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1.1 External staff — general comments

Variations from one year to another in the population of external personnel may be significant, as
needs can be difficult to predict and might change significantly in the course of the year for
various reasons (maternity, sick leave, reinforcement etc.). Furthermore, it has to be borne in
mind that the number of agency staff ('Intérimaires’) can only be a snapshot of the situation at a
given point in time and may vary substantially from one year to another.

Figures for 2021 have been updated to take account of the result of the voted budget 2021.

1.2 Specific comments on external staff per Institution
1.2.1 European Parliament (EP)

The number of contract agents for 2021 have been adjusted to reflect the actual situation,
following the recruitment of additional staff to cover needs resulting from internalisation of IT
services, new strategic projects and tasks for DG COMM, for annual regularisations in the field
of parliamentary assistance and to put in place new Forum for Mobility and Society related
projects. Furthermore, six nurses have been recruited on a temporary basis (as interim staff) for
the Parliament's vaccination centre.

For 2022, the EP requests 92 additional contract agents in the context of further internalisation of
IT support services as well as the internalisation of security staff in Luxembourg. Moreover, 92
additional accredited parliamentary assistants (APA) are requested, following an expected
increase in the use of this type of assistants and a decrease of the local ones by the Members of
the EP. At the same time, the number of interim staff is reduced.

The number of Seconded National Experts in 2022 remains on a level comparable to that of the
previous years.

1.2.2 Council
The number of external staff in 2022 remains at the same level as in 2021.
1.2.3 Commission

The 2022 draft budget includes a net increase of an estimated 17 FTE for other types of
personnel (not establishment plan posts), financed across all headings of the Multiannual
Financial Framework.

This is mainly due to the conversion of establishment plan posts (ex-D officials) into contractual
agents and due to an allocation of additional seven FTE to OLAF to reinforce the office’s
investigative units and in the context of the Commission's Anti-Fraud strategy. These adaptions
do not deviate from the principle of stable staffing, as the conversion of ex-D posts is headcount
neutral, and reflects decisions taken at the moment of creating the administrative offices.
Furthermore, the increased allocation to OLAF is fully offset in terms of headcount by a
reduction in the number of FTE on the administrative support lines of headings 1-6. In addition,
an increase of six contract agents for the PMO is related to the provision of services to the EEAS,
which was previously financed through assigned revenue from Service Level Agreements
(SLAs) but is now directly allocated to the office. Other increases are linked to specific needs for
the facilities managed by OIB and OIL. In parallel, four FTEs are transferred from OLAF to the
European Public Prosecutor's Office (EPPO).

Concerning executive agencies, the delegation to executive agencies of the management of
certain programmes of the 2021-2027 period does not affect the number of Commission external
staff in DB2022.



1.2.4 Court of Justice of the European Union (CoJ)

The variation in terms of contract agents (a net increase of about 4 FTE) reflects some additional
needs in certain areas (in particular Security and Research and Documentation), which are partly
compensated by a reduction of the estimation of the global needs of all the departments of the
Institution. The number of new Seconded National Experts that the Court plans to recruit (4 FTE)
is related to the increased needs of the Research and Documentation Directorate.

1.2.5 European Court of Auditors (CoA)

The change in the number of FTE of external staff in the Court of Auditors is related to
additional needs in the field of audit to support the five audit Chambers as well as a request for
two contract agents for translation into Irish.

1.2.6 European Economic and Social Committee (EESC)

The number of external staff in 2022 remains broadly on a level comparable to that of the
previous years.

1.2.7 Committee of the Regions (CoR)
The number of external staff in 2022 remains at the same level as in 2021.
1.2.8 European Ombudsman (EO)

The number of external staff in 2022 remains broadly on a level comparable to that of 2021 and
has stabilised at a low minimum level allowing the institution mainly to deal with longer
absences and to carry out less permanent tasks.

1.2.9 European Data Protection Supervisor (EDPS)

The change in the number of contract agents is linked to a necessary reinforcement of the EDPB
Secretariat and to cover further needs related to additional tasks that have been allocated to the
Institution.

1.2.10 European External Action Service (EEAS)

When estimating the amounts necessary to finance salaries and other emoluments of its staff, the
EEAS has in the past multiplied the number of staff in each category by the average costs per
staff member of that type. To reflect the fact that not all posts are filled all the time, due to
different staff movements, the EEAS reduced the resulting amounts by the most
representative/recent vacancy rate, in order not to over-budget.

In order to maintain the coherence between appropriations and staff, the staff numbers reported
were also reduced by the same vacancy rate as the appropriations. These numbers hence
displayed the number of posts which the EEAS assumed would be filled on average over time.

