as well as a supporting note from the respective Line 
Managers, a promotion board, established by the Director, proposes to the Director a short 
list of staff members to be considered for reclassification/promotion on the basis of merit. 

The Director takes decision taking into account the limits authorised by the ETF’s 
establishment plan and budget.  

The latest promotion procedure dates back May 2008 and the decision on the deployment in 
ETF of a promotion/reclassification scheme was backed up by ETF Governing Board in 
February 2000 (pre-dating the 2004 revision of the Staff Regulations). It is meant to be 
updated during 2009.   

1.2.5 Statistics and general orientations to promote equal opportunities and concrete 
measures planned in order to ensure equal treatment among staff members, in 
particular between men and women 

The ETF adopted in September 2005 a policy on equal opportunities (see annex V). 
 
Over the years the number of female staff employed in the AD function increased to nearly 
reach the same number of male staff.  

However, the imbalance that can be noted is amongst Assistants where male staff members 
are under represented.  Although the ETF is committed to increase the number of male staff 

                                                 
7 The ETF is currently developing an Electronic system to support the Annual Dialogue exercise which will lead to secured 
electronic archiving. 
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members employed in the AST function group, it has to be noted that applications for AST 
positions are largely from female candidates.  
 

Function Group  F M Grand 
Total 

AD 24 26 50 
AST 26 10 36 
II 9 3 12 
III 14 2 16 
IV 1 2 3 
AL/N2 1 2 3 
Grand Total 75 45 120 

 
 
1.2.6 Statistics on geographical balance (Temporary, Contract and Local Agents) 

Nationality Total Total 
A 2 1,67% 
B 7 5,83% 

BG 2 1,67% 
CZ 1 0,83% 
D 7 5,83% 

DK 5 4,17% 
E 5 4,17% 

EE 2 1,67% 
EL 1 0,83% 
ES 1 0,83% 
F 8 6,67% 

FIN 3 2,50% 
Fyrom 1 0,83% 

GB 10 8,33% 
I 46 38,33% 

IRL 3 2,50% 
L 1 0,83% 

NL 6 5,00% 
P 1 0,83% 

PL 2 1,67% 
RO 2 1,67% 

TUN 2 1,67% 
TUR 1 0,83% 
LV 1 0,83% 

Grand 
Total 120 100,00% 

 

1.2.7 Mobility policy in regard to the different types of employment 

Mobility within the agency 

The ETF adopted an internal mobility policy in June 2006 (see annex VI).   
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Mobility among agencies (Interagency Jobmarket) 

The ETF disseminates its vacancy notices to the other agencies and publishes the vacancy 
notices of other agencies as a basic principle.  
 
The ETF takes part in the interagency job market in accordance with the agreement between 
agencies signed in this respect. The basis of the Agency’s participation in the interagency job 
market is to offer possibilities of mobility to staff in agencies by assuring a continuation of 
careers and grades.  

Mobility between the agencies and the institutions 

The ETF has no post of Officials and mobility is not applicable to Temporary Agents.  
Contract Agents to which mobility applies have only been recently engaged and therefore no 
useful statistics can be provided.  

Nevertheless, recruitment of Temporary Agents/Officials from other agencies/institutions and 
recruitment of ETF Temporary Agents by other agencies/institutions are roughly balanced.  
Two major parameters have an influence on these flows:  

1. The end of Tempus Technical Assistance and the transfer of the function to another 
agency (which has created until mid 2008 exceptional departing flow);  

2. The age of the agency which is at a mature stage and by its size can only offer limited 
career advancement perspectives to its staff while larger agencies which have been recently 
created are actively recruiting experienced staff from other agencies including ETF  

 

2 - OVERVIEW OF THE SITUATION OVER NEXT THREE YEARS 

The development of the ETF multiannual Staff Policy Plan is driven by five main principles: 
  

- Phasing in of a broaden thematic mandate and geographic scope within renewed 
external relation policies as part of the recast regulation that was approved in 
December 2008 

- Deployment of Contract Agents (first recruitments took place in 2006) within the 
limit set by the Staff Regulations and ETF specific Implementing Rule 

- Average turnover of 10 staff members per year with replacement in line with the 
Staff Regulations and related implementing rules and policy expressed in this 
paper  

- Forecast rate for reclassification/promotion of an average over time of 10% of all 
staff as long as compatible with the limits authorised by the agency’s 
establishment plan and budget.  

 

2.1 Turnover due to retirement or termination of employment 

2.1.1 Turnover in the agency because of retirement 

Two persons will reach the retirement age of 65 years during 2009, one during 2010 and one 
during 2011 and 2 in 2012. 
(Remark: the above mentioned figures reflect the maximum mandatory retirement age and 
alterations are possible due to individual staff decision to retire earlier). 
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2.1.2 Turnover in the agency because of end of staff service (other than retirement) 

Based on historical trends, the ETF has estimated the number of end of services (other than 
retirement) to an average of 9% except between 2007 and 2008 when it is higher (11.9% in 
2007 and 11.3 in 2008), in particular, due to the end of Tempus Technical Assistance 
activities at the ETF in June 2008.  It has to be noted that, at any point in time, natural 
turnover is creating vacant posts of between 3 and 5% in the Establishment Plan.  This 
corresponds to the difference between short notice period given by departing staff and the 
longer recruiting time needed especially for highly skilled staff already in employment at the 
time of job offer. 

Replacements will be done in accordance to the logic exposed under 1.2. 

