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1 - GENERAL OVERVIEW OF THE CURRENT SITUATION OF FRONTEX 

1.1 General information on the Frontex activities. 

1.1.1 Description of the agellcy, its missioll and programme tasks. 

The European Agency for the Management of Operational Cooperation at the Extemal 
Borders of the Member States of the European Union (Frontex) has been created by the 
Council Regulation (EC) 2007/2004/26.10.2004 (OJ L 349125.11.2004). This Regulation 
establishes the basis for the development of FRONTEX, which is recognized as one of the 
main components of the concept of integrated border management. Frontex has its seat in 
Warsaw, Poland and became operational since I October 2005. 

Whilst fully respecting the principle that the main responsibility of the control and 
surveillance of the extemal borders still lies with the Member States and in accordance with 
the above mentioned Regulation Frontex performs the following tasks: 

• coordinate operational cooperation between Member States m the field 0 f 
management of extemal borders; 

• assist Member States on training of national border guards, including establishment of 
common training standards; 

• carry out risk analysis; 
• follow up on the development of research relevant for control and surveillance of 

extemal borders; 
• assist Member States in circumstances requiring increased technical and operational 

assistance at extemal borders; 
• provide Member States with necessary support in organizing joint retum operations; 
• Facilitate the operational co-operation between Member States and third countries in 

the matters covered by its activities. 

Continuing the efforts towards an effective European migration po licy built after the 
Tampere European Council in 1999, the Hague Programme of2004, the Global Approach to 
Migration of2005, the European Council's Conclusions adopted on 14-15 December 2006, 
and the European Council Conclusions adopted 5-6 June 2008, which indicate the goals to be 
reached for the development of an area of Freedom, Security and Justice. 

Those policy documents provide a strategic framework for a comprehensive strategy 
touching several fields of activities and aimed to improving border security towards an 
integrated management of external borders system. 

Integrated border management has been defmed as a comprehensive concept consisting in 
border control, detection and investigation of cross border crime, the four-tier access control 
model, inter-agency cooperation for border management and international cooperation and 
coordination and coherence of the activities on Member States and Institutions and other 
bodies of the Community and the Union. 

The expected development of Frontex requires being in full alert to control and manage the 
growth of the agency. As stated in the European Council conclusions of December 2006 and 
June 2008, the capacity of the Agency must be further enhanced in order to be able to meet 
the migration challenges at the EU external borders. 
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Adequate financial and staff resources will be also put at Frontex disposal (average € 70 
million per year). In this regard, one main challenge is to guarantee progress and stabilization 
of Front ex, whilst not questioning the quality of the functions and results. 

Therefore, the approach to gradually increase the share of operational expenditure compared 
to administrative expenditure I will be further continued . This, to gether with the need to 
stabilize the personnel strength (at just about 260 persons by the end 0 f 2009) results in a 
slightly increased demand for financial resources, which are foreseen to achieve the target 
level after 2011 and not exceeding a round figure of about 300 workers. The suggested 
number of300 staff members reflects the latest development of MAP 2010 - 2013. 

Lastly, in the case that new tasks or the enlargement of the existing ones as initially 
approached in the recent evaluation of the Agency under Article 33, a revision of the staff 
planning will be required. 

MISSION STATEMENT 

Frontex is a European Agency which coordinates the operational cooperation at the external 
borders of the Member States of the European Union. 

Frontex Regulation2 stipulates 'facilitation and the rendering more effective by the application 
of existing and future Community measures relating to the management of external borders' 
as Frontex' objective. 

Frontex shall do so by ensuring the coordination of Member States' actions in the 
implementation of those measures, thereby contributing to an efficient, high and uniform level 
of control on persons and surveillance of the external borders of the Member States.,3 

VISION 

Frolltex is the allchor stolle of the Europeall cOllcept of Illtegrated Border Mallagemellt, 
promotillg the highest level of professionalism, interoperability, integrity and mutual 
respect of stakeholders involved 

GOALS 

Four goals have been identified in order to comply with the Mission Statement and to move 
Frontex towards its Vision, 

Awareness 

Awareness understood as the supply of intelligence and situational pictures as a basis for 
measures to be taken at European, and national level. This to tackle identified threats and 
risks and to promote legitimate cross-border traffic; 

I It has to be noticed that all costs arisen from the employment of the operational staff on FRONTEX is still considered to 
be a part of administrative expenditure. More appropriate and systematic indicator to assess the factual share of operational 
output will be internally developed in FRONTEX. 
2 Council Regulation (EC) No 200712004 of 26 October 2004 establishing a European Agency for the 
Management of Operational Cooperation at the External Borders of the Member States of tl,e European Union, L 
34911 (Frantex Regulation) 
3 Art I Frontex Regulation 
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Response 

Based on the provided situational pictures, operational border cooperation activities at EU 
level shall be managed in a cost-effective way. Response also includes promoting Member 
States' performance for all justified purposes; 

Interoperability 

To enhance harmonization of practices, measures and technical solutions at strategic, 
operational, and tactical level; interoperability between all border control activities at 
European and national levels has to be developed and promoted; 

Performance 

Strategic and operational management capacity should be strengthened and maintained to 
ensure efficient utilization of human and financial resources. 

VALUES 

Frontex identifies Humanity, Open Communication, Professionalism, Team Work, and 
TrustwOlihiness as values to be lived and shared by each member of staff and respected by 
Frontex' partners in all kinds of co-operations. 

Those values, which form the basis for Frontex' activities, are complemented by practices 
aiming for harmonized, interoperable and integrated border management, but also personal 
development to sustain enthusiasm and motivation. 