It has however been brought to the attention of the EEAS that this reporting approach differs
from the one employed by the other institutions, which report the nominal number of posts
regardless of the vacancy rate.

To harmonise the different approaches and facilitate comparisons between institutions, the EEAS
has agreed with the Commission to change its previous approach, and to apply the change to the
reporting under the new MFF. This gives rise to an apparent — but fictitious — additional increase
to the staff numbers in the reporting between 2020 and 2021.

Moreover, the number of cost-free seconded national expert posts in Headquarters have so far
not been shown in the budgetary reporting. To give a more complete picture, they are now also
displayed in the reporting despite their limited budgetary impact.

The EEAS established its statement of estimates reflecting the need to stabilise staff across the
institutions. The remaining needs related to the European Peace Facility (seven posts and five
seconded national experts) and the needs for the new Delegation in Qatar (four posts and five
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local agents) are fully in line with the respective political decisions. Moreover, three AST/SC
posts are converted into contract agent positions in Delegations. Furthermore, one additional
Regional Security Officer (RITO) will be transferred from the Commission to the EEAS as a
follow up to the transfer of 546 Commission staff serving in the Delegations’ administrative
sections to the EEAS which took place in the framework of Amending Letter 1 to the 2021 draft
budget.
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2.3 Overview of 2021 external staff (including staff financed by earmarked
revenue)

2.3.1 Contract agents

Budgetary aspects of the management of contract agents in 2021 for the offices are further
detailed in the financial statements related to the budget lines of the Offices reproduced in
Working Document, Part VL.

The following tables capture all contract agents in place as of 01/04/2021 in the Commission,
including personnel financed from the operating & research budgets, the budgets of the inter-
institutional and administrative offices, contract agents in delegations as well as 983 contract
agents financed from earmarked revenue mainly in the offices, the JRC, Trust funds and Facility
for Refugees in Turkey and for the management of the Next Generation EU and Horizon Europe
(HEU).

Next Generation EU (NGEU) leads to the temporary reinforcement of several programmes
through external assigned revenues, a part of which will be used to finance expenditure for
administrative and technical assistance related to the implementation of these programmes,
including external staff. The impact in 2022 is at the level of some 190 FTEs and corresponding
appropriations.

Contract Agents
Sources of financing In place as of 01/04/2021 2021 Fu_II Tlmg Equivalent| 2022 Fu_II Tlmg Equivalent
units (Estimates) units (Estimates)

Commission Authorised Budget 6.353 4.877 4.862
Earmarked revenues
- Offices 279 279 281
- Trust funds and Facilities for refugees in Turkey 201 208 241
- Competitive actions of the Joint Research Center 345 387 503
- DG at headquarters 158 164 417

- out of which NGEU (including HEU) 190
Total earmarked revenues 983 1.038 1.442
Total 7.336 5.915 6.304

NB: As several budget lines authorise appropriations for external personnel without distinction between categories of personnel, 2021 figures
are the best possible estimates, based on likely average costs and repartition between categories both for appropriations voted in the 2021

Budget and for expected earmarked revenue taken into account when preparing the 2021 Budget.
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2.4 Overview on recruitment

Complete details on the nationalities of staff occupying establishment plan posts as of
01/04/2021 are provided by function group and grade, in all 9 establishment plans (Commission
operating budget, Research indirect & direct actions and offices), under points 2.2.2., 2.2.3. and
2.2.4. above.

Detailed information on available lists of successful candidates (point 2.4.1 below) and
competitions planned (point 2.4.2 below) provide further information on the current and
expected number of successful candidates for future recruitments.
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2.5.2 Mobility between the Commission and the other institutions

Movements of posts between the Commission and other institutions have been identified and
summarised in the table below. Interinstitutional movements in which the Commission is not
involved are not listed below and should be obtained from the concerned institutions. For the
period 1 January to 31 December 2020, as in previous years, movements confirm the trend
already noticed of a negative balance (207 posts) to the detriment of the Commission
(arrivals - departures), particularly to the benefit of the European Parliament, the European
Education and Culture Executive Agency and the European External Action Service.
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2.6.1 Gender Equality

The table below shows the full time equivalents actually in place in 2020, referred to establishment plan
posts, per establishment plan, grade and gender and is based on monthly occupation averages. This is a
new requirement of article 41(3)(b)(ii1) of the Financial Regulation, and although this information need
only be provided for the first time together with the draft budget to be presented in 2022, the
Commission has endeavoured to advance on this request, and presents the 2020 average of full-time
equivalents.