2.2 Career developments in the agency: expected promotion and 
reclassification 

To date, the average promotion/reclassification rate has been 10% of all staff. It is therefore 
the basis for the forecast for the period 2009-2012, as long as compatible with the limits 
authorised by the agency’s establishment plan and budget. 

In addition to the above mentioned, it has to be noted that there is also the natural salary 
increment linked to the increase in step resulting from seniority that takes place automatically 
every 2 years. 

Evolution of promotions/reclassification over years: 

  2008 2007 2006 2005 2004 2003 2002 2001 
% of all 
staff 8% 11% 10% 6% 14% 10% 9% 14% 

 

2.3 Workload:  

The 2010 Work Programme will support the strategic actions related to the Mid-term 
perspective for the period 2010-13, to be adopted by the ETF Governing Board in November 
2009.  

Throughout 2010, the ETF will continue to develop its corporate communication function of 
reinforcing its capacity to explore approaches to improve the dissemination of relevant 
material, and to keep the Commission services, both in the field and at headquarters, fully 
informed of its operations, initiatives and contacts.  This will involve a broader use of audio-
visual and web-based media to disseminate ETF actions and results in its work with partner 
countries.  
The ETF will also further adapt its organisational processes and ways of working to the 
environment created by the new external assistance instruments.  This will include aligning 
the ETF’s management and internal control systems and its core business of working with 
transition and developing countries to apply human resource development strategies to 
socio-economic development 
ETF Activities in 2010 will continue to focus on three main themes:  Contributing to education 
reform in the regions covered by the External Assistance instruments and supporting the 
European Commission.   
  
1. Contributing to education reform in IPA, ENPI, and DCI (Central Asia) regions.   
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The objectives of the ETF in this area are to ensure that: 
 
− ETF sector policy analysis and advice are incorporated by stakeholders in the 

modernisation of their education sectors to support  increased employability and  
participation in education and training throughout the lifecycle 

- Stakeholder capacities to define and implement education sector reform are 
strengthened and awareness raised on relevant EU experiences ; 

- Sector analysis, programming and project support adopted in IPA assistance; 
- Stakeholders from education sector, social partners and civil society are actively engaged 

in education reform process. 
 
2.  Supporting the European Commission and Partner Country policy development through 
innovation and learning.  Within this theme, the ETF objectives are that  
 
- Capacities in information, analysis, and policy analysis and advice are built in partner 

countries;  
- Approaches to stakeholder capacity building are developed and implemented  
- Information exchange capacities among international organisations and donors engaged 

in HRD in partner countries are developed; 
- Methodologies for sector policy and programming input to Community assistance 

programmes in relevant fields developed and piloted; 
- Appropriate policy lessons from EU and other relevant contexts for dissemination 

in/among partner countries captured and assessed. 
 
3.  Providing support to the European Commission in relation the external dimension of 
internal EU policies in the area of human capital development. 
 
 
Analysis 
 
The workload in fulfilling the mission is as follows: 
 
- Support to activities under the Instrument for Pre-accession 32.5% 
- Support to activities under the European Neighbourhood Partnership Instrument 32.5% 
- Support to the Development and Co-operation Instrument  15% 
- Support to Innovation and Learning 20% 

 
The ETF will concentrate its activities in partner countries where the Community is actively 
investing in HRD and where the preconditions for reform are in place (a stable institutional 
environment and a commitment to education reform).   
 
Based on the external evaluation report, ETF experience and the planning assumptions in 
the MTP, the ETF’s main functions are the provision of policy analysis and advice and input 
to Community assistance. The capacity building, dissemination, information exchange and 
evaluation of training assistance contribute to these. The ETF’s distribution of resources is as 
follows:  
 
– 20% education policy analysis and support 
– 24% partner country policy capacity building; 
– 39 % input to Commission sector programming and project cycle; 
– 10% dissemination and networking; 
– 3.5% information exchange among donors and international organisations;  
– 3.5% evaluation of training assistance. 
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In general the deliverables in the table below are based on the functions proposed by the 
Commission in COM (2006)832 final and on the experience in reform support developed by 
the ETF in the period 2000-06.  The complexity and cost will evolve with the recast 
regulation.8 
 
Functions 2000-06 

 
Deliverables limited to 
vocational training and 
employment subsector 

2007-13 
 

Deliverables encompassing entire 
education sector and its links with 
competitiveness, employment and social 
cohesion 

Information and 
policy analysis 

Policy review and advice Policy review, analyses, and advice on the 
design of reform measures with active 
involvement and engagement of national and 
local stakeholders 

Capacity building Regional seminars and peer 
reviews and site visits for partner 
country stakeholders 

National events targeted at key stakeholders 
and policy makers and focused on specific 
policy priorities and implementation 
challenges of partner countries 

Information 
exchange among 
relevant international 
organisation and 
donors 

Networking and periodic meetings 
among relevant international 
organisations and aid 
organisations 

Networking and periodic meetings among 
relevant international and aid organisations, 
including staff exchanges, joint events, 
conferences and publications and analyses 
and information dissemination events for 
Commission Services. 

