
ETHICS COMMITTEE 
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Record of Ethics Committee Deliberations on Case No. 2 

Following the request to consider and provide guidance on a poteiltial conflict of interest 
with regard to Staff Rule 3.01, paragraph 4.02, which was presented to the Committee in 
relation with the contract of the President, the Ethics Committee met respectively on June 
2,2005, June 8,2005, July 22,2005, August 29,2005, and Septeinber 1,2005.  

Staff Rule 3.0 1, paragraph 4.02 reads as follows: 

"4.02 A sexual relationship between a staff meinber and hisher direct report, or direct 
or indirect manager or supervisor is considered a de facto coilflict of interest. The 
nlanagerlsupe~liisor shall be respoilsible for seeking a resolution of the conflict of 
interest, if need be in consultation with management, who will take measures to resolve 
the coilflict of interest. Failure to pronlptly resolve the conflict of interest may result in a 
finding of misconduct." 

J u n e  2. 2005 

The Ethics Committee met on June 2? 2005 to coilsider the request from the President 
(Requestor) for guidance and advice with regard to the de facto conflict of interest with 
regard to Staff Rule 3.0 1 ,  paragraph 4.02. The Committee coilsidered the 
coill~nunicatioils that, in the contest of the ilegotiations of the President's contract, were 
exchanged between Mr. Barnett, Counsel for the President-elect, and Mr. Danino, 
General Counsel of the Bank. The Conlinittee also considered the provisions of the Staff 
Rules which lvould be applicable to the matter in question. 

In order to clarify the nature of the request, the Coin~nittee requested further infornlation 
from the Requestor, including the name, position held by the staff member concerned and 
any other relevant facts. A letter was agreed by the Committee and sent to Requestor on 
June 6, 2005. The letter is attached as Ar~llex 1. The Comnlittee also considered that it 
was appropriate and important to uildei-stand fully the practices of the institution with 
regard to dealings under the relevant Staff Rules on Conflict of Interest. It, therefore, 
decided to invite the Vice President, Human Resources, the Director of the Instihitional 
Integrity Department, and the Ethics Officer, respectively, to meet with the Committee to 
explain the practices with regard to the relevant Staff Rules. The meeting was scheduled 
for June 8, 2005. 

The Committee also had as a background docu~neilt for its deliberations, a legal note 
dated June 2, 2005 prepared for the Ethics Committee by the General Counsel. A copy is 
attached as Annex 2. 



June 8,2005 

As agreed at its meeting on June 2, 2005, the Ethics Committee met respectively with the 
Vice President, Human Resources, the Acting Director of the Institutional Integrity 
Depal-tinent, and the Ethics Officer. The salient points from the respective discussions 
are set out in Annex 3 to this Record. 

The Con~n~i t tee  met on July 22, 2005 to review the response dated July 21, 2005 (Annex 
4) f~imished by the Requestor in response to its letter dated June 6, 2005 to the Requestor. 
The Co~ninittee also heard from the Chairman about informal discussions he had had 
wit11 the Requestor regarding a possible resolution of the matter, including exploration of 
the different dimensions of the situation and possible ways in which the matter could be 
resol\.ed. In this connection, the Chairman of the Committee provided the other members 
of the Committee with a personal and confideiltial note dated June 23, 2005 (copy 
attached as Annex 5) which he had written to the Requestor. In addition, the Committee 
considered a legal note from the General Counsel which revie~ved various alternatives 
(copy attached as Annex 6). The Co~nnlittee also had before it relevant iilfornlatioll on 
the staff member concerned as \tell as the job description for an open position in the 
h.liddle East and North Africa Region (copy attached as Annex 7). 

With respect to the letter dated July 2 1, 2005 from the Requestor, the Committee was 
unaniillous in its view that the proposal which had been made by the Requestor to recuse 
himself from any irlfluence over personnel decisions involving the staff nlenlber 
concerned, would not cure the de facto conflict of interest that existed. Members noted 
that paragraph 4.02 required the ManagerlSupei-visor to pronlptly seek a resolution of the 
conflict of interest and reassignment to a unit outside the line of autl~oi.ity rvas a possible 
course of action; however, recusal meant that the staff member concerned worked within 
the line of authority of the Requestor. The Cornillittee then explored various options 
ivhich were available to deal with this situation, including external service, reassignment, 
compensation to offset negative career impact on the staff member as a result of 
reassignnlent inside or outside the Bank Group in tenlls of promotions or salary 
increases, and also inutually agreed separation. The Committee concluded that: (1) the 
situation disclosed by the Requestor constitutes a de facto conflict of interest under Staff 
Rule 3.0 1 ,  paragraph 4.02; (2) the recusal proposed by the Requestor would not be 
sufficient in light of the relocatiorl and absence of professional contact standard 
applicable for spouses and declared partners; and (3) the qualifications and career 
perspectives of the staff member concenled should be fully take11 into account. 

The Committee therefore decided that the best possible option to be conveyed to the 
Requestor would be one in which the staff member concerned is reassigned on external 
service or to a position beyond the potential supervision of the Requestor and, at the same 
time, due to the potential disruption of the staff member's concerned career, an in situ 
promotion should be considered. This advice would be communicated by the Requestor 
to the Vice President, MNA and the Vice President, Human Resources. The Committee 
believed this was an appropriate course of action, especially since this matter could be 



potentially damaging to the interests of the World Bank Group. It was agreed that the 
Chairman would continue informal discussions with the Requestor with the view to 
finding an appropriate solution to the matter. 

August 29,2005 

The Coillmittee met on August 29, 2005 to deliberate further on the issues raised after 
infoinla1 consultations between the Chainnan of the Committee and the Requestor on the 
basis of the reconlmeildation agreed during the meeting on July 22. The Chairman 
furnished Committee members with a meinorandurn dated August 12, 2005 from the 
Requestor, but delivered by hand on August 22 due to the absence from office of the 
Chairman. A copy of this n~en~orandum is attached as Annex 8. The Committee agreed 
that, as indicated in the meinorandum from the Requestor, the matter would be deemed 
resolved if indeed the action indicated in the letter, i.e., "detailed outside the Bank 
Group" was implemented. The Coininittee discussed issues concerning conlmunication 
to the Esecutive Directors on this matter and the substance of the memorandum from the 
Requestor and possible response from the Committee. 

On the questioil of co~nmunicatioi~s with Executive Directors, it was agreed that 
Executive Directors should be notified, in case they would inquire, only after the 
Requestor had resolved the conflict of interest. Ally suc l~  cominunication should only 
indicate that the Ethics Committee coilsidered the request and confirms that the conflict 
of interest has been dealt with appropriately. The Conlnlittee also took note of paragraph 
7 of the Ethics Committee and Procedures which requires the Committee to communicate 
adlice gii-en to a Requestor, subject to consultatioil with the Requestor and in a manner 
that ensures the privacy of the individual concerned. 

Finally, although the Committee took exception to the characterizations contained in the 
Requestor's memorandum of August 12, 2005, it agreed that the outcoine is consistent 
with the Colnmittee's findings and advice as noted abobe. In particular, the Comn~ittee 
noted its \:ie\vs on various misstatements in the Requestor's memorandum: 

The Comn~ittee had not made a final determination. The coillmunicatioils of the 
Chairman with the Requestor were expressly characterized as informal and aimed 
at finding a constructive solution to the situation prior to the Committee making a 
final determination. 

Members of the Committee "cannot interact directly with staff member situations". 
Therefore, the Chairman appropriately declined to meet with the staff member concerned 
as the Requestor had suggested. Instead, it was proposed that, the VP HR be instructed 
by the Requestor to do so 

The Committee had indicated that the staff member could continue to work at the 
Bank provided that the position she holds is outside the direct or indirect 
supelvision of the Requestor and there is no routine professional contact between 
them. 



* 
The Committee was also of the view that the de facto conflict of interest which 
had been created was not the result of any action by the staff member concerned. 
The conflict of interest was created by the appointment of the Requestor and 
could not be  resolved without affecting the staff member's position. Indeed, in 
recognition of this situation, the Committee took the extraordinary step of 
recommending the consideration of an in situ promotion. 

Finally, the Committee agreed that as soon as the action indicated in the Requestor's 
memorandum was implemented, the Conllnittee will infonn the Requestor that it 
considers the matter closed. 





,AD MELhEKT 
E.ircutive Dire'tt~r 
iur ,-\r:nrnia, Bo~r~i.1 & tlerzego\.ina, Gulgarid, 
Croatia, Cyprus. Cr-orgi~, Irtael, hlacedoni,~, h,\ulifov,~. -  he +!ethe?lnni!s, Romsni~ ,mcl i 'kraine 

To: 
Mr. Paul Wolfowitz 
President 

The World Bank 
1,V~shington. D.C. 20433 

U.S..i. 