In spring, the Commission adopted3 mid-term targets for first female appointments at middle
management level per Directorate-General and Service, to be achieved by 31 December 2022. In this
context, DG HR discussed with all Directorates-General their strategy for meeting their assigned gender
target and their plans for development of management competencies of their existing middle
management population. Furthermore, DG HR was tasked to implement and enforce a series of
procedural measures for the selection of managers, to follow the progress made by the Directorates-
General and Services and to deploy talent development measures aimed at women in order to enable
them to perform management duties. As part of this, particular attention was paid to increase the number
of first female appointments to middle management.

In autumn, the Commission adopted4 a complementary set of concrete measures for reinforcement of
gender equality at senior management level. DG HR has been instructed to work with all Directorates-
General and Services towards: the upstream identification, monitoring and support of female talents via
tailored talent development programmes; the designation of 55% women as Deputy to the Director as a
way to gain exposure to senior management duties and challenges; the principle that there should be a
Deputy Head of Unit function in each Unit, to be held in equal proportions by men and women by 2022;
the implementation and reinforcement of accompanying procedural measures including the enhanced
role of rapporteurs and of the Consultative Committee on Appointments (CCA) in the context of senior
management selection procedures.

Implementation of this range of actions to reach the ambitious target of 50 % female representation at all
levels of management by the end of this Commission’s mandate is already bearing fruit. On 18
December 2020, 40.7% of senior management (including Directors-General, Deputy Directors-General,
Directors and Principal Legal Advisers) were women, up over 4 percentage points a year earlier.
Similarly, 43 % of middle management (Heads of Unit or equivalent) were women, up 1.5 percentage
points a year earlier. Within this category, 61.5% of all first appointments to middle management were
women.

A new talent development programme for middle managers who aspire to become senior managers has
been put in place and been well received. It was presented to all female Heads of Unit as well as to
Heads of Unit of a number of underrepresented nationalities by the Director-General of DG HR in
December 2020. The programme reflects three different talent profiles and can be tailored to the specific
needs and objectives of each participant. 25 middle managers have already been enrolled - exceeding
initial projections and a larger, second wave is programmed for early 2021.

The third edition of the Female Talent Development programme was launched. 119 female colleagues
from all Commission services and executive agencies benefit from a mix of competency-building,
mentoring by senior managers, networking and individual coaching. To date, 41 participants from the
first cycle, 29 from the second and 2 from the current programme have been appointed head of unit.

3 PV(2020) 2332 final of 22 April 2020
4 PV(2020)2351 final of 30 September 2020
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2.6.1.1 Diversity — going beyond gender

Going beyond the focus on gender balance in management positions, DG HR aims to address the
diversity of Commissions staff including racial or ethnic origin, religion or belief, disability, age, sexual
orientation, cognitive diversity, or socio-economic background. The aim is for Commission staff to
better reflect the diversity of the broader European population and to develop a working culture where
staff from these diverse backgrounds can thrive and contribute. In November the decision was taken to

set up a Diversity and Inclusion Office?, reporting to the Director-General. The Office’s role is to lead
the development, implementation and monitoring of actions designed to promote diversity and inclusion
among Commission staff. The Office will advocate for diversity and inclusion and ensure that these
dimensions are taken into account in all HR policies and processes. To achieve this, it will work closely
with all parts of DG HR, with the Task Force for Equality Secretariat in the Secretariat General and with
counterparts in other departments and institutions.

Cultural and linguistic diversity

The value of the European civil service also lies in its cultural and linguistic diversity, which is enhanced
when there is balance among officials' nationality. The Commission has been actively addressing the
issue of geographical balance across all levels of the organisation, including at management level.
Geographical balance will be one of the key elements of the new HR strategy that the Commission is
currently preparing and is explicitly mentioned in all senior management vacancy notices. The talent
programme for aspiring senior managers was presented in a series of meetings with the middle managers
of the underrepresented nationalities, with the active participation of their most senior compatriots in the
Commission administration.

2.6.1.2 Diverse forms of employment
Officials and temporary agents

The Commission recruited 1103 officials and temporary agents in 2020, which is similar to the level
achieved in 2018 and represents approx. 200 less than in 2019. Also, 168 officials were transferred to the
Commission from other institutions. The reduction in the number of recruitments is explained by the
COVID-19 pandemic, which, due to the travel and sanitary restrictions, drastically reduced the mobility
of candidates and the capacity of the Medical Service to carry out pre-recruitment checks. To mitigate
the effects of the pandemic, DG HR adapted the existing recruitment procedures to the paperless and
telework environment. In addition to recruitments, DG HR also extended the contracts of 330 temporary
agents.