Support to 
Community 
assistance 

Programming analysis and project 
identification  

Support facility per priority country including 
sector analysis, programming project cycle 
support progress reporting, and HRD reviews 
and analyses of policy 

Dissemination and 
Networking 

Establishment and management 
of partner country and (sub) 
regional networks of stakeholders 
to disseminate EU policy 
approaches in sub sector 

Establishment and management of partner 
country and ( sub) regional networks of 
stakeholders to disseminate EU policy across 
the education sector and links with the labour 
market 

Evaluation of 
effectiveness of 
training assistance 

Periodic review of VET assistance 
in a partner country context on 
request of the Commission 

Periodic review of assistance to education 
sector in a partner country on request of the 
Commission and ETF evaluation of its 
contributions to partner countries 

ETF Capacity 
Building 

Staff development activities to 
maintain ETF staff expertise 

Staff development, knowledge management 
and recruitment activities to maintain ETF 
expertise and raise capacity 

ETF Action research Pilot action research projects to 
test reform models based on EU 
policy approaches in partner 
countries 

Pilot action research and learning projects to 
test reform models based on EU approaches 
in partner countries and the provision of 
evidence based advice to Commission 
Services 

                                                 
8 Brussels, 25.7.2007 COM(2007) 443 final 
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In 2010, the outputs for the ETF will be as follows9: 
 
Outputs Type of Output No of Outputs 

2010 
Support to activities under the Instrument for Pre-
accession 

  

 HRD policy review 4 
 Capacity Building actions 33 
 Support to programming cycle 8 
 Dissemination and Networking 8 
 Effectiveness analysis 1 
Total Outputs for IPA region  54 
   
Support to activities under the European 
Neighbourhood Partnership Instrument 

  

 HRD policy review 4 
 Capacity Building actions 41 
 Support to programming cycle 10 
 Dissemination and Networking 8 
 Effectiveness analysis 1 
Total outputs for ENPI region  64 
   
Support to the Development and Co-operation 
Instrument  - Central Asia 

  

 HRD policy review 2 
 Capacity Building actions 19 
 Support to programming cycle 5 
 Dissemination and Networking 4 
 Effectiveness analysis 0 
Total outputs to DCI region  30 
   
Support to Innovation and Learning Capacity building for policy 

analysis and sector support 
1 

 Action learning research 
projects 

6 

 Information exchange among 
relevant bodies 

3 

Total innovation and learning  10 
 
 

2.4 Consequences of 1., 2. and 3. on the number of staff in the agency for the 
next 3 years 

2.4.1 Corresponding to the PDB transmitted to the budgetary authority for the first 
following year (N)  

The ETF needs to adapt its workforce with highly qualified Human Capital Development 
specialists in additional fields as per its recast regulation expect to enter into force in 2009. 

− The ETF is planning to deploy in 2009 up to 93 long-term Temporary Agent and 
up to 3 short term Temporary Agents posts, the final number (maximum 96) 
depends on the 2009 budget constraints.   

− In 2008 the following starts of service took place: 3 HCD specialists (AD7), 1 HCD 
senior experts (AD9), 1 Head of Unit (AD9). In 2009, as a consequence of 
selection procedures launched in the past and forthcoming ones, it is planned to 

                                                 
9 Outputs as projected for the ETF under its Recast regulation. Brussels 25.7.2007 COM 443 final: annex 1 
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recruit up to 5 new Temporary Agents (1 HCD specialist starting early 2009, and 
up to 4 additional ones) 

− Future retiring staff members will be replaced in line with the Staff Regulations 
and related implementing rules and policy expressed in this paper. The adaptation 
of the planned forthcoming Establishment Plan has been done in order to reflect 
these factors as well as possible reclassifications.  

− In 2009, the establishment plan for AD posts has been strengthen by reducing the 
equivalent number of AST posts.  

2.4.2 Indicative for the two consecutive years (N+1 and N+2) 

− The ETF is planning to have in 2010 and 2011, 92 long term Temporary Agent 
Posts and 4 short term Temporary Agents posts.  It is planned that the number of 
short term Temporary Agents shall slightly grow in order to reinforce Lead 
Expertise in Human Capital Development.  

− In 2010 and 2011 continuous strengthening of expertise task force will be the 
priority as well as providing the adequate organisational support in order HCD 
specialists can concentrate on the core business and ETF continues increasing its 
efficiency as a whole. 

− In 2010 and 2011 the future retiring staff members will be replaced in line with the 
Staff Regulations and related implementing rules and policy expressed in this 
paper.  The adaptation of the planned forthcoming Establishment Plan has been 
done in order to reflect these factors as well as possible reclassifications.  

− It is anticipated that the number of TA posts for 2010 and 2011 remains at 2009 
level in order the ETF can guarantee to fulfil its enlarged mission, to face the 
recast regulation and guarantee respect of the regulatory environment in which it 
evolves. 

 
The anticipated requirements from ETF in its centre of expertise activities as exposed in the 
point 3 below would require ETF to adapt its Human Resources as follow during 2009-2012: 
 
Increase of expertise function by concentrating recruitments on HCD specialists/senior 
specialists 
Support HCD specialists/senior specialists with administrative staff 
 

End 2009-2012 build up to match recast regulation  

Temporary Agents 
AD staff 

To cover expertise needs linked to centre of expertise 
broaden mandate. 
 Up to 10 HCD Specialists/Senior Specialists  

 
Temporary Agents 
AST Staff 

 

Contract Agents 
Function Group 
II/III/IV 

To support HCD Specialists/Senior Specialists and  
ensure compliance with good administrative standards 
 Up to 5 assistants/professionals 

 
Total  10 Specialists/Senior Specialists. 

 5 Support/Professionals (CA). 
 
 
The planned recruitments for 2009-2010 to replace regular turnover and strengthen 
capacities for ETF recast regulation, an average forecast promotion rate of 10% of staff and 



 18

the automatic increase in step, as well as possible increase in weighting factor and usual 
yearly salary adaptation leads to a Title 1 budget for 2010 at the same level as in 2007 
(without reserve) plus natural increase. 2008 budget was indeed exceptionally low (minus 
6% between 2007 and 2008) and therefore the increase between 2008 and 2009 is 6%. 
Once the budget is reinstated at his 2007 level, ETF Title 1 budget will come back to a more 
stable inflation rate of 2%. 
 