Tel: i202; 458-2052 
Fax: 12U2) 521 -1572  

E-mail: an:c.lkert@~vorldbank.org 

Personal and Confidential 

Washington. D.C., June 6, 2005 

Dear Mr. Wolfowitz: --&< L [ L \ - (  , 4 

The Ethics Committee met on June 2, 2005, to consider your request for guidance and 
advice on a potential conflict of interest with regard to Staff Rule 3.01, paragraph 4.02. 

Having taken note of different formulations in the correspondence between Mr. Danino, 
on behalf of the Bank, and Mr. Barnett on your behalf, we consider it necessary to have an 
unambiguous understanding of your proposed recusal so as to cure the potential conflict with 
respect to the staff member concerned. This would include information on the name, position held 
by the staff member and the unit in which the staff member works and any other relevant facts 
and considerations that would enable the Ethics Committee to guide and advise as appropriate. 

We would be grateful to receive such information from you personally as it is the role of 
the Ethics Committee to interact directly with the Board 0,fficiallPresident on a confidential basis 
in order to assist compliance with the Board's Code of Conduct. It is our intention subsequentljl 
to provide you expeditiously with the advice you have requested. 

Very best regards, 

chairinan 
Board Ethics Committee 





STRICTLY CONFIDENTIAL 
JUNE 2,2005 

BACKGROUND INFORMATION FOR THE ETHICS COMMITTEE 

Ln connection with the Ethics Committee's consideration of the request for 
guidance concerning conflict of interest referred by the president, I am providing the following 
background material: 

I. Correspondence during contract negotiations 

TI. Legal Background 

111. Available information on the Administration of Staff Rule 3.01 and Staff Rule 4.01, 
with respect to supervisory relationships and employment of Bank spouses and 
domestic partners. 
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I. LEGAL BACKGROUND 

Legal Background Regarding Conflicts of Interest 

Senior Vice President and General Counsel 

1. The President's proposed Terms Of Appointment (the Contract) 
provide, in paragraph 3, that the President will: (a) be required to adhere 
to the standards of the Code of Conduct for Board Officials; and (b) be 
expected to observe the ethical standards applicable to staff, where these 
reflect a stricter standard: 

"You will adhere to the standards set forth in the Code of Conduct for 
Board Officials (the Code). You will also be expected to observe the 
standards of ethical conduct applicable to staff members of the Bank, 
where these reflect a stricter standard." 

In addition: there are several specific provisions that apply to the President 
under paragraph 3, "notbvithstanding any provisions to the contrary in the 
Code or the staff standard." 

"It is understood that you will avoid any conflict of interest, real or 
apparent." (paragraph 3d) 

"It is understood further that you will not, without the prior 
approval of the Executive Directors, accept any public or private 
employment or engage in any other business activity." (paragraph 
3c) 

2. The Code Of Conduct provides the follobving with respect to 
conflicts of interest generally: 

"Board Officials shall endeavor to avoid any situation involving an 
actual contlict, or the appearance of a conflict, between their 
personal interest and the performance of their official duties.. .." 
(paragraph 4 (b)) 

3. As noted above, the contract also requires the President to observe 
the ethical standards applicable to staff, where these reflect a stricter 
standard. The ethical standards embodied in the Staff Rules apply to the 
President because of. this contract provision; as a legal matter, the 
President is not a staff member and thus the Staff Rules themselves do not 
apply to him. (Note that under the Articles, the President is the chief of 
the operating staff of the Bank, and is responsible for the organization, 
appointment and dismissal of staff, subject to the general control of the 
Executive Directors. Article V, Section 5 (b)) 

4. The Principles of Staff Employment, adopted by the Board, 
provide: "[Als employees of international organizations, staff members 
have a special responsibility to avoid situations and activities that might 
reflect adversely on the Organizations, compromise their operations, or 
lead to real or apparent conflicts of interest." (Principle 3) 
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5 .  Supervisory Relationships. Staff Rule 3.01 sets out the Standards 
of Professional Conduct for staff, and provides the following regarding 
Supewisory Relationships Cparagraph 4.02): 

"A sexual relationship between a staff member and hisher direct 
report, or direct or indirect manager or supervisor is considered a 
de facto conflict of interest. The manager/supervisor shall be 
responsible for seeking a resolution of the conflict of interest, if 
need be in consultation with management, who will take measures 
to resolve the conflict of interest. Failure to promptly resolve the 
conflict of interest may result in a finding of misconduct." 

The announcement introducing this provision in 1999 explained: 

"Conflicts of interest are likely to arise in relationships where one 
person has the authority to make decisions about the other's 
conditions of employment (recruitment, salary, contract approval, 
performance evaluation, promotion, work program).* When a 
supervisor and subordinate engage in a sexual relationship, the 
unequal institutional power heightens the vulnerability of the 
subordinate and the potential for coercion. Other negative effects 
include perceptions by others of unfair advantage enjoyed by the 
person involved in the relationship, and the potential for one or 
both parties to injure the other if the relationship does not end 
amicably. Experience of other organizations and of the Bank 
Group has shown that the costs of relationships between managers 
and subordinates, even when initially consensual, are high in terms 
of staff morale, perceptions of fairness, and in extreme cases, legal 
fees." (Kiosk Announcement, March 26,1999) 

The Announcement further noted that Management would work with both 
parties in the relationship to resolve the conflict of interest, and that any 
actions taken will not be considered punitive in any way. Lastly, in 
implementing this amendment to Staff Rule 3.01, the Announcement 
stated that: "management shall ensure full compliance with due process 
and take into account all the relevant facts and circumstances of a given 
situation and will observe the principle of proportionality in deciding what 
action to take." 

6.  Conclusion: Staff Rule 3.01, Section 4.02 establishes the principle 
that sexual relationships between staff and those who are their indirect 
supervisors present a conflict of interest. It also establishes the obligation 
of management, rather than the staff member, to take measures to resolve 
the conflict. 

7. Spousal Relationships. Spouse and domestic partners can b e  hired 
by the Bank under current rules. Staff Rule 4.0 1, Appointment, paragraph 
5.02, provides: 
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"The spouse or domestic partner of a staff member who meets the 
normal selection standards may be employed by the Bank Group. 
A husband and wife or domestic partners may be assigned to the 
same vice presidency or department, if neither supervises the other, 
directly or indirectly, and their duties are not likely to bring them 
into routine professional contact. They may not be assigned to the 
same division or equivalent unit. A spouse or a domestic partner of 
a staff member may be assigned to the same couiltry office, 
provided that neither supervises the other, directly or indirectly, 
and provided that the Vice President responsible for the country 
office, in consultation with the Manager, Human Resources 
senlice Center or the IFC Manager, Recruitment, approves the 
assignment." 

8. Reassimment. Where staff members many someone in the same 
unit, the Staff Rules call for the Bank's management to reass is  staff 
where necessary to comply with Staff Rules 4.01, paragraph 5.02. Staff 
Rule 5.02, Reassignment, in Section 2, "Reassi,onment at the Initiative of 
the Bank Group", paragraph 2.03, provides: 

"....The Director, Human Resources, shall reassign a staff member 
who marries or registers as a domestic partner of a staff member 
assigned to the same vice presidency, department, or other unit, if 
one spouse or domestic partner supervises the other, directly or 
indirectly, or their duties are likely to bring them into routine 
professional contact. If bvo staff members assigned to the same 
department or unit (other than a vice-presidential unit) marry each 
other or register as domestic partners, one of the staff members 
shall be reassigned except as the Director, Human Resources, 
decides." 

Generally, the Vice President, Human Resources has the authority under 
this paragraph to reassign staff members within the Bank when the 
interests of the Bank Group require it. 

9. Conclusion: Staff Rule 4.01, Section 5.02 establishes the principle 
that spouses and domestic partners should not be in positions where one 
supervises the other, directly or indirectly, and where their duties are 
likely to bring them into routine professional contact. Staff Rule 5.02, 
paragraph 2.03, establishes the use of reassignment to achieve compliance 
with this principle, and also permits reassignment by the Vice President, 
Hurnan Resources "when the interest of the Bank Group require it." 

10. The Code of Conduct provides a mechanism for resolution of real 
or apparent conflicts of  interest for Board Officials: 

"If an actual conflict arises, the Board Official concerned shall 
promptly refer the matter to the Ethics Committee described in 
paragraph 10 below and shall withdraw from attendance or 
participation in deliberations or decision-making connected with 
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that matter. If an appearance of conflict arises, or if there is doubt 
whether a conflict, actual or apparent, exists, the Board Official 
concerned shall promptly refer the matter to the Ethics Committee 
for guidance." (paragraph 4 (b)) 

11. The role of the Ethics Committee is reinforced under the contract, 
as paragraph 3(f) provides that "where clarification is required with 
respect to ethical standards, [the President] may seek the guidance of the 
Ethics committee.. .." 