In order to allow services to recruit staff faster and to retain talents for longer in the context of the
COVID-19 pandemic, the Commission, upon proposal from DG HR, adopted two decisions (on 29 April
and 15 July 2020), authorising the following:

- the conditional employment of temporary and contract staff, before the medical fitness could be
confirmed;

- the extension of contracts of temporary agents recruited on permanent posts beyond 3 years;

- derogations, in exceptional situations, from the grading rules for temporary agents in function
group AD.

3> PV(2020)2356 final of 11 November 2020
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In October 2020, in view of the persistence of the pandemic, the application of these measures was
extended by the College to cover the entire year 2021 as well.

Contract Agents

The Commission recruited 1105 contract agents in 2020, which represents approx. 300 less than in 2019
and approx. 200 less than in 2018. As for officials and temporary agents, the reduction in the number of
recruitments is explained by the COVID-19 pandemic and the travel and sanitary restrictions, which
drastically reduced the mobility of candidates and the capacity of the Medical Service to carry out pre-
recruitment checks. For contract agents as well, DG HR adapted the existing recruitment procedures to
the paperless and telework environment in order to mitigate the effects of the pandemic. The
Commission decision authorising the conditional employment of temporary and contract staff, before the
medical fitness could be confirmed, adopted on 29 April 2020 and extended in October to cover the
entire year 2021, applies to contract agents in order to allow services to recruit staff faster in the context
of the COVID-19 pandemic.

Interim staff

2020 was the second complete year of centralised management of the interim staff at the Commission
after the centralisation introduced at the end of 2018.

Under its contract with interim agencies, an average of 280 interim staff per month worked in
Commission services in Brussels and 70 interim staff per month in Luxembourg, mainly secretaries,
administrative assistants, and proofreaders. A reduction in the number of interimaires in Brussels,
mainly between April and July, was due to the COVID-19 pandemic, which made more difficult the
selection of candidates and their access to the IT tools necessary to provide their services. In
Luxembourg the confinement had a more limited impact.

Seconded National Experts

The Commission has a long experience in hosting seconded national experts (SNEs) from the Member
States. Around 800 SNEs provide the Commission with expertise and help consolidate relations with the
Member States. There are also benefits for national governments. Staff who have worked as SNEs take
home in-depth knowledge of the EU institutions and policies.

During 2020, the Commission engaged 225 SNEs in its services; in addition, it organised two exercises
for National Experts in Professional Training (NEPT) for 141 participants (70 for the exercise starting in
March and 71 for the one starting in October).
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3. CoMMISSION HUMAN RESOURCES — THE REQUEST FOR 2022 DRAFT BUDGET
3.1 2022 Draft Budget: the global request for human resources
3.1.1 The overall picture for year 2022

The Commission strives to ensure the optimal allocation of its resources, reflecting its political priorities,
legal and institutional obligations, and policy developments. In the context of the COVID-19 pandemic
and additional new challenges, it is of critical importance to deploy resources in the most efficient
manner, making the best use of staff talents, and by seeking synergies and efficiencies.

The Commission is committed to the principle of stable staffing, in accordance with the basis on which
the current multiannual financial framework was built, and with a view to ensuring respect of the
ceilings of Heading 7 European Public Administration for the period 2021-2027.

With respect to the establishment plan, the overall number of posts is reduced. This reduction is the
result of a number of factors — the delegation of tasks to executive agencies, transfers between different
establishment plans, including from OLAF to EPPO (six posts), as well as the transformation of a
number of posts into appropriations (18 posts).

An additional three posts are requested to cater for the gradual phasing-in by 31 December 2022 of the
Irish language translations in line with the Council Regulation 2015/2264 of 3 December 2015%. This
is the last step in this process for the Commission.

This document also presents the estimates for external staff and decentralised administrative
appropriations for 2022, following the conclusion of budgetary hearings. Concerning external personnel,
the 2022 DB takes into account the transfer of four FTEs from OLAF linked to the set-up of the EPPO.
In addition, the budget includes a transfer of one FTE, with the corresponding appropriations, from the
Commission to the EEAS and the reduction of 12 FTE in the administrative support lines of operational
programmes (ex-BA lines).

6 OJL 322/11 of 8.12.2015.
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3.2 2022 DB: the establishment plans
3.2.1 Global evolution for 2022

The total number of posts requested for 2022 throughout the Institutions presents a limited increase of
107 posts. The Commissions’ establishment plans shows a decrease of 40 Full Time Equivalents (FTE, -
0,12%), with a net reduction of 57 establishment plan posts (-0,24 %) and a limited increase of 17 FTE
(0,20 %) of external personnel.