Full respect of human rights, belonging to the value "Humanity" is a comer stone of the 
modem European border management thinking and performance. It guides the internal 
management of Front ex and also its outcome. 
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1.1.2 Posts filled at 31.12. 2008 (actual grades) alld figures of career evolvemellts. 

Table 1 

AD 16 0 0 

AD 15 0 

AD 14 0 

AD 13 3 

AD 12 0 

AD II 3 

AD 10 0 

AD9 0 

AD8 21 14 9 

AD7 

AD6 4 

ADS 3 3 3 

Total 55 43 23 
AD 

AST II 0 0 0 

AST 10 0 0 

AST9 0 0 

AST8 5 0 

AST7 7 4 

AST6 
6 

4 

AST5 8 4 

AST4 3 3 0 

AST3 5 0 

AST2 0 0 

AST I 0 0 0 

Total 39 32 0 
AST 

- 75 staff members were employed by Frontex at d,e end of2008. Out of 19 
vacancies remained, 13 job offers have been sent out for selected applicants 
already in 2008. 6 vacancies were published but the selection procedures 
were scheduled for early stage of2009. 

- By the decision ofMB the ED has been reclassified to AD IS and d,e DED 
to ADl4. 
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1.1.3 Currellt all/Illal staff-related expellditure (illcludillg SNEs), ill absolute terms and as 
percelltage overall allllual expellditure. 

Table 2 

Budget 2008 
Amount spent in millions of 

% EUR 

Title I 11.03 31% 

Title 2 4.06 11% 

Title 3 21.04 58% 
Total aJmual 

36.13 100% expenditure 

1.1.4 Orgallisatioll alld orgalligraml1le. 

The following picture depicts the internal structure of Frontex 's organisation as recently 
adjusted at the end of2008: 

Frontex Organisational Structure 
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THE OPERATIONS DIVISION concentrates on the management and the development of 
operational activities based on risk analysis. The Operations Division is set up by three units 
(Joint Operations, Risk Analysis and Frontex Situation Centre) of which Joint Operations and 
Risk Analysis host sectors as sub-structures. 

THE CAPACITY BUILDING DIVISION concentrates on long term and future oriented 
research development, training activities and pooled resources to improve further 
interoperability of capacities in MS and generally in border management. The Capacity 
Building Division consists of three units - the Training Unit, the Research and Development 
Unit and the Pooled Resources Unit. 

THE ADMINISTRATION DIVISION, delivering administrative, legal and financial 
support to Frontex activities, is clustered in three Units - the Administrative Services Unit, 
the Finance and Procurement Unit and the Legal Affairs Unit. 

In the above three Divisions, there are 12 sectors, namely: 

• Joint Operations Unit: 

- Air Border 

- Sea Border 

- Land Border 

- Return Operations 

• Risk Analysis Unit: 

- Operational Analysis and Evaluation 

- Analysis and Planning 

• Administrative Services Unit: 

- Human Resources 

- Agency Services 

- Security 

- Information Technology 

• Finance Unit: 

- Pro curement 

- Financial Services 
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1.2 General presentation of the staff policy followed by the AGENCY. 

1.2.1 Type of staff, type of employmellt and duration of employmellt required to fillfil the 
missiolls and tasks: 

The Agency does not employ officials and is not planning to do so in the foreseeable future. 
The reason for that is that Frontex does not consider necessary to have this category of staff 
for implementing its core activities. 

Temporary agents on long-term employment 

The criteria of Frontex in the identification of the posts as being of a long-time duration are 
the following: 

for posts covering tasks 0 f a permanent nature as resulting from the mandate and 
the Multi Annual Plan of the agency; 
to safeguard continuous expeliise in the specific area and / or group of activity. 

All temporary agent posts (with the exception of the Executive Director and Deputy 
Executive Director) are identified as posts of long-term duration. The duration of the first 
contract for the temporary agents on long term employment is set up for 5 years, renewable a 
first time for an identical period of 5 years. Should a second renewal take place, it will be for 
an indefinite duration. 

Temporary agents on short-term employment 

The posts of Executive Director and Deputy Executive Director after the initial appointment 
for a five years fixed-term are subject for extension once for a period of a maximum of five 
years and are considered short -term. 

Contract agents on long-term employment 

Presently it's not applicable at the Agency due to the initial stage of the agency. The 
supportive tasks are not yet classified as permanent or non-permanent tasks. The agency will 
observe the development of administrative and supportive functions conducted by contract 
agents and, in due time, will adopt a decision on the classification of the length of the contract 
agents employment for identified permanent and non-permanent tasks. 

Frontex will, however, consider in its implementation rules on the use of contract agents, the 
possibilty of extending these contracts for an indefmite duration in exepctional circumstances. 
This approach will be combined with a proposal to the budgetary authority 0 f converting 
these posts into temporary posts in order to obtain a balanced level of resources for the agency 
over the period of the current staffpolicy plan. 
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Contract agents on short-tenn employment 

Frontex criteria used to identifY contract agents for shOlt-tenn employment are the following: 

Reinforcement of existing capacities in support and administrative functions when 
necessary, in pmticular outside the core business of Front ex. 
To work on specific, time-limited projects. 
To fill gaps during long-time absences. 
Exceptionally, to reinforce capacities in areas of work where a specific 
competence profile is needed for a limited time period or where a long-term 
requirement has not yet been defmed. 