12. The Ethics Committee Procedures specifically refer to requests for 
guidance from the President: 

"A Board Official or the President may submit a request for 
guidance concerning his or her annual disclosures, conflicts of - 
interest, or other ethical aspects of conduct in respect of his or her 
personal situation to any Committee Member for consideration by 
the Ethics Committee in accordance with the procedures set forth 
in this parasraph 7." (Paragraph 7) 

The Procedures provide for the Ethics Committee to review the request, 
with the assistance of the General Counsel. The Ethics Committee can also 
consult with the outside Ethics Advisers, once these are selected. 

13. The Ethics Committee Procedures regarding requests for guidance 
do not specifically provide for consideration by the Board or for decision 
by the Board, in contrast to the Procedures for allegations of misconduct 
considered by the Ethics Committee. However, the Procedures do provide 
that the Ethics Committee may communicate its advice to other Board 
Officials and the President, subject to consultation with the individual and 
in a manner that ensures the privacy of the individual concerned. 
Paragraph 7 (c 1) 
14. The 2003 C0GAk.I paper, recommending Board approval of the 
Code, noted the following: 

"hlatters involving the Presidetzt. No mechanism currently exists 
to handle allegations against the President. INT, which reports to 
the President, cannot handle such allegations. As requested by the 
Executive Directors, and with the agreement of the President, it is 
proposed that the Ethics Committee would handle allegations 
involving the President as well as Board Officials." (paragraph 4a 
of Board paper) 

15. Conclusion: Referring an actual or perceived conflict of interest to 
the Ethics Committee for guidance is provided for under the President's 
contract and the Code of Conduct, and is specifically referred to under the 
'Ethics Committee Rules. 
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11. AVAILABLE INFORMATION ON THE ADMINISTRATION OF STAFF RULE 3.01 
AND STAFF RULE 4.0 1 (with respect to supervisory relationships and employment of bank 
spouses and domestic partners) 

a. Email fiom David Rivero, Chief Counsel, Corporate Administration, to Roberto Danino, 
Senior Vice President and General Counsel, June 1,2005 (5:24 PM), "Administration of Staff 
Rule 3.01 and Staff Rule 4.01" 

b. Email fiom Mr. Rivero to Mr. Danino, June 2, 2005 (9:29 AM), "Fw: ~ a t ~ ~ o u  
Requested," forwarding email fiom Maria Borrero, Ethics Office, June 2,2005 (6:29 AM) 

c. Materials regarding Shengman Zhang spousal relationships 
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111. CORRESPONDENCE DURING CONTRACT NEGOTIATIONS 

a. Letter from Roberto Danino, Senior Vice President and General Counsel, The World 
Bank to Messrs. Robert Barnett and Michael O'Connor, Williams & Connolly, counsel for Mr. 
Wolfowitz, May 27,2005 

"I would also like to acknowledge the two other issues that have been raised in the 
context of our discussions. 
(a) First, I would like to acknowledge that Mr. Wolfowitz has disclosed to the Board, 
through you, that he has a pre-existing relationship with a Bank staff member, and that he 
proposes to resolve the conflict of interest in relation to Staff Rule 3.01, Paragraph 4.02 
by recusing himself from all personnel matters and professional contact related to the 
staff member. A determination on whether a recusal is sufficient to resolve the conflict 
would be made within the legal framework of the institution, namely the contract, the 
Code of Conduct and the Staff Rules. 
. . . 
I \vould be grateful if you could confirm our understanding on these two points." 

b. Email response from Mr. Barnett to Mr. Danino, on May 29,2005 (6:49 P M F a l l  
responses indicated in ALL CAPS 

"MR. WOLFOWITZ UNDERSTANDS THE NEED TO DEAL WITH THE 
APPEARANCE OF A CONFLICT OF INTEREST. HE HAS PROPOSED A FAIR 
AND APPROPRIATE RECUSAL PROCESS THROUGH CONSIDERATION BY THE 
ETHICS COMMITTEE. THAT RECUSAL PROCESS WOULD NOT -- I REPEAT, 
NOT -- INVOLVE RECUSAL FROM PROFESSIONAL CONTACT. GIVEN THE 
ATTITUDE THAT THE BANK HAS EXPRESSED WITH RESPECT TO THIS 
MATTER, WE BELIEVE THAT THIS MATTER MUST BE RESOLVED BEFORE A 
CONTRACT IS SIGNED." 

c. Email Letter response from Mr. Danino to Mr. Barnett, on May 30,2005 (4:20 PM) 

"Conflict of interest. We understand from your response that Mr. Wolfowitz proposes 
now that the potential conflict arising horn the disclosed pre-existing relationship would 
be resolved before a contract is signed. We can agree to this request. The mechanism he 
has proposed for resolution is consideration by the Ethics Committee, which is a 
mechanism within the legal framework of the Bank. Based on his request, we will 
arrange for the Ethics Committee to deal with this matter as soon as possible." 

d. Email from Mr. Danino to Mr. Barnett, May 30, 2005 (4:46 PM) 

"Pls call me to confirm that I can request the Ethics Cmte. to meet tomorrow to review 
the pre-existing relationship issue." 
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e. Email from Mr. Barnett to Mr. Danino, on May 30,2005 (7: 10 PM) 

"There are reports that Mr. Wolfowitz has had a personal relationship with a long-time 
employee of the Bank. In order to avoid any appearance of a conflict of interest 
involving that individual, Mr. Wolfowitz will recuse himself from any personnel actions 
or decisions with respect to that individual. We ask comfirmation from the Ethics 
Committee that this approach is consistent with the regulations and policies -- and, most 
importantly, the practices -- of the Bank. Thank you." 





Annex 3 

Summary of Ethics Committee Meetings with HRVP, MT, Ethics Officer 

HRVP 

With respect to 3.01, the HRVP noted that the key issue is a supervisor who is in 
a relationship with the subordinate and how one defines the word "supervisor". 

There have been three cases where action has been taken including a demotion 
and reassignment. 

HR cannot police relationships, but knowledge and disclosure are key and once 
information comes out, action is immediately taken. 

With respect to 4.01, HRVP indicated that  there were 581 couples with 193 
potential for  supervision between spouses, 19 cases of potential conflict, and 4 
who \york in the same department where there is no supervisory relationship 
but all these cases a re  being reviewed to see whether any corrective action 
needs to be taken. 

The key issue here is "perception", i.e., how do staff members working under  
the supervisors feel about the relationship, and how does it affect their work. 
Perception can  be  bona fide or mala fide. Also, HR is always concerned 
about fairness in dealing with those situations. The  key, therefore, is to avoid 
appearance of conflict of interest. 

Ethics Officer 

The Ethics Officer has already recei\.ed a number of enquiries relating to the 
case involving the Requestor. 

Normally, 3.0 1, 4.0 1 cases come to Ethics Office for  a d ~ i c e .  

A recent case under 3.01 involving a supervisor and consultant was treated very 
seriously; strong action was taken against Manager even though the other party 
had found a job elsewhere and had been reassigned. In that case, Manager lost all 
work assigned to him in his field of competence. 

The Ethics Officer noted that there were no cases where recusal has been 
considered a s  the appropriate course of action for  those in the conflict 
situation. Even with recusal, the issue of "perception" remains. In addition, 
it leads to  the  creation of a difficult work  environment and  an issue of t rust  
as well a s  fairness is often present. Recusal does not work because the 



manager may be sandwiched between senior management and the other 
person involved in the matter. 

Ethics Officer indicated her intention to raise matter with the Requestor at 
the appropriate time. While noting the role of the Ethics Officer, Committee 
members informed the Ethics Officer about their intention to act as swiftly as 
possible in providing their advice on the matter. 

Finally, as a result of the Stern brothers' case a few years ago, where the 
Staff Rules were waived in order to appoint Nick Stern as Chief Economist, 
resolution of the present case is of great interest to staff who are watching to 
see whether "special people pet special treatment". Indeed, the Ethics 
Officer has been approached in the corridors and asked questions about the 
case under consideration by the Ethics Committee. 

INT - 

As a general rule, INT has not been involved in issues relating to 3.01 or 4.01. 
Key issue is avoiding appearance of conflict of interest. 

INT only engages in cases of misconduct and cannot investigate EDs or 
President. 

IYT has received over its hotline inquiries/infomation on the case. 

INT's role is to deal with misconduct, abuse of authority, or appearance of 
conflict of interest. Issue of "perception" is also a key ingredient in their 
work. 





The World Bank 

July 21,2005 

Mr. Ad Melkert 
Chairman 
Board Ethics Committee 

P-IUL WOLFOW'ITZ 
President 

Personal and Confidential 

As you know, during the negotiations of my contract, to avoid any appearance of a 
conflict of interest, I provided a statement to the Board recusing myself from any personnel 
actions or decisions with respect to a longstanding professional staff member of the Bank with 
whom it has been reported that I have a prior personal relationship. I asked at that time for the 
Ethics Committee to ensure that this approach was consistent ~vith the regulations, policies and 
practices of the Bank. 

In order to complete your review, 1 understand that the Ethics Committee needs to be 
officially informed of the name and professional position of the Bank employee to ensure a 
recusal can be properly implemented. Ms. Shaha Riza currently works in MENA as Acting 
Director of EXT. 