3.2.2 Human resources by institution
3.2.2.1 Priorities for 2022

The European institutions must be efficient and effective, and lead by example in adapting to new ways
of working, which support a greener administration. The Commission continues to build on the
synergies and efficiencies efforts of recent years, which must now also adapt to the opportunities and
challenges of a post-COVID workplace — digital, flexible and striving to minimise its environmental and
climate impact.

The experience of 2020 has shown that the European public administration is adaptable, and can
guarantee quality and continuity in the face of unprecedented challenges. The Commission has sought to
learn from this experience, and will adapt its ways of working for the longer-term. A successful
transition will require appropriate and timely investment in information technologies and the upgrading
of the building stock. However, in the medium-term this will bring savings — both in budgetary terms
and in reducing the carbon footprint of the organisation, as more flexible working arrangements allow
for a more streamlined building plan. The draft budget proposal for 2022 puts the focus on investments
in information technology and transitioning into more collaborative working spaces, made possible by
reducing the costs related to missions.

At the core of this transition are the staff of the institutions. In short, they are its most valuable resource.
In the context of stable staffing, their talents and ability to learn and adapt are crucial, and the capacity
of the institutions to attract the best and most talented from all the Member States to work for all citizens
is critical.

The overview table below presents, for each institution, the number of establishment plan posts
authorised in the 2021 budget and the number of posts requested in the 2022 draft budget.

The Committee of the Regions and the Commission have requested a total of five additional posts
relating to the phasing-out of the derogation for the Irish language’. The Commission has also requested
the transformation of appropriations for two Seconded National Experts into one post. Its requests are
more than compensated by a net reduction of 18 posts, transformed into appropriations for external staff
following the progressive phase-out of ‘former D’ posts. The requests for the other institutions are
presented in the table below:

7 OJL 322/, 8.12.2015.
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3.2.4 2022 pre-allocation on the operating budget

3.2.4.1 Establishment plan posts (operating budget — Commission &
Administrative/EuropeanOffices)

2022 Pre-Allocation

In order to cater for the gradual phasing-in by 31 December 2022 of Irish as an official language,
three posts are pre-allocated as of 1 January 2022, subject to their approval by the budget authority.
The 2022 pre-allocation reflects the contributions planned for the Synergies and Efficiencies
initiative. At the same time, 130 allocations programmed to expire by the end of 2021 have been
extended by one year.

The DB 2022 also takes into account the impact of the delegation to the executive agencies, with 10
posts reduced from the operating budget in 2022. In addition, the establishment plan was amended
to reflect the impact of the Amending Budget 1/2021, by a reduction of four posts (and 11 full-time
equivalents (FTE) of external personnel).

The 2022 pre-allocation also caters for a regularisation of 16 posts currently allocated as temporary
surcharges, by transforming them into permanent allocations (13 posts) or temporary allocations
(three posts). The permanent allocations are as follows: three AD posts to DG TAXUD for the
Northern Ireland protocol, one AD post to SJ for the Northern Ireland protocol, three AD posts to
DG MARE for additional workload on BREXIT, one AD post to DG JUST for the UK Delegation
(EU Citizens’ Rights), five AD posts to SG for the Task Force on Equality. The temporary
allocations concern three AD posts to DG BUDG until 2024 for SUMMA.

3.2.4.2 Redeploying staff to priority tasks

Commission services have undertaken major efforts to implement new Commission priorities with
fewer human resources:

— The most recent allocation decision resulted in a reallocation of 213 establishment plan posts;

— The implementation of the Synergies and Efficiencies Review (SER) continues to progress in
four horizontal functions (HR, ICT, Communication, Logistics and Events), and has led to the
identification of a contribution of 36 posts for 2021, which will be available for reployment to
priority tasks from 1 January 2022;

— The continued adjustment of the structure of establishment plan posts is linked to the reduction
of clerical tasks and the growing need for administrators. The 2022 DB request will follow
up on this trend by requesting a budgetary neutral upgrading (from AST to AD category) of 90
establishment plan posts;

— Following the creation of the AST/SC function group as provided for by the 2013 reform of the
Staff Regulation, the 2022 Statement of Estimates includes a request for the conversion of 45
AST posts into AST/SC according to the needs of the services;

— The return of former D-category posts, as they become vacant, and their conversion into
appropriations for contract agents continues, in line with the agreement made in the framework
of the reform of the Staft Regulations (four posts), and the creation of the administrative offices
(20 posts also to be converted into contract agents). In parallel, there is a request to transform a
limited volume of appropriations for external personnel into six posts in the administrative
offices.
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3.2.5 Adjusting staff structure to future needs

The 2007 screening exercise of establishment plan posts revealed a potential mismatch between the
existing structure of staff and future needs, in particular the need to gradually reduce the number of
assistant posts and increase administrator posts. For 2022, the Commission proposes to upgrade 90 AST
posts into AD posts.