Table 3 

III 

GFII 9 9 

GFI 6 10 10 

Seconded national experts (SNE) 

Frontex implements the decision laying down rules on the secondment of SNE (Decision of 
the Management Board - 25 June 2009). That decision set up the rules of recruiting, and 
selection of SNE as well as the conditions for the work of national experts in the Agency. 
Currently in Frontex there are 70 posts avaialable for experts and 5 FISO (Frontex 
Intelligence Support Officers - short term secondment). Their knowledge and experience is 
used in specialized and sophisticated areas of the Agency activities. They play a very 
important role in achieving the goals of the agency. The number of SNE in Frontex will 
remain in the range of 70 people. Frontex is aiming at achieving a geographical balance of 
nationalities among SNE. The rotation principle applies to SNE in the organization. The 
initial secondment is for 2 years, with the possibilty of extending it for another 2 years*. 

* Exceptionally, and based on the Agency's operational needs, the second extension of 
maximum 2 years is possible 
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1.2.2 Type alld Ilumber of posts, job titles, duratioll of employmellt, grade correspolldillg to 
the tasks alld fUllctiolls (see table I of the allnex). 

The table in Annex I shows the stlUcture of posts with description of the job title, allocation 
in the organisational stlUcture, reclUitment grade and the proposed length of contract. The 
information provided may be subject to change in accordance with the evolution of the 
organisation. 

1.2.3 Recruitmellt policy ill regard to the differellt types of employmellt 

In order to standardize the selection process, Frontex is trying to base the reclUitment on the 
precisely developed and lately revised job descriptions. The content of it is always related to 
the task predicted for different posts. It is realistic, specific and as much as possible objective. 

Recruitment of temporary and contract agents 

The reclUitment policies for temporary and contract agents are going to be laid down in the 
respective implementing IUles to be adopted in the first half of 2009 by Frontex. These IUles 
are going to be created and implemented in accordance with the relevant ones adopted by the 
Comission and other agencies. The specific labour market (mainly law enforcement) is going 
to be taken into consideration when drafting such IUles. 

Selection procedures 

To date, the Agency reclUited its temporary agents and contract agents in accordance with 
procedures which are compliant with the relevant provisions of the Staff Regulations and the 
CEOS. Frontex is trying to harmonize and standardize the selection procedures in order to 
make them objective, transparent and, in the most possible way, job related. 

The main principles, to be followed in this field, are based on the below described steps: 

Publication of the vacancy notice on the website of the Agency and on EPSO's 
website' 
Setting up of a selection committee. 
Pre-selection of candidates 
Interview and, where necessary, written tests 
Preparing fina reports of the selection procedure. 
Final decision made by Appointing Authority. 

1.2.4 Career profiles ill regard to the differellt types of employmellt. 

The staff appraisal system has been introduced in Frontex at the beginning of2009. It is based 
on the common understanding of Article 43. It is also foreseen to introduce a reclassification 
system based on the model decision based on Article 45 of the Staff Regulations. 

Promotions are going to be based on few and clear factors as follows: 

Limited reclassification of posts per year, based on identified impacts on the level of 
responsibility or expectation on the posts; 

Positive appraisal system based on merits and results; 

At least 2 years of experience ofwork in Frontex is required. 
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Frontex is cUlTentiy working on establishing the policy on the renewal of initial contracts. It is 
foreseen tbat such factors as operational needs and positive assessment will be taken into 
account when proposing renewals of a pruiicular contract. Second extensions to an indefinite 
duration will follow the same criteria. This approach aims to provide a continuity of 
respectful activities ofthe organisation. 

1.2.5 Statistics and general orientations to promote equal opportunities and concrete 
measures planned in order to ell sure equal treatment among the staff members. 

The agency has always been encouraging women to apply to any posts in Frontex. This 
approach shall continue to be pursued, without compromise to merit and required 
competencies. 

1.2.6 Statistics on geographical balance. 

The following exhibits depicts the geographical distribution of the nationality of the statutory 
staff and Seconded National experts in Frontex. Also in this area, Frontex is making all 
possible efforts to attract the best staff from all Member States. 

Exhibit 1 

National breakdown· statutory staff 
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Exhibit 2 

National breakdown Seconded National Experts 
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1.2.7 Mobility policy ill regard to the different types of elllploYlllellt. 

Mobility within the Agency 

8 10 

All vacancies in Frontex are published externally. The internal candidates applying for posts 
in Frontex are treated the same way as external. However it is visible that the number of 
selected internal applicants is higher. In 2008, there were some realocation of resources m 
Frontex. It was done considering the performance and competencies of staff 

Mobility among Agencies 

Frontex is considering possibilty to take part in the interagency job market. It has to be done 
in accordance with the agreement between agencies. 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. In practice it is expected that reliance on the 
interagency job market to fill vacancies will essentially be limited to positions of an 
administrative and/or general support nature. 

Mobility benveen the agency and the institutions 

Frontex may consider to request permanent posts in its establishment plan. This means that 
mobility between the institutions and the agency will be possible. 
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1.2.8 Working remotely. 

The Agency is considering the introduction of the "remote" way of working for some staff 
members. The idea is that under exceptional circumstances the Appointing Authority may 
authorize the staff member to work fi·om home. 
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2 - OVERVIEW OF THE SITUATION OVER NEXT THREE YEARS. 

The indication ofthe evolution ofthe agency is based on the below mentioned factors: 

Progressive, moderate growth of statutory staff is needed to maintain and develop the 
capacity of the Agency. 

Total staff number (including seconded national experts) will be reach approximately 
a number of about 300. 

The number of seconded national experts will remain at the current level. 

Detailed numbers for 2010 are given in the establishment plan of the 2010 preliminary 
budget, as well as the budgetary implications which are considerably moderate. 

2.1 Turnover due to retirement or termination of employment. 

2.1.1 Turnover ill the agellcy because of retire me lit. 

There will not be any staff member who will reach the retirement age of65 during the 2010-
2012 period. 