It is important that my recusal uphold the highest standards of conduct which should be 
applied across the institution. Moreover, I appreciate the concern you reflected in your memo 
dated June 22 that my recusal and any related Board decisions not be punitive nor have an 
adverse impact on Ms. Riza's professional opportunities. The conflict, if there is one, is mine 
and not hers and the Board was fully informed of it before my contract was signed. 

The challenge for your Committee and for me, as President, is how to: 

1) avoid a conflict of interest, real or apparent; and 

2) treat a loyal professional employee with the respect and fairness that all employees 
deserve. 

I would appreciate the advice of the Ethics Committee on how this challenge can best be met. 

In your consideration of these questions, I would ask the Committee to keep in mind two 
facts: 

With respect to point 1 above, the recusal I propose goes beyond the current prohibition 
on direct or indirect supervision, by recusing myself from any influence over personnel decisions ! involving Ms. Riza. This sets a higher standard than I believe has been applied previously. In 
the future, the same standard should apply to all senior management of the Bank and to members 



Mr. Ad Melkert - 2 -  July 2 1,2005 

of the Board who have a personal relationship with an employee of the Bank, regardless of the 
supervisory relationship. 

With respect to point 2 above, the reasonable prohibition on direct or indirect supervision 
necessarily precludes Ms. Riza from many professional opportunities in the Bank. She is thus 
necessarily disadvantaged by a circumstance that is not of her own making. 

Thank you for your consideration. 

Sincerely, 





In fornzal Draft 
July 27, 2005 

EC ahice in resporlse to the PI-esident 's letter d.d. J L ~ V  21, 2005 

1) The situation as described constitutes a de facto conflict of interest. 

2) The EC has noted the proposed recusal. .At this point in time the EC does not 
consider recusal sufficient and would nlost likely at least propose 
relocation~absence of professional contact which is the standard for 
spousesideclared partners. Before entering into any further in dept consideration 
the EC is of the opinion that the approach below should prevail. 

3) The EC subscribes to tlie need that the qualificatioiis and career perspectives of 
the staff member should be taken fully into account. 

3)  Ha\.ing considered different options the EC advises: 

a) That the staff nie~nber \\:ill be relocated to a position beyond (potential) 
supewising influence by the President and therefore will \vithdra\\: from 
the current selection procedure for job promotion u-ithin the MENA 
department; 

b) That at the saine time the potential disl~iption of tlie staff member's carezr 
prospect will be recognized by an in situ promotion on the basis of her 
qualifying record as confirmed by her shortlistilig for the current job 
process and as consistent \vith tlie practice of the Bank; 

c) That the President, \i:ith the General Counsel, communicates this adi'ice to 
VPMENA and VPHR so as to implement a) and b) with immediate effect. 







Ethics Committee Discussion 

1. Proposed recommendation that management facilitate the staff member's 
relocation either on: (a) External Service; or (b) Reassignment. 

(a) External Service: Staff Rule 5.02, "External Service," provides for External 
Service With Pay, to perform services for member governments, international 
organizations or other entities providing technical assistance to the Bank Group clientele. 
The services to be performed are to support Bank Group objectives, whether by: (i) 
providing technical assistance to Bank Group clientele; (ii) enhancing the Bank Group's 
relations with its members, the UN, other international organizations or agencies sharing 
the Bank Group's missions; andfor (iii) enabling Bank Group staff to acquire skills and 
experience which will contribute to the Bank Group's efficiency and effectiveness. 

The Rule also provides for External Service Without Pay to meet these same objectives; 
External Service With Pay is not available for service in the staff member's country of 
citizenship. 

External Service may be approved for a maximum length of 2 years, renewable for a 
n~aximum of another 2 years. The Rule provides that staff members may be eligible for 
External Service if, inter alia, their performance is h l ly  satisfactory and they express 
interest in writins. 

(b) Reassignment: Staff Rule 5.0 1, "Reassignment," provides for the reassignment 
of a staff member within the Bank or MICA when the interests of the Bank Group require 
it. The Rule also, specifically authorizes the reassignment of a staff member who marries 
or registers as a domestic partner of a staff member assigned to the same vice presidency, 
department or other unit, if one spouse or domestic partner supervises the other, directly 
or indirectly, or their duties are likely to bring them into routine professional contact. 
The minimum time in assi,onment for staff in Grade GG is 3 years, but that is not 
applicable in the case of reassignments at the initiative of the Bank. 

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

The Rule provides that the reassigned staff member transfers without any change in grade 
or salary. However, if the staff member were promoted and/or received a salary increase 
before transfer, the higher grade andlor salary would be maintained. 

July 22,2005 



2. Proposed Recommendation that management provide some form of 
additional personnel benefit to offset the negative career impact on the staff member, 
who would be  reassigned outside or inside the Bank Group as a result of a pre- 
existing relationship with the person selected by the Board as the Bank's President. 
Possible benefits include: (a) promotion; or (b) additional salary increase. 

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

(a) Promotion: Staff Rule 5.05, "Promotion," provides that promotion may occur 
as a result of: a job review or evaluation; a decision taken during an annual performance 
management review; or a decision to reassign a staff member selected for a position at 
higher grade through the Job Posting System (competitive selection). 

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

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

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

In this case, the Region could make a judgment of whether or not an in situ promotion 
would be merited. Since the staff member has recently been sho.rtliskd for a similar GH 
position, this would provide evidence of the competence and experience required for 
Grade GH. Also, there would be no impact on the Region's GH complement, because the 
staff member would move from the Region, presumably without a re-entry guarantee, 
long before end FY06. 

For competitive promotions, it remains possible that the staff member will be selected in 
the competition for a GH position where she has been shortlisted. It is also possible that 
the reassignment could be made to a GH position not under the direct or indirect 
supervision of  the President, through a competitive selection process. The odds of the 
latter working out are slim, given the few areas outside his supervision and the small 
number of GH jobs advertised. 

J, Pros: For the staff member, the increase in grade level is of permanent benefit, and is 
likely to be perceived as valuable. For the institution, it directly offsets the negative 

\ 
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CONFIDENTIAL 

career impact b y  providing a career boost. It would be transparent. Normally, a 
promotion would also result in a salary increase (see below). 

Cons: Other staff may perceive the promotion as based on relationship rather than merit, 
particularly given the timing. It comes at a time when such promotions generally are 
being monitored strictly, so is somewhat more likely to generate claims of favoritism. 
Offering this promotion as an offset to a required reassignment could set a precedent for 
other "no-fault" reassignees. In addition, the staff member may find it harder in the 
future to find positions at Grade GH that fall outside the President's supervision--that's a 
choice for the staff member to make. 

(b) Salary Increase: Staff Rule 6.01, "Compensation," provides for two types of 
salary increase that could be relevant here. One is the overall pay increase, which is 
about to be entered in the Badmide system and effective. The other is a promotion 
increase, which is normally 3 to 12 percent of the market reference point of the new 
grade. 

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

Pros: A salary increase benefits the staff member in financial terms--and not just one 
time, but continuously, and also affects the individual's pension. A salary increase as 
compared to a promotion may lead to fewer concerns about favoritism--promotions are 
harder to get, especially since the April directive, and a salary increase is less public, 
though one has to assume that any solution will become kno~vn. 

Cons: There will still be concerns over favoritism. 

3. Proposed recommendation: Mutually Agreed Separation. Staff Rule 7.01, 
"Ending Employment," provides for separation by mutual agreement. The severance 
payments in this case would be limited to one month's net pay for each complete year of 
continuous service, up to a maximum of 18 years. 

Staff members who have left through mutually agreed separation may only return to 
Bank service if they repay their severance payments. They may be employed as Bank 
consultants for a maximum of 30 days a year for the first two years after leaving, and for 
a specified number of days thereafter (currently ?I50 days per year). 

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

B discretion. 
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&: The staff member's departure from staff would obviate the need to find a suitable 
position for reassignment, and would insulate the institution from fh-ther complaints of 
favoritism. 

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

July 22, 2005 
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Meet S,haha Riza Ltjs: 3.c!j. 

Shaha Riza No Leave 
Title: Sr Communications Officer 
DeptlDiv: MNAEX (08031) Information 

Work Phone: 458-1592 Fax: 

Location: Washington, DC (IBRD) & . . Room Number: H 1 C  
E-mail: _Sriza@,worldbank.org 269 

Mail Stop: H 10-100' 

Sector Mapping: COMM 
= Professional Affiliation: ESSD [SSoc_iaI DeveI~pment)~.PRE.M. 

[Gender and Development), 
s Specialization in: 

Entries suggested by staff will be identified with an asterisk. Find out more, 

About me 

more ... 