Planned staffing budget for Title 1 over the coming years and comparison with 2007: 
 

2007 2008 2009 2010 2011
13,819,000   13,050,900       13,819,000       14,095,380       14,377,288        

 
Evolution: 
 
From 2007 to 2008 768,100-            -6% decrease
From 2008 to 2009 769,100            6% increase
From 2009 to 2010 276,400            2% increase
From 2010 to 2011 281,928            2% increase  
 

3. ADAPTATION OF THE ESTABLISHMENT PLAN FOLLOWING THE STAFF POLICY DEFINED IN I 
AND THE EVOLUTION FORESEEN FOR THE NEXT 3 YEARS IN II 

Following the staff policy as defined in point 1 and the evolution for the next 3 years as 
foreseen in point 2: 

- the establishment plan N will be drawn up as presented in the preliminary draft budget; 

- the establishment plans N+1 and N+2 will show indicative numbers of posts and grades 
and will be subject every year to possible adaptations to the evolution and situation of the 
agency. 

4. SCHOOLING 

Turin has a range of schooling opportunities at different levels.  This is due in particular to the 
presence in Turin of the International Labour Office (ILO) activities predating the 
establishment of the ETF and to specific efforts made by the Italian Authorities. This 
diversified offer targeting a broader community than ETF staff has proven not to need 
specific agreements with eventual direct financial contribution to be put in place. 

Nevertheless, the schooling available in Turin does not cater sufficiently for all nationalities 
and this might be a barrier for staff in mid-career. 

Amongst the schools of main interests, we can find the following three:  

Altieri Spinelli: international state school covering ISCED 0 to 3. In every grade of school, the 
teaching of languages is carried out by Italian state teachers and by English, French and 
German mother tongue advisors. 
International School of Turin: private, college-preparatory school offering a complete 
academic program in English covering ISCED 1 to 3. The school's curriculum is international 
and leads to the completion of both the American college preparatory diploma and the 
International Baccalaureate (IB) Diploma.    
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Lycée français Jean Giono: French school, covering ISCED 0 to 3 offering curricula in 
French and Italian as well as in English (gradually from 2009). 

5. STATE OF PLAY OF IMPLEMENTING RULES ADOPTED BY THE AGENCY CONSISTENT WITH 
ITS STAFF POLICY 

By decision of the ETF Governing Board, the ETF applies by analogy all European 
Commission Implementing Rules until all specific provisions have been adopted by the ETF.  
 
Until now, 24 Implementing Rules have been adopted by the ETF Governing Board and 3 to 
7 shall be submitted for their approval in 2009. They are as follows:  
 

N° Description 
1 Taking into account, for purposes of calculating pension rights, of periods of 

activity previously completed by staff before they resume active employment 
2 Transferring pension rights 
3 Transferring pension rights - Transitional measures 
4 Purchase of additional pension rights 
5 Granting the household allowance by special decision 
6 Persons to be treated as dependent children  
7 Determining the place of origin 
8 Family allowances to be paid to a person, other than the official, who has custody 

of one or more of the official's dependent children 
9 Grant of the education allowance  

10 Travel expenses from the place of employment to the place of origin  
11 Parental leave 
12 Family leave 
13 Transitional measures required by the revision of the Staff Regulations of Officials 

and the Conditions of Employment of Other Servants of the European 
Communities 

14 Facilities for disabled persons 
15 Introducing implementing provisions on absences as a result of sickness or 

accident 
16 Leave on personal grounds for officials and unpaid leave for temporary and 

contract staff of the European Communities 
17 Outside activities and assignments 
18 Provisions governing the recruitment and use of Contract Agents 
19 Part time 
20 Engagement of Temporary Agent 
21 Grading of Temporary Agents 
22 Reimbursement of medical expense 
23 Staff Committee Regulations 
24 Performance appraisal of Director 

 
The implementing rule on temporary management posts and that on middle management 
have been sent to DG Admin for approval. 

Planned for 2009: 

Anti-harassment policy 
Performance Appraisal 
Promotion/Reclassification 
Disciplinary issues 
Missions 
Special leave 
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Annexes 

I - Staff Policy = type and level of employment corresponding to the tasks and the 
functions 

I bis – Job description framework 

II – Adaptations to the establishment plan in the first year (N) and indicative 
adaptations in the following years (N+1 and N+2) 

III – ETF General Implementing Provisions on the Procedures Governing the 
Engagement and Use of Contract Agents 

IV – ETF General Implementing Provisions on the Procedures Governing the 
Engagement and Use of Temporary Agents 

V – ETF Equal Opportunities Policy 

VI – ETF Internal Mobility Policy 

VII – ETF HR Strategy
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ANNEXE I - Type and level of employment corresponding to the tasks and the functions  

Agency’s activities and tasks  Function as per ETF Job 
description framework 

Type and duration of employment / contract Functions Group and Grade 
of recruitment if position 
becomes vacant 

Number of Staff employed 

Directorate (2.5) Senior Manager 
Professional 
Administrative support 

TA short-term of (5+5) 
TA/CA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 

AD 14 
AST 4/FG III/FG IV 
FG II 

1 
1 
0.5 

 Administration Core 
(6) 