2.1.2 Turnover ill the agellcy because oftermillatioll of employmellt. 

Projections on turnover are difficult to make following the recent establishment of the Agency 
and the absence of any historical data. Future years may create the possibility of setting up 
Key Performance Indicators related to human resources, including turnover rates. 

2.2 Career developments in the agency: expected first reclassification exercise. 

In 2009, the Agency is starting the implementation of the annual appraisal system and as a 
follow up the reclassification and certification, including a general review of all job 
descriptions. 

The career development process will be based on that system and on other relevant tools and 
opportunities provided to staff. 

In relation to the upgrading of some posts, done when necessary, specific criteria will be 
established in order to identify the potential posts to go through this process. 

Tentatively, without ruling out other carefully considered upcoming needs, seven cases have 
been identified that might require a reclassification due to the significant changes in the job 
requirements: 

2 AD10 posts to ADl!. 

1 AST 6 post to AST 7. 

2 AD8 posts to AD9. 

2 AST5 posts to AST6 
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2.3 Workload. 

The growth of the agency, combined with demanding working plans and the expectations put 
on Frontex by stakeho Iders, are creating a high workload for the existing staff. In order to 
ensure a positive response to such growing demands, that concrete action is being proposed 
and is described in this section. 

Below stated, are the proposals for the new staff planning for the years 2010 - 2012. Bearing 
in mind the very dynamic and changing situation that Frontex is and will most probably be 
facing, the following is the picture of the overall staffing needs for the years 201 I and 2012. 

EXECUTIVE SUPPORT 

1 ADS Press Officer in 2010 - the Press Officer will assist the spokesperson in handling 
press and public requests for information. Additionally, the person will be responsible for 
organlsmg press events such as field visits and press briefings with Frontex senior 
management. 

1 ADS RELEX Officer in 2010 - the post has to guarantee the coherent and complex 
approach to cooperation with International Organisations and third parties. 

The very limited personnel capacity 0 f External Relations, with respect to the general 
performance of the External Relations tasks as well as to the increasing Frontex internal 
demand and the "political" pressure to launch technical/operational activities with and in Non 
EU Countries (E.g. Global approach to migration and European neighborhood Policy), 
jeopardizes the availability and therewith also the consistency of External Relations. The 
latter is a key precondition to be a reliable external and internal contact point and to build up a 
sustainable partnership with third country authorities. 

In regard to the above mentioned needs and developments, an expansion of the personnel 
capacity 0 f External Relations is urgently needed. 

1 AST6 Editor in 2011 - the Editor's role will be to assist, print and manage online content 
of Frontex's publications and websites to create engaging, concise and creative written 
content. Furthermore, the person will be responsible for keeping contacts with publishing 
houses that Frontex work with. 

1 AD6 RELEX Officer in 2011 - for further development and assist in the tasks mentioned 
above. 

ADS 

AD6 

ADS 

AST6 
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OPERATIONS DIVISION 

Joint Operations Unit 

1 AD 11 Programme Manager and Deputy Head of Unit. As specified in PoW 2009 
activities within operational projects should be clustered in to programmes. The Programme 
Manager will be responsible for more intensified horizontal coordination between sectors and 
monitoring of the implementation of most important strategic progranunes for example 
combined land and sea JO in the Eastern Mediterranean Sea. The programme manager would 
be tasked to substitute the I-lead of Unit in case of his/her absence. 

1 AD 8 Return Operations Officer. Frontex return activities and proactive role in assisting 
Member States in organising joint return operations is one of the priorities of Frontex. The 
involvement of return activities in the regional Frontex programmes will require additional 
efforts for more qualified management of projects. 

In addition, the following tasks will be assigned for Project manager (ADS) in ROS: 
To identify needs and possibilities for joint return operations by air, sea or land in 
MS/SAC 
Based on the identified needs and possibilities together with one or more 
MS/SAC(s) to organise the determined joint return operation. 
To coordinate the entire operation in the frame ofFJRCC (Frontex Joint Return 
Coordination Centre) 
Occasionally to take part or lead Advance Parties if applicable 
To give ad hoc assistance to Member States in return related matters (within the 
mandate of Frontex); 

1 AST 5 Project Support Officer in Land Border Sector. In order to activate joint 
operational activities at the external land borders Frontex is further developing the operational 
concept of land border joint activities. It leads to clustering of a number of short term joint 
operations carried out in the same geographical area and tackling the same risks into 
framework joint operations with more extended implementation phases and wider 
participation of MS. The tasks of the PSO would be to provide assistance to the project 
managers in developing and implementing such framework joint operations. 

Risk Analysis Ullit 

1 AD 8 Senior Analyst - the Coordination of analytical support to semi-permanent JOs; act 
as programme-coordinator of Frontex Intelligence Seconded Officers 2010-2013 intelligence 
framework programme; and undertake the analytical expertise in the maritime domain 
required. 

3 AST 7 Analysts: 
To be part of the operational analysis team, providing expertise in air burder facilitation 
and OC related analysis (air border risk analysis team, S2/A). 
Management and processing of third country data sets (based on regional or bilateral 
arrangements), the responsibility over the Eastern Borders information exchange system 
effect the analysis of vulnerabilities, economic factors or health factors linked to regular 
products (ARA, EBF, S-ARA and FRAN Quarterlies), and incorporate analysis of 
additional factors (technological environment, etc). 
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Manage and process ofTHB data (in general, all cross border criminality data) also being 
collected in RAU as from second half of 2009, analyse and provide expertise as required 
in the strategic geographical areas: Africa, CIS, Western Balkans and Asia, 
GIS Analysis/WebGIS capabilities and customization: following developments in cross 
country mobility, border permeability; build geo-referenced models; geo-database patterns 
and geo-database population and maintenance; image analyses and definition of templates 
(Standard Operational Procedures). Support to Eurosur development. 