= Regional Work Experience: 
1 Country Work Experience: 

Languages: O Arabic(Native) - French(S:F R:E W:G) - Italian 
(S:E R:E W:F) - Turkish(S:G R: W: ) 
Communities of Interest: 
Formal Education: 
1983 - M.Lit. - (Completed). Major - Social Studies from St. 
Antony's College, University of Oxford (GB) 
1977 - B.Sc.(Hons.) Economics - (Completed). Major - 
International Relations from London School of Economics 
(GB) 

Bank Experience: - Sr Communications Officer - July 01, 2005 
MNA-Middle East & North Africa Regional Office, MNA 
External Affairs 
- Sr Communications Officer - November 11,2004 
MNA-Middle East & North Africa Regional Office, Operational 
Core Services 

m - Senior Gender Specialist - July 01, 2004 
MNA-Middle East & North Africa Regional Office, Operational 
Core Services 
- Senior Gender Specialist - May 07, 2002 
MNA-Middle East & North Africa Regional Office, Office of the 
Regional Vice Pres 
3 More .Ban_k.Experien.ce 

View All I I 

F 
Bank Experience 

Publications - .  - 

i 
Favorites 1 1  

Projects and Teams 
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Opera t ions  

Lend ing  

Pro ject  I D  Descr ip t ion 

TN-Integrating Gender 

Coun t ry  AT 

Tunisia 

Coun t ry  Project I D  - - 
PO76438 

Descr ip t ion A- 

Middle East 
and North 
Africa 

Regional - Gender and 
Development 

Morocco MA - Gender Fund(Team 
Lead) 

Egypt, Arab 
Republic of Egypt Gender Assessment 

Egyp:, Arab 
Repubiic of EG-CAS 

Clnroccc MA-Morocco CAS 

Middle East 
and North 
Africa 

5rn - Regional Gender 
Research Study(Team 
Lead) 

Middle East 
and North 
Africa 

Governance and 
Development in MENA 

MA-Civil Society Note 
(Team Lead) 

Middie East 
and l J ~ r t h  
Africa 

Regional: Dialogue Across 
Cultures(Team Lead) 

World TG-Funded KM Activities- 
PRSP 

MA-Gender Update(Team 
Lead) 

World Gender Training for MNA 
Staff(Team Lead) 

Learning: 

Additional Assignments: 

Publications: 
01 -Mar-2005 - 
"Women in the Arab Region: Learning from the Past, 
Preparing for the Future" in Arab World Competitiveness 
Report 2005 

m 01 -Mar-2004 - 
World Bank Civil Society Engagement to Promote 
Development in MENA: Challenges and Opportunities in 
Towards a Common European-American Strategy for 
Democracy in the Greater Milddle East: 'The Role of Civil 
Society Institutions 

m * 





30-NOV-2002 - 
"The Right to Tell: Information and Economic Development," 
opinion piece in Al-Hayat,newspaper 

m 20-Oct-2001 - 
A Time to Help Mideast Democrats, Washington Post 

Prior Bank Experience: 

Professional AssociationslClubs: 

Work Preference 
I am interested in: 

Favorites: 

My Hobbies: 
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JPS # 200503091 - Non-Managerial 
r 1 

Job Title : 
Closing Date : 
Grade Range : 
Appointment Type : 
Network : 
Sector : 
Department /Division : 
Manager Name : 
HR Contact : 
Language Preferences: 
Duties and Accountabilities : 

Communications Advisor 
05/02/2005 
GH - GH (Preferred Grade : GH ) 
OPEN ( Subject to International Recruitment ) 
COMM - Communications Network 

MNACS 
Tuluy,Hasan A. ( Director) 
Arrnitage,Michele 
Arabic- Desirable French- Desirable 

Duties and Accountabilities 
Regional Context: 

The World Bank s Middle East and North Africa (MNA) Region serves 12 client 
countries (2 IDA; 2 Special Financing Countries; and 8 IBRD eligible countries) 
as well as an active reimbursable technical services program with Malta 
and GCC member states. The Bank's strategy in MNA is to provide cutting 
edge knowledge and lending services to its clients. The Region currently 
has about 370 core staff in Washington D.C. and in 9 field locations; 
a lending program of about US$1.5 billion (FY04); and a substantial program 
of analytical work and other non-lending services. 

As highlighted in the 2002 Global Poll, the World Bank Group is not well 
known in the region and when it is known; its mission is often misunderstood 
and perceived to be closely aligned with theG8. At the same time, building 
on the success of the 2003 Annual Meetings in Dubai, with the four high 
profile MNA flagship reports; a concerted outreach effort, and sustained 
engagement, the Bank s image has improved. Nevertheless, the Bank s reputation 
remains at risk due to the continued conflict, the importance of the region 
in oil resources and geopolitical interests. 

From FY05 MNA s Core Services Department (MNACS) includes the units responsible 
for Quality; Knowledge Management; Learning; Information Technology; Procurement; 
Financial Management; Communications and Outreach; and Partnership functions. 

I 

To further enhance and leverage MNACS support for our work in the countries 
of the region, the regional external affairs and communications efforts 
will be spearheaded by a GH-level Adviser. Slhe is expected to provide 
oversight and direction on regional, country and sector-level communications 
and outreach and contribute to the corporate communications agenda. The 
adviser will be a member of the extended Regional Management Team (RMT) 
and will report to the Operations Director. The job requires excellent 
judgment, environmental sensitivity and communications savvy. 
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Specific responsibilities of the MNA Adviser for External affairs & Communications 
include: 

Serve as lead communications expert and shape, drive and monitor the 
design, development and delivery of a communications strategy for MNA 
which is integrated with the Bank wide strategy based on a clear understanding 
of risks, sensitivities and opportunities. 

Provide strategic advice to the RVP and management team on high profile 
or sensitive countrylsector internal or external communications issues 
in which proactive interaction with the Bank's constituents is critical 
to Bank credibility and where inadequate engagement creates significant 
reputational risk. 

Support MNA staff in the design of communications strategies on a country 
or sector-wide basis as an integral part of the country and sector assistance 
strategies; ensure close coordination among constituencies to ensure effective 
and coordinated implementation of communication strategy throughout MNA. 

Create and maintain networks of communications contacts with the media, 
governmental agencies, international institutions, and civil society organizations 
(NGOs, business organizations, labor unions, community organizations, 
women's groups, etc.) in the relevant countries and sectors. 

Provide oversight in close consultation with the regional and country 
management team to the definition and delivery of a work program along 
with the associated budget, performance indicators, and timetable for 
monitoring and evaluation purposes; 

Working across the matrix with country and sector management, the Adviser 
will develop a strong and cohesive team of communications and partnership 
staff; directly coach and mentor and oversee performance of this team 
consisting of staff at HQ, the Public Information Centers (PICs) and Communications 
staff decentralized to the country offices to ensure that the team meets 
its objectives and ensure transfer of knowledge and skills among them; 
and, 

Serve as member of CommlUet Steering Group: make contributions to the 
overall communication strategy for the Bank Group; provide leadership 
in the development and mentoring of communications staff in the Bank; 
ensure consistency of message and derive support fro'm and collaborate 
with the Bank s core communications team. 

Selection Criteria : 

I ~ n o w l e d ~ e .  Skills and Competencies: 

MA degree with a minimum of 15 years of relevant experience, or Ph.D. 
and 12 years of relevant experience, in communications, journalism, political 
science, international relations, public affairs, marketing or other related 
fields; 

Expertise in the field of communications and strategic communications 
skills needed to provide guidance to the MNA management team on the full 
range of communications issues including high profile, sensitive challenges 
that could seriously impact the Bank s reputation; 
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Analytical and strategic skills needed to develop and implement the 
Region s communications strategy based on a deep understanding of communications 
environments in client countries and in sectors; 

ln-depth knowledge of the Region s economic, political and social context; 
knowledge of developments in the Region s business strategy and sector 
/country portfolio and the proactive ability to identify and recommend 
approaches to emerging communication challenges; 

Leadership skills needed to articulate a vision and strategy; build 
a strong and motivated team; and lead staff to execute an effective 
communications plan, working with multiple teams across the Region; 

Demonstrated ability to operate effectively in a matrix environment, 
both as team leader and team member, working collaboratively across units 
and teams and building excellent working relations based on strong value 
addition; 

Extensive experience and expertise in building relationships with key 
constituencie's, and in managing high level communications with the media, 
NGOs, government officials, international institutions, business groups, 
etc.; 

I Sound knowledge of the fundamentals of the development disciplines; 

I Highly deveioped judgment and sensitivity to multi-cultural environments; I 
Excellent oral and written communications skills and command of English, 

and ability to present and defend difficult positions to MNA s internal 
and external constituencies at all levels; 

I Language skills in French andlor Arabic are highly desirable. I 
Back 
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MEMO 

TO: AD MELKERT 

FROM: PAUL 

SUBJECT: SHAHA RIZA 

On August 8, I received a memo from you stating that the Ethics Committee had rejected 
- 

my proposed recusal as the appropriate means to avoid any conflict of interest bearing on 
the professional circumstances of Shaha Riza. Your memo noted that it would not be 
appropriate for the Committee to "interact with staff situations", nevertheless you 
provided the opinion that she could not be permitted to stay in her current position or 
serve in the B& While I believe any conffict is due to my position, not hers, 
the Committee explicitly directed me to resolve the matter by providing instru3lon to 
x-1, Vice President, Human. Resources to meet with her to discuss options. 