Furthermore, following the creation of the AST/SC function group as provided for by the 2013 reform of
the Staff Regulation, the 2022 statement of estimates proposes the conversion of 45 AST posts into
AST/SC, provisionally distributed among DGs, to allow for the progressive phase-in of the SC function

group.
3.2.6 Other transformations to the establishment plans
3.2.6.1 Commission establishment plan - Operating Budget

Career policy measures

In order to follow the career policy measures applied by the Commission (Article 6 of the Staff
Regulations), the following conversions will be requested for 2022:

AD16 AST11 AST/SC 6
AD15 AST10 AST/SC 5
AD14 AST9 AST/SC 4 +40
AD13 -80 AST8 AST/SC3 +20
AD12 +80 AST7 AST/SC 2 -10
AD11 AST6 +160 AST/SC 1 -50
AD10 +150 AST5 -40

AD9 +100 AST4 -120

AD8 AST3 -75

AD7 -60 AST2 -25

AD6 -40 AST1 +100

ADS5 -150

Conversion of some former D-category posts into appropriations for contract agents

In accordance with the principles approved in the 2004 revision of the Staff Regulations, four ex-D*
posts (that mainly included, prior to the 2004 reform of the Staff Regulation, drivers, ushers and
messengers) will be transformed into appropriations. This allows the Commission to recruit contract
agents as referred to in article 3a of the Conditions of Employment of Other Servants (‘CEOS’) in
Function Group L

Accordingly, the modifications requested to the establishment plan for 2022 include the conversion of
four ASTS posts into appropriations for contract agents.

Conversion of appropriations for external personnel into posts of the establishment plan of the offices

For 2022, the Commission requests the conversion of appropriations into posts for the offices’
establishment plans to the level of six posts.
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3.2.6.2 Establishment plans of the offices

Several offices experience a need for adjusting their AD/AST mix. As a result, and to make the
operation neutral in budgetary terms, the Commission requests the transformation of AST6 posts into
ADS posts as follows: three for OIB, two for EPSO, five for PMO and four for OP. The Commission
also requests the transformation of AST posts into AST/SC1 posts as follows: two AST7 posts for OIL,
one AST2 for PMO, one AST3 and two AST1 for OP.

Career policy measures

Notwithstanding the possibility for the administrative offices — EPSO, OLAF and OP — to rely on the
Commission to cover their promotion needs in case this is necessary, the respective establishment plans
include the estimated number of posts needed to cover the promotions in accordance with the Staff
Regulations.

Conversion of posts info appropriations for contract agents:

In accordance with the Communication of 6 November 2002 relating to the creation of the
administrative offices®, the establishment plans of the latter will consolidate the conversion of posts into
appropriations for contract agents. Accordingly, it is proposed to reduce their respective establishment
plans in the 2022 Draft Budget by 20 AST posts broken down as follows: 19 for the OIB and one for the
OP.

Conversion of temporary establishment plan posts into permanent

For 2022, the conversion of one AD temporary post into permanent is requested in OLAF’s establishment
plan

Conversion of permanent establishment plan posts into temporary
For 2022, there is no conversion of permanent posts into temporary foreseen.

3.2.6.3 Transfer of activities and other technical adjustments between establishment
plans (Commission/offices/other institutions)

For 2022, the main agreed transfers of certain activities between services results in the following
movements of posts between establishment plans:

- Transfers from the OP establishment plan to the Commission establishment plan of one AST7
as contribution to the Synergies and Efficiencies initiative for 2022 and one AST/SC2 as saving
following the transfer of the EC Library from EAC to OP;

- Transfer from the OIB establishment plan to the Commission establishment plan of one ASTS
as contribution to the Synergies and Efficiencies initiative for 2022;

- Transfer from the OIL establishment plan to the Commission establishment plan of one AST7
as contribution to the Synergies and Efficiencies initiative for 2022;

- Transfer from the OLAF establishment plan to the Commission of one ADS5 as contribution to
the Synergies and efficiencies initiative for 2022;

- Transfer from the OLAF establishment plan of one ADS5, one AD6, and two AST7 and two
AST9 posts to the European Public Prosecutor’s Office in the framework of the start-up of the
latter;

8 Communication from Vice-President Kinnock: 'Creation of three administrative Offices' Doc C(2002) 4367f, 4368f and
4369 final, 6.11.2002.
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3.2.7 Commission establishment plan - Research budget
3.2.7.1 Indirect Research

The modifications to the 2022 establishment plan for research indirect actions are summarised in table
10.4 in annex. Related administrative appropriations requested in the 2022 DB are based on the various
research programmes (01 01 01 01 budget line for Horizon Europe; 01 01 02 01 budget line for the
Euratom Research and Training Programme; 01 01 03 01 budget line for ITER and 13 01 02 01 budget
line for the European Defence Fund). They reflect this situation by integrating the salary increase of
2022.