Senior Manager 
Professional 
Administrative support 

TA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 

AD 9-12 
AST 4/FG III/FG IV 
FG II 

1 
3 
2 

Quality, planning, 
administrative 
support (7) 

Coordinator 
Professional 
Administrative support 

TA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 

AD 5-7 
AST 4/FG III/FG IV 
FGII 

1 
1 
5 

Human Resources 
(8) 

Middle Manager 
Professional 
Administrative support 

TA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 

AD 9 
AST 4/FG III/FG IV 
FG II 

1 
2 
5 

Finance and 
procurement (10.5) 

Middle Manager 
Professional  
Administrative support 

TA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 

AD 9 
AST 4/FG III/FG IV 
FGII 

1 
3 
6.5 

 
 
 
 
 
 

Administration 
(41.5) 

 

Infrastructure and 
technologies 
management (10) 

Middle Manager 
Coordinator 
Professional 
Administrative/technical support 

TA long-term (3+3 + indefinite) 
TA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 

AD 9 
AD 5-7 
AST 4/FG III/FG IV 
FG II 

1 
1 
3 
5 

 
 
Operations (67) 

Senior Manager 
Middle Manager 
Expert/Senior Expert 
Professional 
 
Administrative support 

TA long-term (3+3 + indefinite) 
TA long-term (3+3 + indefinite) 
TA long-term (3+3 + indefinite)/SNEs/TA short-term (5+5) 
TA/CA long-term (3+3 + indefinite) + CA short term (3) 
 
TA/CA long-term (3+3 + indefinite) + CA short term (3) 

AD 9-12 
AD 9 
AD 7 / AD 9 /SNEs 
AST 4/FG III/FG IV 
 
FG II 

1 
3 
44 
12(+1 from earmarked revenue 
until 10/2009) 
7 (+1 from earmarked revenue 
until 10/2009) 

 
ETF Communication (10) 

Senior Manager 
Coordinator 
Professional 
Administrative support 

TA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 

AD 9-12 
AD 5-7 
AST 4/FG III/FG IV 
FG II 

1 
1 
4 
4 

 
Planning Monitoring and Evaluation (8) 

Senior Manager 
Expert 
Professional 
Administrative support 

TA long-term (3+3 + indefinite) 
TA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 
TA/CA long-term (3+3 + indefinite) 

AD 9-12 
AD 7 / AD 9 
AST 4/FG III/FG IV 
FG II 

1 
1 
3 
3 



ANNEX I bis (available only in English) 
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Annex II – Adaptations to the establishment plan in the first year (N) and indicative adaptations in the following years (N+1 
and N+2) 

Officials TA - LT TA - ST Total Perm Temp Total Perm Temp - LT Temp - ST Perm Temp Total
AD16 0 0 0 0
AD15 0 0 0 0
AD14 1 1 1 1 1 1
AD13 1 1 3 3 2 3 3
AD12 8 8 8 8 -2 -1 5 5
AD11 13 13 10 10 13 13
AD10 3 3 5 5 1 4 4
AD9 14 2 16 13 13 -1 2 1 18 18
AD8 6 6 11 11 -2 4 4
AD7 10 10 8 8 10 10
AD6 1 1 0 0 1 1
AD5 0 0 0 0 0
Total AD 56 3 59 59 59 -5 5 0 0 0 0 59 59
AST11 0 0 0
AST10 2 2 3 3 1 3 3
AST9 4 4 8 8 -1 3 6 6
AST8 4 4 4 4 -3 1 2 2
AST7 7 7 7 7 -1 7 7
AST6 9 9 10 10 10 10
AST5 2 2 4 4 4 4
AST4 5 5 1 1 -1 1 5 5
AST3 1 1 0 0 0
AST2 3 3 0 0 0
AST1 0 0 0 0
Total AST 37 0 37 0 37 37 -5 5 0 0 0 0 37 37
Overall 
Total 0 93 3 96 0 96 96 -10 10 0 0 0 0 96 96

Grade

Year N-1 (2009) Year N (2010)

Staff Establishment 
Plan

Establishment 
PlanStaff evolution Organisational evolution

New posts
Estimation

(Provisional Draft 
Budget)

Employed on 31.12 2009 
(estimation) Authorised Promotion / Career 

advancement Turn-over

Officials TA - LT TA - ST

0 0

TA - LT TA - ST

0 -1 1

Officials

0 0

0 0 0 -1 1

0 0 0
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Perm Temp Total Officials TA - LT TA - ST Officials TA - LT TA - ST Perm Temp - LT Temp - ST Perm Temp Total
AD16 0 0 0 0 0
AD15 0 0 0 0 0
AD14 1 1 0 1 1
AD13 3 3 0 4 4
AD12 5 5 0 5 5
AD11 13 13 0 12 12
AD10 4 4 0 4 4
AD9 18 18 -1 0 19 19
AD8 4 4 1 0 2 2
AD7 10 10 0 12 12
AD6 1 1 0 0 0
AD5 0 0 0 0 0
Total AD 0 59 59 0 5 0 0 0 0 0 0 0 0 59 59
AST11 0 0 0 0 0
AST10 3 3 0 3 3
AST9 6 6 0 8 8
AST8 2 2 0 4 4
AST7 7 7 0 5 5
AST6 10 10 0 10 10
AST5 4 4 -1 0 4 4
AST4 5 5 1 0 3 3
AST3 0 0 0 0 0
AST2 0 0 0 0 0
AST1 0 0 0 0 0
Total AST 0 37 37 0 0 0 0 0 0 0 0 0 0 37 37
Total 0 96 96 0 5 0 0 0 0 0 0 0 0 96 96