-Furtner you requested I report back this week. 

Mr. Coll and Ms. Kiza have reached an agreement. Since she has agreed to his 
recommendation to be detailed outside the Bank Group,, there is no further potential 
conflict of interest. I hereby withdraw my request for consideration of my proposal for 
recusal and view this matter as closed. 



Mr. Fiiu\ Wolfou itz 
President 
The Mrorld Bank 

August 8,2005 

Dcar E'aul, 

AS agreed by phc.~e  last week 1 have, following your suggestion, approached Xsvier Coll and, 
' assistcd by Robcl :o Danino, have shared with him the considerations and preliminary conc1usic.n 

by the Ethics Cor rmittee that I have presented to you in the July 27 iriformal draft. This briefing 
.ha$ pr-\:pared Xav t r  to meet - upon your request - the staff member concerned in order to inform 
her orr rhe  EC's cc nsidcrarions an11 preliminary conclusions in preparing the advice that you had 
requested in June. I have undcrscorcd to Xavier that the following fact-q shot~ld be well 
undcrsrood: 

1) Thc EC canno1 interact directlj. with staff member situations, hence Xavier should act upon 
your i~lstruction. 
2) Thl: interactior with the staff member at this stage is only for infor~natiorl purposes, by y a y  i ~ f  

couiresy, as both :mu and the EC 1:ave been preoccupied froin the outser to 1iav.e a proceilure in 
place ?~nd an ourc:)mc rcachcd that would duly recognize the record and career perspectives of the 
staff member, taking into account the scope of the EC which is limitesl to Board officials. 
3)  Once the EC H i l l  have formali;:ed its advice it will be up to you and the VPMENA and VPT-TK 
respec:tively l o  tal:c the appropriate steps, also for that reason Xavier's rn2etiny coi~ld not be 
consitlered part o 'formal decisiorl-making. 

Assur:,ing that all of this is in the spirit of our previous conversations I would like to suggest that 
you take the following steps: 

A) requcsr Xavic~ lo meet the staff member on the basis of the above 
B) to do so as ear;), as possible th:'s week 
C) to ask Xavier 1,) report back to you so as to enable you and me to conc:ludc our delibcrarions 
on the EC's inforrl~al dratt, up011 wl~ich I will report back to rhc EC in vic:w of its formal advico. I 
would highly app eciate if wc could be in touch by the end of this wec:k. 

Best r:gards, 



Personal and Confidential 

From: Chairman Ethics Committee 

To: Mr. Paul Wolfowitz 
President 

IVashington, D.C., October 24, 2005 

Dear Mr. Wolfowitz, 

Thank you for your memo dated 12 August 2005, received by hand on August 22,2005, 
regarding your request to the Ethics Committee for guidance. I am writing on behalf of 
the Ethics Committee to acknowledge the resolution of the conflict of interest in line with 
the guidance provided by the Committee, as conveyed through my informal draft of July 
27, 2005. Your memo confirms that the staff member has agreed to be detailed outside 
the Bank Group, and that you withdraw your proposal for recusal. Because the oiltcome 
is co!lsistent with the Committee's findings and advice above, the Committee concurs 
wit11 your view that this matter can be treated as closed. 

With best personal regards, 





uNDP/OFFICE OF THE ADMINISTRATOR #4030 P.001/001 

Communication to the EDs From the Ethics Committee on Case No. 2 

On May 3 1,2005 in the course of tbe negotiations of the conhact of the President, the Ethics Committ~e 
was requesred to provide guidance on a potential conflict of intercst with regard to Staff Rule 3.01, 
p o r ~ g n p l ~  4.02. The Ethics Comrnittec considered thc request and is plcqed to confum to the Executive 
Directors that the conflict of intcrcst has bccn dcult with appropriately, 

+ U n c l ~ ~  paragraph 7 of the Ethics Committee and Procedures, consultatior~ is  required with the Requestor 
before con~~lrmnicating the Committee's advicc to any othcr Board oi%cials. Any communication must be 
m d c  in a mnncr that ensures the privacy of the individual involved. 





Record of Ethics Cominittee Discussion on Febniary 13, 2006 

1. The Ethics Committee, composed of Messrs. Ad Melkert (Chairman), Octaviano 
Canuto and Yoshio Okubo, met on Monday, Febivary 13, 2006 and discussed, inter alia, 
whether allegations made in an email from "Jolm Sinith<l1ani~elorc234~~~aI1oo.corn>'' 
dated January 2 1, 2006 of "ethical lapses of a corrupt nature by the President of the 
World Bank" warranted further review by the Ethics Committee. Also in attendance 
were. Mr. Paatii Ofosu-Amaah, Secretary to the Ethics Committee, and Mr. Scott White, 
Counsel to the Ethics Cominittee. The email in question was addressed to the 
Investigations Hotline at WorldBank.org and copied to each of the Bank's 24 Executive 
Directors by name. The email mentioned three issues: (1) the contracts for Robin 
Cleveland and Kevin Kelleins; (2) the appointment of Karl Jackson, and (3) the salary 
increase for Shaha Riza. 

2. The Committee members discussed the referenced allegations and agreed that on 
items (1) and (2), the explanations provided by management at the subsequent Personnel 
Conlinittee meeting on February 1, 2006 and by the President at his informal meeting 
with the Executive Directors on February 3, 2006 satisfactorily addressed the President's 
handling of the matters, and on item (3), the facts as alleged in the elnail were consistent 
with the Conlinittee's resolution of Case No. 2. 

3. Consequently, the Committee decided pursuant to paragraph 8 (b) of the Ethics 
Co~nmittee Procedures that the referenced allegations did not appear appropriate for 
fi~rther consideration by the Conlmittee. Takiilg into account the fact that the allonymous 
niail was c~rculated to all Executive Diiectors, the Coi-zlinittee declded to i ~ ~ f o r n l  the other 
I3xecuti1.e Directors of ~ t s  decision in an infol~nal setting and also to inloi~n the President 
in a lilte manner. 



John Smith Subject report of alleged misconduct 2 
<hannelore234@yahoo. 
corn> 

0211 512006 12:53 PM 

More than three weeks ago, we reported serious allegations of misconduct by the President of the 
UTorld Bank to INT, with copy to Executive Directors. Since then, we have received no reply 
from either INT or Board members to assure us that our coilcerns would be looked into. We 
have behaved professionally and ethically in attempting to keep an open mind about the alleged 
events, and have not leaked our report. We believed that a trial by the media would not be fair to 
Paul Wolfowitz, and would be detrimental to the reputation of the World Bank. 

While INT and the Board remain silent, it appears that some or all allegatioils have been leaked 
to the press and senior management. Understandably, Paul Wolfowitz and senior management 
have come out and made a few general and limited statements about the allegations. They have 
esseiltially dodged the issues, and taken liberties with the truth. They tried to reformulate the 
issues as coilcerns about either strategy or organizational effectiveness. They are not; they are, at 
heart, ethical issues. The apparent absence of any attempt by INT or the Board to establish due 
process to resolve these issues in a rapid and fair manner does not speak highly of the corporate 
governance standards of the World Bank - and ~ ~ h i s t l e b l o ~ i ~ e r  ma~lagernei~t. 

In the meuntime, nre find ourselves in the absurd situatioil of having lo i1:vcstigate ancl ascertaill 
the stateincnts of the World Bank's leadership, and provide rebuttals to their asseitions. It should 
be clear that it is not senior management's call to make the final deteilnination regarding the 
allegations, since it may be a party to the alleged misconduct The termination of Karl Jackson's 
excessively generous contract on January 17 of this year is a case in point. Neither are we in a 
positioil to investigate the allegation further. An independent inquiry is needed, and it is the 
Board's responsibility to ensure that it happens. 

The public statement by senior management that "grade and salary levels of the advisory 
positions are within Bank policy and reflect their level of responsibility" is not adequate. UThile 
implicitly saying that Paul Wolfowitz takes responsibility for the appointments and the VP 
compensation packages, senior management fails to note that corrupt leaders ha\re consistently 
paid lip service to this lopsided argument to appoint cronies to lucrative positions. It is not clear 
that the "responsibilities" were clearly defined in ternls of references at the time of the hire, or 
that any effort was made to match the terms of references to the advisors' qualifications. The 
Bank's Articles of Agreement can also be invoked to say that the President has a duty to run the 
Bank efficiently. 

The assertion by senior management that the two advisors' appointments are in line with past 
practice in the President's office is false. No one has ever been appointed from outside the World 
Bank to an "advisory position" in the President's Office without a transparent selection process 
with a vice president-level, open-ended contract worth around US$250,000 a year, net of taxes. 
There sinlply is no precedent. And if there were a precedent, it would do no inore than point to 



another event of unacceptable misconduct. 