Frontex Situatioll Centre 

Frontex Situation Centre core activities relate to situation and cnS1S monitoring and 
continuous information processing during ongoing operations, as well as with all external 
partners. This function requires business continuity during extended office hours weekends 
and ho lidays and 2417 availability. 

The separate related activities are coordinated and monitored by an Information Manager 
(ADS). 

The supporting activities, which enable coordination and monitoring, are dealt with by 
Information Management Support Officers (AST6), which have expeliise in specific domains 
and IT -applications. 

For staffmg the above mentioned needs the fo llowing staff is necessary. 

1 AD 8 for unit management including the maintenance of situational awareness, emergency 
and conespondence management. 

3 AST6 Junior Information Management Officer, for joint operations support and open 
sources monitoring 

Registration and handling of confidential information has been transfelTed as fi'om the end of 
200S to the Frontex Situation Centre. This change does not require additional resources 
allocated to conespondence management. 
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CAPACITY BUILDING DIVISION 

Training Unit (TR U) 

ADll Programme Manager and Deputy Head of the Training Unit - planned staff in 
total for TRU are 20 people. Training Unit deals with all training activities as covered by the 
mandate. TRU deals with the second highest budget and with more than 20 different training
project areas. As previously planned in 2007 and 2008, an internal structure including a 
deputy for the HoU was foreseen but later on changed and now again proposed as the unit 
strongly needs an internal structure, either by sectors or by a deputy head of unit. 

Research and Development Unit 

2 AD6 Junior Research Officer for supporting the analysis of end-user needs and the 
development of standards. The junior research officers will each be assigned to one ofthe two 
pro grarnmcs the RD unit runs, onc on border surveillance and one on border checks. They 
will support the execution of these programmes by collecting end-users needs (from Border 
Guard services of the Member States), preparing reports, preparing situation assessments and 
responses to inquiries and they will assist in the organization of meetings, workshops, and 
seminars as far as content is concerned. The junior research officers will also be involved in 
the maintenance ofa network with the stakeholders of the RD unit. 

These tasks are at present (as far as possible) fulfilled by the Research Officers of the RD 
unit. However, taking into account the nature of the activities described above, that leads to a 
not very efficient use of manpower. Apart fi·om that, the amount and extent of the projects run 
by the RD unit will increase substantially during the period to come. 

Pooled Resources 

1 AST5 Project Support Officer - the post is needed for supporting project management of 
projects calTied out by Pooled Resources Unit (such as the project to develop new exercises 
for the members of the Rapid Pool or other projects aiming at ensuring the preparedness of 
the Rapid Pool and the Frontex Joint Support Teams). Contrary to other units, cUlTently there 
is no PSO in the Pooled Resources Unit. 

2 ADS Logistics Officer, for the management and development of material resources 
including the acquisition of material. They will be responsible for activities aiming at the 
acquisition and preparedness of the pooled resources, including availability of well-prepared 
experts and technical resources in CRATE and in other alTangements. They will be also 
responsible for activities aiming at the deployability, interoperability of the pooled resources 
and possibly the supply of resources to capacity building activities or operational activities 
coordinated by Frontex. 

Table 6 

I 
AD9 I 
AD8 2 
AD6 2 I 

AST5 I I 
AST4 2 
AST3 
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ADMINISTRATION DIVISION 

Administrative Services Unit / leT Sector 

I ADS in 2010 ICT Strategist 
2 ADS in 2010 ICT Project Coordinators 
I AST4 in 2010 ICT Helpdesk Technician 

Administrative Services Unit / Human Resources Sector 

New posts are proposed mainly to cope with the substantial increased workload due to the 
total number of staff 

I AST5 in 2010 as HR Assistant (other areas) - new posts will be allocated to one of the areas 
of the human resources activities depending on the need. It may be personnel administration, 
recruitment or staff development. 

I AST5 in 2011 as HR Assistant - new posts will be allocated to one of areas of the human 
resources activities depending on the need. It may be personnel administration, recruitment or 
staff development. 

Administrative Services Unit / Agency Services Sector 

New posts are proposed due to the increased number and diversity of general servIces 
requested by operations. 

I AST4 in 2010 as AS Assistant (Facility Management) 

Finance Unit 

New post is proposed to respond to considerable mcrease of the number of public 
procurement initiatives requested 

I AST5 in 2010 as Procurement Assistant 

Table 7 

ADS 3 o 
AD6 

AST5 

AST4 2 
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2.4 Consequences on the number of staff 

Frontex will not have short -tenn temporary agents, exception made for the Executive 
Director and the Deputy Executive Director, both under a different regime. 
The number of posts may increase in line with outcomes of the evaluation of the agency, 
which may lead to potential new responsibilities. 
The table below provides a global overview of the planned evolution of posts in the 
Agency in the years 20 I 0 - 2012 

Note: In order to comply with the latest organisational changes it will be required to upgrade 
2 posts of ADll to level ADI2. These posts will be allocated as heads of units of Frontex 
Situation Centre and Legal Affairs. 

3. SCHOOLING. 

The Government of Poland is willing to reimburse the education costs supported by Frontex 
staff for expatriated staff only. Meetings held with representatives of the Ministry of 
Education showed a cooperative attitude and the reimbursement of schooling fees for the year 
2009 will be processed in the same way as in previous years. There are no plans of building 
an European School, as there is sufficient offer of foreign schools in Warsaw and the potential 
target population of students is very small. 
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4. STATE OF PLAY OF IMPLEMENTING RULES ADOPTED BY THE AGENCY CONSISTENT WITH 
ITS STAFF POLICY. 