New posts Provisional planning

Year N+2 (2011)

Establishment Plan Staff evolution Organisational evolution Establishment Plan

Year N+1 (2010)

Provisional planning

Grade
Promotion / Career 

advancement Turn-over
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Perm Temp Total Officials TA - LT TA - ST Officials TA - LT TA - ST Perm Temp - LT Temp - ST Perm Temp Total
AD16 0 0 0 0 0
AD15 0 0 0 0 0
AD14 1 1 0 1 1
AD13 4 4 0 4 4
AD12 5 5 0 6 6
AD11 12 12 -1 0 11 11
AD10 4 4 0 6 6
AD9 19 19 1 0 17 17
AD8 2 2 0 4 4
AD7 12 12 -2 2 0 10 10
AD6 0 0 0 0 0
AD5 0 0 0 0 0
Total AD 0 59 59 0 5 0 0 -3 3 0 0 0 0 59 59
AST11 0 0 0 0 0
AST10 3 3 0 4 4
AST9 8 8 0 8 8
AST8 4 4 0 3 3
AST7 5 5 0 6 6
AST6 10 10 0 9 9
AST5 4 4 0 5 5
AST4 3 3 -1 1 0 2 2
AST3 0 0 0 0 0
AST2 0 0 0 0 0
AST1 0 0 0 0 0
Total AST 0 37 37 0 5 0 0 -1 1 0 0 0 0 37 37
Total 0 96 96 0 10 0 0 -4 4 0 0 0 0 96 96

New posts Provisional 
planning

Year N+2 (2012)

Establishment Plan Staff evolution Organisational evolution Establishment Plan

Year N+1 (2011)

Provisional 
planning

Grade
Promotion / Career 

advancement Turn-over
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ETF EQUAL OPPORTUNITIES POLICY 

September 2005 



I. EQUAL OPPORTUNITIES POLICY 

I.1. INTRODUCTION 

The ETF is fully committed to the provision of equality of opportunity for all its employees 
through its employment practices, policies and procedures. It undertakes to provide a working 
environment that is sensitive to differences in gender, marital status, age and disability (physical 
and/or sensory differences which do not affect work performance), sexual preference, ethnicity 
and philosophical or religious beliefs. 

The ETF’s policy and resulting positive action programme is based on a model of best practice 
for sustaining a work ethos whereby all employees can reach their full potential. The ETF will 
ensure that no employee or job applicant is treated inequitably due to gender, marital status, 
age, sexual preference, disability, ethnicity or religious belief with regard to recruitment and 
selection, training/development, pay and conditions of work and opportunities for career 
development and promotion. 

I.2. OBJECTIVES 

The objectives of the policy and programme are to: 

 Demonstrate the ETF’s commitment to an environment of equal opportunities to existing 
and potential employees. 

 Clarify the procedures to deal with issues raised regarding equal opportunities and non-
adherence to the policy. 

 Outline measures, through the action programme, for ensuring equality of opportunities in 
the ETF. 

I.3. SCOPE 

 All present ETF staff (Temporary, Auxiliary, Contract, and Local Agents) 

 All persons working in ETF on a status other than ETF’s employee (National Experts on 
Secondment, Internships, Interimaires). 

 All potential ETF staff (candidates for positions or placements included in the categories 
above.) 

I.4. LEGAL BASIS 

The ETF, as an employer, is required to ensure that staff at its place of work are treated equally 
under all circumstances. It is required to adopt relevant measures under the Staff Regulations, 
EU Regulations and/or Italian Law in force in this field. In particular, equality between men and 
women is a principle enshrined in the Treaties establishing the European Community. Article 13 
of the Treaty of Amsterdam provides, inter alia, that the EU should  “…take appropriate action to 
combat discrimination based on sex…” The principle of equality for men and women is set out 
in the revised Article 1d of the Staff Regulations, which provides: "In the application of these 
Staff Regulations, any discrimination based on grounds such as gender… shall be prohibited”. 

The framework of the ETF’s policy on equal opportunities and positive action programme is 
created pursuant to:  the Commission’s “Fourth Action Programme for Equal Opportunities for 
Women and Men in the European Community (2004-2008)”; the Amsterdam Treaty (in 
particular Articles 2, 3 and 141 on elimination of inequality); the Italian laws on Employment 
Equality (Law  n. 903 of 9/12/1977, law n. 52 of 6/2/1996, law n. 216 of 9/7/2003); Article 119 of 
the Council Directive of February 1975 on equal pay; the Council Directive of 9 February 1976 
on equal treatment as regards access to employment, vocational training and promotion and 
working conditions; the Council Recommendation on the promotion of positive action for women 
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(1984); the Council Resolution on the protection of the dignity of women and men at work 
(1990); the Council Recommendation on child care (1992); the Council Directive on measures 
to encourage improvements in safety and health at work for pregnant women, women who have 
recently given birth and women who are breast-feeding (1992); the Council Recommendation 
(1996) on balanced participation of women and men in decision making; Council Directive 
(1996) on parental leave; Council Directive (1997) on the burden of proof in cases of 
discrimination, Communication of 30 October 2003 from the Commission “Equal opportunities 
for people with disabilities: a European action plan [COM(2003) 650 final] 

A list of new provisions that have been included in the new Staff Regulations with a view to 
achieve an effective equal opportunity context within EU institutions is provided in Annex 1. 