Paul Wolfowitz also claims that HR procedures have been followed at all times. This claim is 
obviously contradicted by recent HR actions that could be construed as admissions of 
wrongdoing. If Karl Jackson's ridiculously generous original contract had met the basic 
standards of HR rules, why has it been terminated and replaced by a more appropriate contract? 
Fui-thermore, if there have been ill-gotten gains, will they be returned to the Bank? If Kevin 
Kellems' VP compensatioil package was appropriate, why appoint him to a lower "director" 
position? Never mind that the position did not exist before he was appointed to it. Could it be 
that his qualifications are just not up to VP standards? Incidentally, HR rules provide for grade 
and salary level downgrades for lower level appointments. Has this happened? 

Senior management has also fallen back on the blanket argument that the Articles of Agreement 
give the President vast discretion over HR matters, and therefore allow him to make exceptions 
to HR rules. According to this argument, the President may do pretty much what he wants in 
rnatters of HR, because he is the President. Such exceptions, if they ever were given and 
documented, may provide a legal cover to the President's actions. They llolletheless remain 
highly inappropriate. As Suharto's Indonesia illustrates, graft is actually in many cases perfectly 
legal, especially when perpetrated by the men at the top of the power pyramid When a person is 
given the power to bend the iules, he should not just be held to accouilt to the letter of the law, 
but fo the spirit and pl-inciples lhat give the law its meaning "Because I could" is not an 
acceptable juslification. 

We do not contest that the Pt.esidenl must enjoy wide latitude to 11ii.e and fire as he pleases to be 
eflctive. We also agree that he illiist be able to bring with hi111 trusled advisors. As he lightly 
notes, there is no reason to be "terrified" by "a few Arneiicans". He is free to bring a few more if 
he finds that it would help him in his professional endeavors. But he misses the point: he is not 
free to provide them with preposterously generous compensation packages relative to both their 
qualifications and responsibilities. Principles of sound HR management must be adhered to. 
The coinpensation packages for "advisors" on term contracts are sufficiently generous, and offer 
ample discretion to the hiring manager (level GH, eaining between USS129,OOO and US$226,000 
yearly net of taxes, with benefits). 

On the t e m ~ s  of Robin Cleveland and Kevin Kellems' contracts, on Shaha Riza's salary increase, 
and on the tern~s of Karl Jackson's original contract, we reiterate our contention that Paul 
Wolfowitz acted with reckless disregard for his fiduciary duties to the Bank, basic principles of 
H R  management, and the reputation of the Bank, by providing outlandish compensation 
packages to the people closest to him. Unless a thorough and independent investigation 
establishes the contrary, we consider that this is graft. We would like to know that INT or an 
independent team is reviewing the allegations with an open and professional approach, and that 
discussioi~s with the Board have been initiated on a process that would allow it to make a 
judgment on these allegations. If we are not promptly made aware of decisions to set up a 
process to investigate the events behind the allegations, what was a professional obligation under 
Staff Rule 08 to report alleged corruption to INT will become an ethical duty to disclose the 
allegations to the public. 



To: Investigations-HotIine@Worldbank.Org 
cc: Tingolfsson@Worldbank.Org 

Maljauaf@Worldbank.Org 
Yalyahya@Worldbank.Org 
Galzetta@Worldbank.Org 
Ocanuto@World bank.Org 
Jkchoi@Worldbank.Org 



Mr. Paul Wolfowitz 
President 
The World Bank 

Washington, D.C., February 28, 2006 
1 

!- \, 
Dear Mr. Wolfowitz, ' 

, '1 
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This is to infonn you that the Ethics Committee has reviewed two enlails from 
"Jolm Smith" dated January 2 1,2006 and Febnlary 15,2006, respectively, which were 
sent to the Bank's Investigations Hotline and copied to the Executive Directors. The 
emails allege ethical lapses by the President of the World Bank. 

In accordance with its Procedures and in order to determine whether the 
allegations warranted consideration, the Committee members reviewed a number of 
documents that were pertinent to an understanding of the basis for the allegations. These 
included: 

The background documents circulated for the oral briefing of the Personnel 
Committee (PC2006-0001) held on Wednesday, February 1,2006; 

The strictly confidential transcript of the Personnel Committee deliberations on 
February 1,2006; and 

The Principles of Staff Employment. 

On the basis of a careful review of the above-mentioned documents and the 
information provided by the President at the informal meeting with Executive Directors 
on February 3, 2006, the Ethics Committee decided that the allegations regarding 
appointments of Bank staff do not appear to pose ethical issues appropriate for further 
consideration by the Committee. The Committee also decided that the allegation relating 
to a matter which had been previously considered by the Committee did not contain new 
information warranting any hrther review by the Committee. 

Executive Director 
i 



John Smith Subject report of alleged misconduct 
channelore234@yahoo. 

01/21/2006 02:32 PM 

As required by Staff Rule 08 ( ~ i s c i ~ l i n a r y  Proceedings), we report to you events that we believe 
to be important ethical lapses of a corrupt nature by the President of the World Bank. We have 
ascertained as much as possible the authenticity of the information, and believe that it is factually 
correct. 

Since INT is set up to report directly to the President, it faces a de facto conflict of interest in 
investigating claims that involve him. We therefore ask that on an exceptional basis, you report 
to the only body to which the President must answer, namely the Board. To ensure that this 
happens, while keeping as much confidentiality as possible, we have copied the Executive 
Directors. 

We have decided to come forward with these issues for two reasons: 
- as a matter of principle, we believe that the alleged actions (or lack thereof) are extremely 
serious ethical lapses; 
- the alleged events are widely known throughout the World Bank and beyond. These rumors 
cause great harm to staff morale, and immense damage to the World Bank's credibility both as a 
development institution and as a bank. 

We understand that formalizing this complaint may cause extreme difficulties for the World . 

Bank to operate in the near term, and to Paul Wolfowitz personally. We regret this, but we 
believe that a formal review of the allegations, and appropriate sanctions if justified, are the only 
way to safeguard the World Bank's reputation, and its poteiltial for promoting development. 

First Issue: the Salary Increase of Shaha Riza 

When Paul Wolfowitz became President of the World Bank, he acknowledged to the Board an 
ongoing romantic liaison with a World Bank employee, and gave assurances that he would 
resolve it in accordance with World Bank policy in such a way that she would not report directly 
or indirectly to him. She promptly left the World Bank on an external assignment with pay to the 
US State Department. However, concurrently with her new assignment, Shaha Riza received a 
promotion and a permanent salary increase of around US$50,000 (net of income tax), with a 
commensurate increase in pension entitlements. Her salary went from around US$130,000 (net) 
to US$180,000 (net). Over a 10 year period, a salary increase of US$40,000 would cost the Bank 
around half a million dollars in real terms. This salary increase is of no benefit to the World 
Bank, is not rooted in the Bank's HR policies, and is therefore egregious. Importantly as well, 
Paul Wolfowitz did not submit the salary increase to the Board, which, under the circumstances, 
is the only body capable of passing a fully independent judgement on this extraordinary decision. 

Second Issue: the Contracts of Robin Cleveland and Kevin Kellems 



Shortly after becoming President, Paul Wolfowitz hired Robin Cleveland and Kevin Kellems. He 
represented that he had long-standing profesional relationships with them, and that they would 
owe their effectiveness in the Bank to their close associatioil with him. They are clearly political 
appointees - a characteristic that justifies their hire without following normal HR procedures. 
However, both were hired on terms that show wanton disregard for the World Bank's fiducialy 
duties, and HR policies more generally. Both received open-ended contracts from the outset, in 
contradiction with the political nature of their appointment. Both contracts should be 
co-terminous with the contract of their political master. Both were given grades GJ, a 
super-senior grade level that is only exceeded by the Managing Director, the EVPs of the IFC 
and MIGA, and the President himself. This grade level does not correspond to the duties and 
abilities of either Robin Cleveland or Kevin Kellems. Both were given outlandish salaries. 
Robin Cleveland was given a salary of around US$250,000 (net of income tax equivalent). Kevin 
Kellems was given a salaiy of around US$240,000 (net of income tax equivalent). These salaries 
are not justified by the level of their previous salaries, or the nature and respoilsibilities of their 
work. Many staff members at much more junior grade levels have con~parable responsibilities. 
11e outrageous terms of these appointments are an iilsult to the coilcept of merit-based HR 
management, and a breach of the World Bank's fiduciray duties. 