Rules adopted by analogy within the agency 

The following rules have been adopted by the European Commission. They are cun-entiy 
applicable to Frontex by analogy (decision of the Management Board of January 2005). 

1. Commission Decision on general implementing provisions for Article 4 of Annex VIII 
to the Staff Regulations concerning the taking into account, for purposes of calculating 
pension rights, of activity previously completed by staff before they resume active 
employment; C (2004) 1364 of 15.04.2004 

2. Commission Decision on general implementing provisions for Articles II and 12 of 
Annex VIII to the Staff Regulations on the transferring pension rights; C (2004) 1588 
of28.04.2004 

3. Commission Decision on general implementing provisions for Article 26 ofthe Annex 
XIII to the Staff Regulations on the transferring pension rights- transitional provisions; 
C (2004) 1588 of28.04.2004 

4. Commission Decision on general implementing provisions for Article 22 (4) of Annex 
XIII to the Staff Regulations; C (2004) 1588 of28.04.2004 

5. Commission Decision on general implementing provisions on granting the household 
allowance by special decision; C (2004) 1364 ofI5.04.2004 

6. Commission Decision on general implementing provisions concerning persons to be 
treated as dependent children (Article 2(4) of Annex VII to the Staff Regulations); C 
(2004) 13640fl5.04.2004 

7. Commission Decision on general implementing provisions for giving effect to 
Article7(3) of Annex VII to the Staff Regulations on determining the place of origin; 
C (2004) 1364 ofl5.04.2004 

8. Commission Decision on general implementing provisions for giving effect to Articles 
67 and 68 of the Staff Regulations and Aliicles 1, 2 and 3 of Annex VII thereto; C 
(2004) 13640fl5.04.2004 

9. Commission Decision on general implementing provisions for the grant of education 
allowance (Article 3 of Annex VII to the Staff Regulations); C (2004) 1313 of 
07.04.2004 

10. Commission Decision on general provisions giving effect to Article 8 of Annex VII 
to the Staff Regulations; C (2004) 1588 of28.04.2004 

II. Commission Decision on general implementing provisions for Article 42a of the 
Staff Regulations concerning parental leave; C (2004) 1364 ofl5.04.2004 

12. Commission Decision on Article 42b of the Staff Regulations concerning family 
leave; C (2004) 1314 of 14.04.2004 

13. Commission Decision on transitional measures required by the revision of the Staff 
Regulations of Officials and the Conditions of the Employment of Other Servants of 
the European Communities; C (2004) 1613 of28.04.2004 

14. Commission Decision implementing Atiicle Id (4) ofthe Staff Regulations; C (2004) 
1318 of 07.04.2004 

15. COlmnission Decision introducing implementing provisions on absences as a result 
of sickness or accident; C (2004) 1597 of28.04.2004 

16. Commission Decision on gcneral implementing provisions adopting the Guide to 
mission for officials and other servants of the European Commission; C (2004) 1313 
of 07.04.2004 

17. Commission Decision on the introducing implementing provisions on leave; C 
(2004) 1597 of28.04.2004 

18. Commission Decision on the outside activities and assignments; C (2004) 1597 of 
28.04.2004 

22 



19. Commission Decision measures concerning leave on personal grounds for officials 
and unpaid leave for temporary and contract staff of the European Communities; C 
(2004) 1597 of28.04.2004 

20. Commission Decision on the general implementing provisions on the conduct of 
administrative inquiries and disciplinary procedures; C (2004) 1588 of28.04.2004 

21. Commission Decision on general implementing provisions on the early retirement of 
officials and temporary agents without reduction of pension rights; C (2004) 1588 of 
28.04.2004 

22. Commission Decision on general implementing provisions concerning the criteria 
applicable to classification in grade and step on appointment or engagement; C (2004) 
1313 of 07.04.2004 

23. Commission Decision on Aliicle 55a and Annex Iva of Staff Regulations concerning 
pmi- time work; C (2004) 1314 ofl4.04.2004 

5. MISSING IMPLEMENTING PROVISIONS IN FRONTEX (STATE OF PLAY) 

I. General implementing provision concerning the appraisal for the Executive Director 
and Deputy Executive Director of Frontex Agency - agreement with the EC reached, 
decision adopted by Management Board 

2. General implementing provision establishing staff appraisal procedure - working 
agreement reached with EC, document forwarded for ED signature. 

3. General implementing provision setting up staff committee procedure - working 
agreement reached with EC, document forwarded for ED signature. 

4. General implementing provision on engagement of the temporary agents - intemal 
consultation process fmalized (legal service and staff committee), draft sent for EC 
consultation in June 2009. 

5. General implementing provision on engagement of the contract agents - internal 
consultation process finalized (legal service and staff committee), draft sent for EC 
consultation in June 2009 

6. General implementing provision on the implementation of Article 45 reclassification 
procedure - draft to be sent for EC consultation in September 2009. 

7. General implementing provision on the middle management staff-draft to be sent for 
EC consultation in October 2009. 

8. General implementing provision of the certification procedure - draft to be sent for 
EC consultation in September 2009 

9. General implementing provision on the policy on protecting the dignity of the person 
and preventing psychological harassment and sexual harassment - draft to sent for EC 
consultation in August 2009 

Frontex is determined to address the issue of the other implementing rules to Staff 
Regulations that are still missing and a substantial number of those rules will be drafted, 
developed, discussed and adopted already in 2009 as mentioned above. 