Delegation of tasks to executive agencies and other bodies in 2021 and 2022

The impact of the delegation to executive agencies of the management of certain programmes of the
2021-2027 programming period is taken into account. The establishment plan was amended to reflect
the impact of the Amending Budget 1/2021, which included a reduction of 26 posts (and 57 external
personnel). For DB2022 no staff reduction is foreseen on Indirect Research.

Career policy measures

The 2022 Statement of Estimates for the Commission also integrates a modification to the establishment
plan of the indirect research budget in order to follow career policy measures (Article 6 of the Staff
Regulations) applied by the Commission.

3.2.7.2 Direct Research

The impact of the delegation to executive agencies of the management of certain programmes of the
2021-2027 programming period is taken into account. The establishment plans were amended to reflect
the impact of the Amending Budget 1/2021, which included a reduction of 10 posts in 2021. An
additional reduction of 26 posts is foreseen for the 2022 DB.

Career policy measures (budget lines 01 01 01 11 for Horizon FEurope and 01 01 02 11 for the Furatom
Research and Training Programme)

The 2022 establishment plan requested for the Joint Research Centre (JRC) also reflects modifications
requested to follow career policy measures in accordance with Article 6 of the new Staff Regulations as
applied by the Commission (see table 10.3 in annex).

3.2.7.3 Human resources requested in executive agencies

In 2022, the Commission will continue to make intensive use of executive agencies in the management
of the 2021-2027 spending programmes. The staffing and subsidy levels foreseen for the agencies in the
2022 DB are in line with the Commission’s ‘delegation package’ for the 2021-2027 period, as adopted
on 12 February 20219,

The proposed number of staff in the executive agencies increases to 3 151 FTE in 2022 (+ 66 FTE, of
which 33 temporary agents, 33 contract agents), including establishment plan posts financed outside the
EU budget (+12 temporary agents posts compared to 2021). Overall, the total staff increase is in line
with the staff numbers foreseen in the specific financial statements accompanying the Commission’s
delegation decisions as well as the Communication to the Commission on the delegation of tasks to
executive agencies!.

The necessary additional staff increase in the agencies following the delegation of new tasks is
compensated by a reduction of human resources in the Commission. The increase of staff in executive
agencies presented in the 2022 DB is compensated by a further reduction of 27 FTE in the Commission

9 COMMUNICATION TO THE COMMISSION on the Delegation of the management of the 2021-2027 EU programmes
to executive agencies (C(2021)946 of 12.2.2021.

10 C(2021)946 of 12.2.2021

Human Resources — The request for 2021 Budget / 77



(of which 26 ‘freed’ posts and one frozen post in the establishment plans). Posts of officials seconded
from the Commission are frozen in the Commission establishment plan in accordance with the
provisions of Council Regulation 58/200311 on executive agencies. No appropriations are included in the
draft budget for the corresponding number of posts (‘Abattement agences exécutives’).

11 QOJL 11, 16.01.2003.
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3.3.2 Evolution of external staff financed under other Headings of the MFF

3.3.2.1 External staff financed under articles 01 01 01 12 and 01 01 02 12 (Indirect and
Direct Research)

Indirect Research

For 2022, EUR 46,8 million are requested for external personnel under the indirect research budget. This
results in an estimate of 550 FTE available to the Research DGs concerned. The distribution between
DGs concerned is highlighted in Table 8 in Annex. Related administrative appropriations requested in
the 2022 DB reflect this situation and integrate the salary indexations for 2022.

External personnel (budget lines 01 01 01 12 for Horizon Europe and 01 01 02 12 for the Euratom
Research and Training Programme)

For 2022, appropriations for external personnel amount to EUR 46,3 million, accounting for an estimate
of 739 FTE available to the JRC (see table 8 in annex) and to the Account Mangement Centre in DG
HR.

