K(TNEX L

- Apacx 6 |

Kot

Ethics Committee Discussion

1. Proposed recommendation that management facilitate the staff member's
relocation-either on:. (a).External.Service;.or.(b).Reassigoment... .. - c——. oo
(a) External Service: Staff Rule 5.02, "External Service," provides for External
Service With Pay, to perform services for member governments, international
organizations or other entities providing technical assistance to the Bank Group clientele.
The services to be perforined are to support Bank Group objectives, whether by: (i)
providing technical assistance to Bank Group clientele; (ii) enhancing the Bank Group's
relations with its members, the UN, other international organizations or agencies sharing
the Bank Group's missions; and/or (iii) enabling Bank Group staff to acquire skills and
experience which will contribute to the Bank Group's efficiency and effectiveness.

The Rule also provides for External Service Without Pay to meet these same objectives;

External Service With Pay is not available for service in the staff member's country of
citizenship.

External Service may be approved for a maximum length of 2 years, renewable for a
maximum of another 2 years. The Rule provides that staff members may be eligible for
External Service if, inter alia, their performance is fully satisfactory and they express

- interest in writing.

~(b)  Reassignment: Staff Rule 5.01, "Reassignment," provides for the reassignment

of a staff member within the Bank or MIGA when the interests of the Bank Group require .
it. The Rule also, specifically authorizes the reassignment of a staff member who marries
or registers as a domestic partner of a staff member assigned to the same vice presidency,
department or other unit, if one spouse or domestic partner supervises the other, directly
or indirectly, or their duties are likely to bring them into routine professional centact.
The minimum time in assignment for staff in Grade GG is 3 years, but that is not
applicable in the case of reassignments at the initiative of the Bank,

The Rule also provides for staff exchanges with the International Monetary Fund, under
which staff members remain employed and remunerated by the Bank Group. -

The Rule provides that the reassigned staff member transfers without any change in grade

or salary. However, if the staff member were promoted and/or received a salary increase
before transfer, the higher grade and/or salary would be maintained.
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2. Proposed Recommendation that management provide some form of
additional personnel benefit to offset the negative career impact on the staff member,
who would be reassigned outside or inside the Bank Group as a result of a pre-
existing relationship with the person selected by the Board as the Bank's President.

Possible benefits include: (a) promotion; or (b) additional salary increase.

Note that the Bank would normally obtain a release of claims from the staff member
should such additional benefits be provided.

(a) Promotion: Staff Rule 5.05, "Prormotion," provides that promotion may occur
asaresultof: a job review or evaluation; a decision taken during an annual performance

management review; ot a decision to reassign a staff member selected for a position at
higher grade through the Job Posting System (competitive selection).

There would be two avenues here for promotion--an "in situ” promotion to Grade GH for
the staff member; and promotion through competitive selection to another position.

For "in situ" promotions, HR sent out in late April and posted on the Kiosk on April 28,
2005, a note on "Managing GH and GI Complements and Introduction of New Local
Level GH." Noting that "in situ" promotions accounted for 80% of all GH promotions,
the note provides that the percentage of GH and GI staff will be set relative to each
VPU's cohort of GE-GK staff. VPUs are expected to manage staffing flows so that their

GH and GI complements are within March 2005 levels by end FY06. The note
specifically provides:

"Within this framework, VPUs may proceed with the filling of GH and GI
vacancies and with "in situ' promotions to level GH so long as thelr end of FY 06
ratios are within their March 2005 GH and GI complements."

In this case, the Region could make a judgment of whether or not an in situ promotion
would be merited. Since the staff member has recently been shortlisted for a similar GH
position, this would provide evidence of the competence and experience required for
Grade GH. Also, there would be no impact on the Region's GH complement, because the

staff member would move from the Region, presumably without a re-entry guarantee,
long before end FY06.

For competitive promotions, it remains possible that the staff member will be selected in
the competition for a GH position where she has been shortlisted. It is also possible that
the reassignment could be made to a GH position not under the direct or indirect
supervision of the President, through a competitive selection process. The odds of the

latter working out are slim, given the few areas outside his supervision and the small
number of GH jobs advertised.

Pros: For the staff member, the increase in grade level is of permanent benefit, and is
likely to be perceived as valuable. For the institution, it directly offsets the negative
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career impact by providing a career boost. It would be transparent. Normally, a
promotion would also result in a salary increase {see below). :

Cons: Other staff may perceive the promotion as based on relationship rather than merit,
particularly given the timing. It comes at a time when such promotions generally are
being monitored strictly, so is somewhat more likely to generate claims of favoritism.

- Offeringthis-promotion-as-an-offset fo-a required reassignment-could set ‘@ precedent for—
other "no-fault" reassignees. In addition, the staff member may find it harder in the

future to find positions at Grade GH that fall outside the President's supervision--that's a
choice for the staff member to make.

1)) Salary Increase: Staff Rule 6.01, "Compensatlon," provldes for two types of
salary increase that could be relevant here One is the overall pay increase, which is
about to be entered in the Bankwide system and effective. The other is a promotion

increase, which is normally 3 to 12 percent of the market reference point of the new
grade.

The Bank can also decide, as part of settiement of claims, to offer an ad hoc salary
increase.

Pros: A salary increase benefits the staff member in financial terms--and not just one

time, but continuously, and also affects the individual's pension. A salary increase as
‘compared to a promotion may lead to fewer concerns about favoritism--promotions are

harder to get, especially since the April directive, and a salary increase is less public,
though one has to assume that any solution will become known.

Cons: There will still be concerns over favoritism.

3, Proposed recommendation: 'Mutually Agreed Separation. Staff Rule 7.01,
"Ending Employment provides for separation by mutual agreement. The severance

payments in this case would be limited to one month's net pay for each complete year of
continuous service, up to a maximum of 18 years.

Staff members who have lefi through mutually agreed separation may only return to
Bank service if they repay their severance payments. They may be employed as Bank

consultants for 2 maximum of 30 days a year for the first two years after leaving, and for
a specified number of days thereafter (currently 7150 days per year).

The staff member appears to have 6 years of continuous service (not counting about 2
years as a consultant). The actual amount would thus be six months' actual net salary.
Looking at the market reference point for Grade GG ($120,000) and the maximum salary
for that grade ($167,000), this would be in the order of $60,000-$66,000. Outside the

mutually agreed separation provisions, a larger payment could be made at managerial
discretion. |
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Pros: The staff member's departure from staff would obviate the need to find a snitable

position for reassignment, and would insulate the institution from further complaints of
favoritism.

Cons: For some, the institution would be perceived as harming a staff member by forcing
her out, because of a relationship that had nothing to do with the Bank -when initiated.
That could be perceived as a harsh result, rather than a benefit. For the staff member, the
amount offered under the normal rules would not be great and would be a one-time

payment. For the Bank, the payment is likely to subject the Bank to criticism by some
staff members.
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