I.5. STAFF/MANAGEMENT REPONSIBILITY 

It is recognised that a policy of equal opportunities places responsibilities both on management 
and on staff members, individually and collectively. 

I.6. COMPLAINTS PROCEDURE 

Staff grievances in respect of issues arising from this policy and action programme will be 
investigated through the complaints procedure currently in place in the ETF (cf: use of 
mediators or article 90 of the Staff Regulations). 

I.7. SPECIFIC PROVISIONS  

The ETF will create a culture of equal opportunity by avoiding the use of discriminatory or sexist 
language in documents and will, where pictures or other illustrations are used, portray activities 
in a non-discriminatory and non-sexist way. 

An Anti-harassment action plan will be established and will support this equal opportunity policy. 

 

I.7.1. Recruitment - General 
Recruitment methods, vacancy notices, documentation and all associated material will contain 
nothing of a discriminatory nature and will encourage applications from all qualified potential 
candidates.  

All vacancy notices published by ETF will include a reference to the Equal Opportunities policy 
adopted by ETF. In addition, when the existing staff of the less represented gender in the grade 
that is offered for recruitment is below 40%, an explicit invitation to submit applications from the 
less represented gender will be included as well. 

 

I.7.2. Recruitment - Selection of Staff 
All staff selection methods, whether by interview or by other means, will be designed to afford 
all candidates an equal opportunity of success. 

Where it is possible selection committees composition will respect an age and a gender 
balance. In particular, in all cases where the selection committee includes four members or 
more, each gender should be represented by at least two members if possible. In all cases 
each gender should be present. 

There will be no bias displayed against candidates during a selection process. Selection 
committees will not make assumptions about the suitability of individuals for certain types of 
work on grounds of gender or marital status or any other personal criteria not relevant to the job 
which could influence the recruitment decision. 

Training for members of selection panels will include the prevention of discrimination. 

Questions at interviews will be directed towards assessing the suitability of the candidates for 
the job. Where it is essential to assess whether personal circumstances will affect performance 
on the job (e.g. where the job involves unsociable hours, extensive travel, etc.), similar relevant 



questions will be asked of to all applicants and the answers will be evaluated on the same 
basis. 

HR Unit will monitor the distribution of candidates by gender through all steps of each 
recruitment procedure: applications received, eligible applicants, and applicants invited for 
interview and tests. As far as compatible with the gender distribution of application received, the 
Selection committees will aim at reaching a balanced representation of each gender through 
each of the following steps of the selection procedure. 

 

I.7.3. Pay and Conditions of Work 
The ETF is committed to providing equal pay and grading upon recruitment to all staff and 
whatever the gender for work of equal value and to providing common conditions of 
employment to employees in the same circumstances.  Staff will be encouraged and supported 
by all practical means to successfully integrate their work and family commitments. 

Flexibility in working time is provided at management discretion to help staff achieve a balance 
between work and social responsibility. 

Part time and parental leave policies are applicable to ETF staff to help staff achieve a balance 
between work and family responsibilities. 

 

I.7.4. Career Development and Promotion 
The Director and the appointed Promotion Board will ensure that promotion is solely based on 
merit. The ETF Promotion policy shall give to all staff an equal access to the possibility of career 
progression.  

The ETF is committed to maintaining an environment, which enhances the competencies of its 
staff through the creation of learning opportunities and the provision of training and 
development.  It is an integral part of this commitment that all staff will be given equal access to 
appropriate training and development opportunities. 

Selection for training and development will be made without regard to gender or marital status 
or any other non-relevant factors. 

 “local” training courses will be preferred to “remote” training as they facilitate a greater 
participation by staff who have domestic or other obligations which inhibit their absence from 
home. 

The Training & Development Plan developed by the ETF will include attention on equal 
opportunities with particular regard to performance appraisal, coaching, and career 
development. 

I.7.5. Working Environment 
The ETF is committed to providing a working environment that is geared to the special needs of 
disabled staff and visitors. 

 

I.7.6. Involvement in Decision Making Process 
While involving staff in decision making through discussion and consultation, the ETF will seek 
balanced representation with particular regard to gender and age on all internal boards, 
committees, working groups, etc. 

 

I.8. REVIEW 

All complaints will be monitored and reviewed by the Director as they arise and ongoing 
strategies developed to combat any inequality. 

The implementation of the Equal Opportunities policy will be subject to review by the ETF 
Internal Audit Capacity. 
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Annex 1 

The Reform of the Staff Regulations 

 

Reflecting the priority given to equal opportunities in personnel policy by the EU Institutions, a 
considerable number of statutory amendments have been included in the new Staff Regulations 
that came into force on 1st May 2004. The principal amendments relating to equal opportunities 
between men and women are: 

1. Any reference in the Staff regulations to the male sex shall include reference to the 
female sex and vice versa (Article 1c) unless the context requires otherwise. 

2. Prohibition of any discrimination based on sex, race, colour, ethnic or social origins, 
genetic characteristics, language, religion, convictions, political opinions or any other 
opinion, membership of a national minority, wealth, birth, disability, age or sexual 
orientation (Article 1d.1). 

3. Equal treatment for stable partnerships under certain conditions (Article 1d.1). 

4. Full equality between men and women in professional life must constitute an essential 
element to be taken into account in the implementation of all the aspects of the Staff 
Regulations (Article 1d.2). 

5. Institutions shall establish measures and actions to promote equal opportunities (Artcile 
1d.3) 

6. Shifting the burden of the proof: where officials who consider themselves wronged 
because the principle of equal treatment has not been applied to them, establish facts 
from which it may be presumed that there has been direct or indirect discrimination, the 
onus shall be on the institution to prove that there has been no breach of the principle of 
equal treatment. (Article 1d.5). 