3.3.2.2 External staff financed under operational budget lines (former BA lines)
In 2000, the Commission committed itself to the following!2:

- To phase out a number of Technical Assistance Offices (the so-called ‘BATs’) and, for a limited
number of them, to integrate their activities in its services. For these very specific cases, the
budgetary authority allowed the Commission to temporarily finance external personnel at
headquarters through a specific budgetary comment establishing a sub-ceiling under the
operational lines of the programmes concerned (the so-called former ‘BA lines’). These
authorisations are without prejudice to the so-called ‘mini budgets’ whereby Structural Funds
may historically finance external personnel from the operational appropriations concerned,

- To improve the management of external aid through the de-concentration policy. To this end, the
budgetary authority allowed the Commission to finance external personnel in delegations from
the operational lines of the programmes concerned.

For the 2022 DB, the sub-ceilings are reduced by 12 FTE due to the impact of the salary increase on the
average costs of the external staff at Headquarters. In addition, the budget includes a transfer of one FTE
with the corresponding appropriations from the Commission to the EEAS.

12 Amending Letter 1/2001, SEC(2000) 1363 final, 4.9.2000.

Human Resources — The request for 2021 Budget / 96












3.4.2 Support expenditure for programmes under headings 1-6

Most EU multiannual programmes provide for technical and administrative support expenditure directly
linked to the implementation of the operational programmes and financed from the financial envelope of
the programme. This technical and administrative support expenditure is now much more clearly
identified in the EU budget. These appropriations are used to carry out activities such as evaluation of
calls for proposals, studies, information systems, expert meetings and audits, needed to achieve value for
money and ensure sound financial management. Support expenditure under headings 1 to 6 is presented
here below in order of volume.

Heading 1, Single market, innovation and digital, becomes a strong centre for funding dedicated to
innovation, strategic infrastructure and digital transformation. Horizon Europe will increase European
support for health and climate and environment-related research and innovation activities. It will receive
EUR 1,8 billion in funding from Next Generation EU in 2022, to enable it to scale up the research effort
for challenges such as the COVID-19 pandemic, and for research and innovation in climate and
environment-related domains. In complement, longer-term support to strategically-important companies
is provided through the enhanced InvestEU programme. The reinforcement of InvestEU from
NextGenerationEU amounts to EUR 1,8 billion in 2022. (48,5%)

Heading 6, Neighbourhood and the world, reflects the full extent of the Union’s external development
and international cooperation expenditure. The geographic cooperation with the African, Caribbean and
Pacific (ACP) States and Overseas Countries and Territories (OCTs), which was previously financed by
the extra-budgetary European Development Fund (EDF), is now funded by the general budget of the
EU. Furthermore, the external financing instruments have been fundamentally restructured and
streamlined with the introduction of the new Neighbourhood, Development and International
Cooperation Instrument — Global Europe. (34,3 %)

Heading 2, Cohesion and values, in sub-heading 2a, Economic, social and territorial cohesion, in
addition to the envelopes financed under the MFF, cohesion programmes will receive additional support
for crisis repair measures from the REACT-EU initiative, which bridges the two MFF periods and which
will receive EUR 10,8 billion in commitment appropriations from NextGenerationEU in 2022.

Sub-heading 2b, Resilience and values, contains the grant component of the Recovery and Resilience
Facility, for which EUR 1184 billion from NGEU should be committed in 2022, and the cost of the
financing of NGEU, covered by the MFF appropriations. This sub-heading also includes the new and
enhanced EU4Health programme, for which an amount of EUR 70 million is proposed to be frontloaded
from the 2027 programming. This is to be offset in 2022 from the programmed amount for the NGEU
interest line, which in turn is back-loaded to 2027. Other flagship European programmes financed under
sub-heading 2b are Erasmus+, Creative Europe, the Citizens, Equality, Rights and Values programme,
and the upgraded Union Civil Protection Mechanism (UCPM)/rescEU, which will benefit from extra
funding through NextGenerationEU in 2022 (EUR 680 million). (12,5%)

Heading 3, Natural resources and environment, aims to make a substantial contribution to the new
Green Deal, and includes the funding for the Just Transition Fund, both under the MFF and
NextGenerationEU, which will reinforce the JTF by EUR 4,3 billion in 2022. Under the Common
Agricultural Policy (CAP) transitional rules, the European Agricultural Guarantee Fund (EAGF) and the
European Agricultural Fund for Rural Development (EAFRD) measures will continue in 2022 under the
rules of the period 2014-2020, but with financial envelopes and ceilings adjusted to the new MFF for
2022. The EAFRD will be reinforced by some EUR 5,7 billion from NextGenerationEU in 2022. (3,3%)

Heading 5, Security and defence, brings together the reinforced Internal Security Fund, the newly
created European Defence Fund, the nuclear safety and decommission activities and the agencies active
in the area of security. This concerns in particular EUROPOL, for which the Commission proposed a
reinforced mandate in December 2020. (1%)
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