During the years 20 10 - 20 II, Frontex is aiming to finalizing any implementing rule still 
due for adoption that has not been adopted previously. 
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Annex 1 

Type and level of employment corresponding to the tasks and the functions. 

Director 

Manager - AD14 1 
Deputy 

Executive 

Head TA long-tenn 5 years + 5 ADl3 3 
of Division Operations Division year extension + indefinite 

Building 

Director of 
Administration 

Division 

Development Officer TA long-tenn 5 years + 5 ADIO 2 
IStrategic year extension + indefinite 

External Relations 
Officer / External 

Cooperation 

5 years + 5 AD9 1 
year extension + indefinite 

Expert Relex Officer 

to TA 5 years + 5 AST5 1 
Middle Executive Director year extension + indefinite 

Executive tasks 

ADIO 

Quality Manager TA long-tenn 5 years + 5 ADS 1 
year extension + indefinite 

5 years+5 ADS 1 
year extension + indefinite 

PR Officer / 
Spokesperson 

PR TA long-tenn 5 years + 5 AD6 1 
year extension + indefinite 

5 years + 5 AST6 1 
year extension + indefinite 
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Executive tasks 

Junior Assistant 

Expert 

Junior Expert 

Assistant for 
Middle 

Executive tasks 

PR Assistant 

Airport OPS 

Head of Sector! 
Land OPS 

Sector! Sea 
OPS 

Retull1 OPS 

Project Officer! 
Airport OPS 

Land OPS 

Operational Officer! 
Sea OPS 

Sea OPS 

Operational Officer! 
Airport OPS 

Sea OPS 

Project Support 
Officer / Return OPS 

Support 
Officer / Airport OPS 

Project SUppOlt 
Officer / Sea aps 

TA long-term 5 years + 5 
year extension + indefinite 

TA 5 years + 5 
year extension + indefinite 

years + 5 
year extension + indefinite 

TA long-tenu 5 years + 5 
year extension + indefinite 

TA long-tenn 5 years + 
year extension + indefinite 

TA long-term 5 years + 5 
year extension + indefinite 

AST3 1 

AD12 1 

ADll 

AD8 6 

3 

AST5 6 
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Expelt 

Expert 

Junior Expert 

Assistant 
Middle 

Executive tasks 

Expelt 

Expelt 

for 
Middle 

Executive tasks 

Head of 

Resources Unit 

Head of Analysis and 
Planning Sector in 

RAU 

Analyst 

Supporting 
Analyst 

Supporting Analyst 

Operational 
Supporting Analyst 

Operational Officer 

Management and 
Operational Shift 

Officer 
Information 

Management 
SuppOlting Officer 

Head 

TA long-term 5 years + 5 
year extension + indefinite 

TA 5 years + 5 
year extension + indefinite 

TA long-term 5 years + 5 
year extension + indefinite 

TA long-tenn 5 years + 5 
year extension + indefinite 

TA long-term 5 years + 5 
year extension + indefinite 

TA 5 years + 5 
year extension + indefinite 

TA long-term 5 years + 5 
year extension + indefinite 

TA 5 years + 5 
year extension + indefinite 

years + 5 
year extension + indefinite 

TA long-tenn 5 years + 5 
year extension + indefinite 

ADS 1 

ASTS 1 

ADll 2 

3 

AD5 2 

AST? 3 

AST5 1 

1 

ADS 3 

AD? 1 

2 

AD12 
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Senior Expelt 

Expelt 

Middle 
Executive tasks 

Pooled Head of Unit 
Resources 

Expert 

Middle 
Executive tasks 

Junior Assistant 

Principal Research 
Officer 

Officer 

Head of Pooled 
Resources Unit 

Logistics Officer 

Procurement Officer 

Accountant 

Contract Manager 

Financial Assistant 

Procurement 
Assistant 

TA long-term 5 years + 
year extension + indefinite 

TA 5 years + 5 
year extension + indefinite 

years + 5 
year extension + indefinite 

TA long-term 5 years + 5 
year extension + indefinite 

5 years + 5 
year extension + indefinite 

TA long-term 5 years + 5 
year extension + indefinite 

5 years + 5 
year extension + indefinite 

TA 5 years + 5 
year extension + indefinite 

TA long-tenn 5 years + 5 
year extension + indefinite 

TA 5 years + 5 
year extension + indefinite 

TA long-tel111 5 years + 
year extension + indefinite 

TA long-tenn 5 years + 5 
year extension + indefinite 

AST5 2 

AD12 1 

2 

ADS 5 

AST5 1 

ADIO 1 

ADS 1 

ASTS 1 

AD12 

ASTS 1 

AST7 

AST6 2 

1 

AST3 2 

27 



Head 

Expert 

Senior 

Middle 
Executive tasks 

Administration Unit 

Legal Adviser/ Head 
of Legal Services 

Unit 

TA long-term 5 years + 5 
year extension + indefinite 

TA 5 years+5 
year extension + indefinite 

Recruitment and TA long-term years + 5 
selection coordinator year extension + indefinite 

coordinator 

IT Coordinator 

HR 

IT Specialist 

Security 

Security Officer 

Developer 

IT Specialist 

TA long-tenn 5 years + 5 
year extension + indefinite 

TA long-term 5 years + 5 
year extension + indefinite 

TA 5 years+5 
year extension + indefinite 

TA long-term years + 5 
year extension + indefinite 

ADII I 

ADIO 2 

AD8 8 

AST8 2 

AST7 4 

AST6 2 

AST5 2 
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Officer 

IT 
SpeciaIistiheIpdesk 

Agency 
Coordinator 

=*= 

HR ASSISEam 

Training&Staff 
Development 

TA long-tenn years + 5 
year extension + indefinite 

5 years + 
year extension + indefinite 

AST4 

AST3 

2 
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II - Adaptations to the establishment plan in the year 2010 and indicative adaptations in 2011 & 2012). 