7. Obligation to justify, objectively and reasonably, any limitation of the principle of non-
discrimination and of the principle of proportionality. The limitation must, additionally, 
meet legitimate aims of general interest within the framework of the staff policy (Article 
1d.6). 

8. Prohibition of psychological and sexual harassment (Article 12a). 

9. Prohibition of references to an official’s political, trade union, philosophical or religious 
activities and views, or to his/her racial or ethnic origin or sexual orientation in the 
official’s personal files (Article 26). 

10. Possibility of obtaining CCP several times, lengthening of the maximum duration of to 
15 years (Article 40). – This provision does not apply to temporary and other agents 
employed under the CEOS. 

11. Introduction of parental and family leave and payment of a monthly allowance (Articles 
42a and 42b) 

12. The right to work part-time to care for children, under certain conditions (Article 55a). 

13. Introduction of job-sharing (Article 55 b). 

14. Lengthening of maternity leave to 20 weeks or 24 weeks for multiple or premature 
births (Article 58). 

15. Extension of paternity leave entitlement to 10 days (annex V, art. 6). 

16. Extension of special leave entitlement in the event of the death of a spouse during 
maternity leave (annex V, art. 6). 

17. Introduction of special leave for serious illness or hospitalization of a child of less than 
12 years old (10 days) (annex V, art.6). 

18. Introduction of special leave in the event of adoption (annex V, art. 6). 
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19. Jury: obligation for a jury of more than four members to include at least two people of 
each sex (annex III, Article 3). – This provision applies to selection boards in the context 
of open competitions for the selection of officials. 

20. Increase in the dependant child allowance (Article 2 of Annex VII). 

21. Introduction of a pre-school allocation (Article 3 of Annex VII). 

22. The right to apply for part time work for staff aged over 55  provided for within the article 
16 of the Conditions of Employment of Other Servants (CEOS), article 56a 2(e) and 
Annex IVa of the Staff Regulations. 

 

 



Annex 2 

Distribution of ETF staff 
 ETF - Temporary Agents 
Category A* B* C* Total TA 

 
% 
women 

# 
women 

% 
women 

# 
women 

% 
women 

# 
women 

% 
women 

# 
women 

31-Dec-03 40% 21 63% 22 92% 11 55% 54 
31-Dec-04 42% 21 63% 22 93% 13 57% 56 
01-Jul-05 42% 21 67% 24 92% 11 57% 56 

 

 
 ETF - TA: detail % women 
 management A* posts, excluding management 
31-Dec-03 21% 47% 
31-Dec-04 38% 43% 
01-Jul-05 46% 41% 
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Annex 3 

Comparative data published in the 4th Action Programme on Equal Opportunities for 
women and men at the European Commission (2004-2008) 
 

% Women # Women Management3
Professionals 

excluding 
Management4

1 UNFPA2 46,5% 79 41,7% 56,4%
2 UNESCO5 46,0% 443 28,6% 54,6%
3 UNICEF 45,5% 842 36,1% 49,4%
4 UNAIDS 41,1% 69 30,0% 57,4%
5 UNHCR 40,9% 661 23,1% 44,0%
6 WFP6 40,8% 410 30,6% 44,2%
7 World Bank Group 40,0% 2307 23,2% 46,3%
8 UNDP 39,0% 577 33,0% 42,6%

9 International Fund for Agricultural 
Development 38,5% 92 22,0% 40,0%

10 Inter-American Development Bank 36,6% 479 14,7% 41,0%

11 ILO7 36,3% 255 24,4% 50,6%
12 UN 35,6% 1905 30,2% 37,1%

13 European Bank for 
Reconstruction & Development 34,1% 215 N/A

14 World Health Organization 32,7% 461 24,8% 42,2%
15 IMF 31,2% 598 15,2% 34,8%
16 European Commission 29,5% 2.824 15,4% 32,1%

17 Organization for Security & 
Cooperation in Europe 29,3% 415 9,0% 30,0%

18 OECD 29,2% 248 13,0% 33,0%
19 European Investment Bank 27,5% 189 10,4% 33,2%
20 ADB 27,5% 217 6,2% 31,0%
21 European Space Agency 26,9% 359 14,9% 34,5%  
22 WMO 23,7% 28 15,0% 25,5%
23 UNIDO 22,5% 56 13,0% 29,0%

24 International Atomic Energy 
Agency 18,4% 184 9,4% 22,0%

5
 Figures for UNESCO from 1 April 2003

6
 ALDs included only in total number of women in professional workforce,e.g., column 1 and 2 (breakdown by grade and sex not available) 

7 Funded by regular budget (this excludes 293 staff on technical cooperation in professional and higher categories) 

REPRESENTATION OF WOMEN IN THE WORKFORCE1 FOR SELECTED AGENCIES

% Women  
Summary: Detail:

Total Professional Workforce1

ORDERED BY WOMEN AS PERCENTAGE OF TOTAL PROFESSIONAL WORKFORCE

AS OF 31 DECEMBER 2002 (data generated:11 June 2003)

1   Internationally recruited staff (excludes staff with appointments of less than 12 months); with input from ORIGIN Fact Sheets 
2  UNFPA core staff only
3
 For agencies in UN common system, management consists of P.5 and above; UNICEF Management also includes representatives at all levels - P.

4  For agencies in UN common system, consists of staff in P.1 - P.4 
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