Note: Establishment Plan 2009 reflects the change of two AD6 posts to AD8. The change has been approved by the MB on 28 August 2008 

Year 2009 Year 2010 

Staff Establishment plan Staff evolution Organisational evolution 
Establishment 

Plan 
Grade Requested 

Employed on 31.122008 
authorised 

Promotion I Career 
TurnMover New posts (per grade) (Provisional Draft 

(current grade) advancement 
Budget) 

Officials TA_LT TA_ST PERM TEMP TOTAL Officials TA-LT TA-ST Officials TA-LT TA-ST Perm 
Temp- Temp-

Perm Temp Total 
LT ST 

AD16 0 0 
AD15 1 1 1 1 1 
AD14 1 1 1 1 1 
AD13 3 6 6 6 6 
AD12 5 3 3 3 3 
AD11 7 9 9 2 2 13 13 
AD10 7 7 7 -2 1- 5 5 
AD9 1 1 1 2 3 3 
AD8 14 36 36 -2 9 43 43 
AD7 1 2 2 2 2 
AD6 0 3 3 2 5 5 
AD5 3 3 3 1 4 4 

Total AD 41 2 72 72 0 4 0 0 0 0 x 14 x 86 86 
AST11 I--

0 0 
AST10 0 0 
AST9 0 0 
AST8 5 5 5 1 6 6 

AST7 7 9 9 -1 1- 3 11 11 
AST6 4 7 7 2 3 12 12 

AST5 8 16 16 -2 I--
4 18 18 ------

AST4 3 3 3 2 5 5 

AST3 5 5 5 5 5 
AST2 0 0 

AST1 0 0 

Total AST 32 45 45 0 3 0 0 0 0 12 57 57 

Overall 
73 2 

Total 
117 117 0 7 0 0 0 0 26 0 143 143 

Note: reclassification proposed: 2 AST5 to AST6, 1 AST7 to AST8, 2AD8 to AD9, 2AD10 to AD11 (total reclassification 7) 

30 



Year 2010 Year 2011 

Establishment Plan Staff evolution Organisational evolution Establishment Plan 
Grade 

Requested Promotion I Career 
(Provisional Draft advancement in global 

Turn~over in global 
New posts (per grade) 

Provisional 

BudQet fiQures 
figures planning 

Perm Temp Total Officials TA-LT TA-ST Officials TA- LT TA-ST Perm Temp - LT Tem~-ST Perm Tem~ Total 
AD16 0 0 0 0 0 
AD15 1 1 0 1 1 
AD14 1 1 0 1 1 
AD13 6 6 0 6 6 
AD12 3 3 0 3 3 
AD11 13 13 0 13 13 
AD10 5 5 0 5 5 
AD9 3 3 2 1 0 6 6 
AD8 43 43 -2 1 0 42 42 
AD7 2 2 2 0 4 4 
AD6 5 5 -2 3 0 6 6 
AD5 4 4 0 4 4 
Total AD 86 86 0 4 0 0 0 0 0 5 0 0 91 91 
AST11 0 0 0 0 0 
AST10 0 0 0 0 0 
AST9 0 0 0 0 0 
AST8 6 6 1 0 7 7 
ASH 11 11 -1 0 10 10 
AST6 12 12 2 1 0 15 15 
AST5 18 18 -2 3 0 19 19 
AST4 5 5 3 0 8 8 
AST3 5 5 0 5 5 
AST2 0 0 0 0 0 
AST1 0 0 0 0 0 
Total AST 57 57 0 3 0 0 0 0 0 2 0 0 64 64 
Total 0 143 143 0 7 0 0 0 0 0 12 0 0 155 155 

- - ---- - -- ---- ------- -------- - --- --------

Note: reclassification proposed: 2 AST5 to AST6, 1 AST7 to AST8, 2AD6 to AD7, 2AD8 to AD9 (total reclassification 7) 
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Year 2011 Year 2012 

Establishment Plan Staff evolution Organisational evolution Establishment Plan 
Grade 

Requested Promotion I Career 
(Provisional Draft advancement in global 

Turn-over in global 
New posts (per grade) 

Provisional 

Budaetl fiaures 
figures planning 

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 1 1 0 1 1 
AD14 1 1 0 1 1 
AD13 6 6 0 6 6 
AD12 3 3 0 3 3 
AD11 13 13 2 0 15 15 
AD10 5 5 -2 0 3 3 
AD9 6 6 2 1 0 9 9 
AD8 42 42 -2 0 40 40 
AD7 4 4 0 4 4 
AD6 6 6 3 0 9 9 
AD5 4 4 0 4 4 
Total AD 91 91 0 4 0 0 0 0 0 4 0 0 95 95 
AST11 0 0 0 0 0 
AST10 0 0 0 0 0 
AST9 0 0 0 0 0 
AST8 7 7 0 7 7 
AST7 10 10 0 10 10 
AST6 15 15 2 0 17 17 
AST5 19 19 0 3 0 22 22 
AST4 8 8 -2 3 0 9 9 
AST3 5 5 0 5 5 
AST2 0 0 0 0 0 
AST1 0 0 0 0 0 
Total AST 64 64 0 4 0 0 0 0 0 6 0 0 70 70 

Total 0 155 155 0 8 0 0 0 0 0 10 0 0 165 165 

Note: reclassification proposed: 2 AST4 to AST5, 2 AST5 to AST6, 2AD8 to AD9, 2AD}O to AD}} (total reclassification 8) 
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