Third Issue: the Appointmeilt of Karl Jackson 

Karl Jackson was given an Extended Term Consultant contract to provide policy advice to the 
President. Under ETC rules, an ETC must work full-time for the Bank. However, it appears that 
Karl Jacksoil has maintained (and plans to maintain) a fairly busy schedule as course instructor 
and program director at the School of Advanced International Studies. He taught two courses in 
the fall of 2005, and teaches 2 courses in the spring of 2006. Altl~ough it is not unusual for 
World Bank staff to teach (albeit with an explicit authorization from their manager), Karl 
Jackson can at best put three full day equivalents during the week. This would not be much of a 
problem as such, assuming that there is an explicit authorization. The problem is that Karl 
Jackson is paid US$210,000 (gross) on a yearly basis. If one prorates this fee level for the 
effective amount of time he can reasonably be expected to work (3 out of 5 days), his fees are the 
equivalent of US$350,000 (gross) per year. This is far beyond the upper range of the World 
Bank's highest ETC fee scale (US$293,000 gross). Again, this shows a callous disregard for 
Bank rules and principles. 

HR rules are explicit. The alleged events fall squarely under one or more definitions of 
misconduct, and establish a strong presumption of misconduct on the part of Paul Wolfowitz. 
While the existance of these allegations is in itself a lamentable shortfall for the President of the 
World Bank, Paul Wolfowitz may not be guilty of any or all alleged events of misconduct. We 
look to you to clarify the following questions, among others: 

- are the facts correct? 
- are there exceptional circumstances to justifj these actions? 
- are the responses appropriate? 

:" - are there precedents that can be invoked? 



- who actually made the decisions? 
- did Paul Wolfowitz know of them? 
- if not, should he have known of them before they were taken? 
- should he have acted to correct these decisions? 

We do not accept the argument that the President is not bound by the World Bank's rules. He is 
given explicit and extensive discretioil under these very rules. The alleged offenses go beyond 
any discretion he may have. The notion that he may not technically be a staff member does not 
hold. He has repeatedly stated that he is an "intei-national civil servant", and has implicitly 
accepted these rules when he notified the Board of his romantic involvement with a Bank 
employee. As the public face of the World Bank, he needs to be held to the saine ethical 
standards as all other staff members, if not higher. The World Bank cannot afford the reputation 
of a dysfunctional and unaccountable multilateral organizatioil rife with cronyism. Paul 
Wolfowitz has a case to answer on all three points. 

Yahoo! Autos. Looking for a sweet ride? Get pricing, reviews, & more onnew and used cars. 

To: Investigations-Hotline@Worldbank.Org 
cc: - ~ i n ~ o l f s s o n @ ~ o r l d b a ~ k . ~ r ~  - Maliazzaf@Worldbank.Ora 



PRESIDENT'S PAPERS 

DELIVERED TO AD HOC GROUP 
APRIL 9,2007 



April 9,2007 

Memo 

To: Chairman of the Ad Hoc Committee 
From: Shaha Riza 

In the interest of expediting and facilitating the resolution of this issue, I am giving my authorization for the 
release of the relevant documents to the members of the committee designated to review the issues but only 
to this committee and only for that purpose. I also authorize access to the content of these documents to 
Board Members as necessary and ppropriate. 

Most of the information contained.in the documents has already been released by someone in the Bank with 
access to this information, t l~us contravening the agreement I signed with the HRVP, Xavier Coll. 

I would like the Committee to know that when I was told of the decision of the Board's Ethics Committee, 
months after the new President was appointed, I was surprised. 

Firstly, because I did not wish to leave the '~ank .  Particularly as the position that I had held for three years 
(acting manager for MENA Ext) was finally opened to a competitive process, a request I had made to two 
consecutive MENA VPs. 

Secondly, I believed and continue to believe that given that at my level there was no direct or indirect 
reporting relationship to the President, my continued service in the Bank did not break staff rule 3.04 
"Supervisory Relationships". After all, in the eight years of my Bank service, I did not directly or 
indirectly report to Mr. Wolfensohn. 

Finally, and equally important, Mr. Wolfowitz had proposed to the Board to recuse himself from any 
personnel decisions or actioi~s affecting me in order to avoid any potential conflict. Indeed his proposal set 
a stricter standard than existing practice of the most senior officials in the institution, including 
arrangements pertaining to the then Managing Director which continued unquestioned until his departure. 

Nevertheless, the Board's Ethics Committee in its wisdom, without any explanation I am aware of as to 
how they reached that conclusion, resolved to ask me without even talking with me, to go on external 
assignment contrary to my wishes. 

I have now been victimized for agreeing to an arrangement that I have objected to and that I did not believe 
from the outset was in my best interest. My effort to accommodate the Board's Ethics Committee and avoid 
creating distractions for Staff, Board and Management from their noble mission while protecting my 
interest, has only resulted in the most vicious public attacks on me. 

As the Committee deliberates this issue, I trust that it will take into consideration the personal pain and 
stress that my son and I have been subjected to and the damage that this whole episode has caused me 
professionally, physically and psychologically. 

I hope that the Committee will find a reasonable and equitable solution that will bring to an end the 
unwarranted and malicious public and private attacks which would not have happened had the Bank not 
failed to honour the agreement signed with me. I also hope that the Committee will hold all those 
responsible for this breach of agreement and for violating Staff Rule 2.01 "Confidentiality of Personnel 
Information" accountable. 

I would like to reiterate that I did not wish to leave the Bank and I did not, and do not expect any special 
considerations. My commitment to the mission of the Bank is unshakeable and I still believe that my career 
and professional future is inextricably linked to this great institution and I hope, and would very much like, 
to return to the pursuit of my career from within it as soon as possible. 



April 9,2007 

Meino 

To: Chainnan of the Ethics Corninittee 
From: Shaha Riza 

In the interest of expediting and facilitating the resolution of this issue, I am giving my 
authorization for the release of the relevant docuine~~ts to the meinbers of the coimnittee 
designated to review the issues but only to this coininittee and only for that purpose. 

Most of the information contained in the doculnents has already been released by 
someone in the Bank wit11 access to this infoi~nation, thus contravening the agreelneilt I 
signed with the HRVP, Xavier Coll. 

I would like the Co~llnlittee to know that \vhen I was told of the decision of the Board's 
Ethics Co~llnlittee, months after the new President was appointed, I was su~prised. 

Firstly, because I did not wish to leave the Bank. Particularly as the position that I had 
held for three years (acting manager for MENA Ext) was finally opened to a competitive 
process, a request I had made to two co~lsecutive MENA VPs. 

Secondly, I believed and continue to believe that given that at my le17el there was no 
direct or indirect reporting relationship to the President, iny continued service in the Balk 
did not break staff iule 3.04 "Supervisory Relationships". After all, in the eight years of 
my Bank service, I did not directly or indirectly report to Mr. Wolfensolul. 

Fii~ally, and equally important, Mr. Wolfowitz had proposed to the Board to recuse 
himself fi-oin any personnel decisions or actions affecting me in order to avoid any 
potential conflict. Indeed his proposal set a stricter standard than existing practice of the 
most senior officials in the institution, including arrangements peltainiilg to the then 
Managing Director which colltillued ullquestioned until his departure. 

Nevertheless, the Board's Ethics Committee in its wisdom, without any explanation I am 
aware of as to how they reached that conclusion, resolved to ask ine without even talking 
with me, to go on external assignment contrary to my wishes. 

I have now been victimized for agreeing to an ai~angeinent that I have objected to and 
that I did not believe from the outset was in my best interest. My effort to acco~nlnodate 
the Board's Ethics Co~ninittee and avoid creating djstractions for Staff, Board and 
Mai~ageineilt froin their noble inissio~l while protecting my interest, has oilly resulted in 
the most vicious public attacks 011 me. 

As the Colninittee deliberates this issue, I trust that it will take into consideration the 
personal pain and stress that my son and 1 have been subjected to and the dalnage that 
this whole episode has caused me professionally, physically and psychoiogically. 



I hope that the Coininittee will find a reasonable and equitable solution that will bring to 
an end the unwarranted and ~nalicious public and private attacks which would not have 
happened had the Bank not failed to honour the agreement signed with me. I also hope 
that the Coininittee will hold all those respoilsible for this breach of agreement and for 
violating Staff Rule 2.01 "Confidentiality of Personnel Information" accountable. 

I would like to reiterate that I did not wish to leave the Bank and I did not, and do not 
expect any special considerations. My commitment to the mission of the Bank is 
unshakeable and I still believe that my career and professional hture is inextricably 
linked to this great iilstitution and I hope, and would very much like, to return to the 
pursuit of my career from within it as soon as possible. 



DOCUMENTS 

Recusal proposed by Mr. Wolfowitz during contract negotiations May 2005 
June 6, 2005 Meino from Ethics Chainnan Melkert following up on Danino 
Barnett correspondence; seeking additional information on recusal 
June 2, 2005 General Counsel memo on Legal Background Regarding 
Conflicts of Interest submitted to President Wolfowitz by Chairman Melkert 
June 22,2005 Chainnan Melkert memo re recusal and current Bank 
standarads 
July 14, 2005 update from Chairman Melkert 
July 20,2005 Note from Chairman Melkert providing guidance to President 
Wolfowitz on how to reply to June 6 request. 
July 21, 2005 President Wolfowitz reply to Committee members clarifying 
recusal terrns 
July 2 1, 2005 EC advice that situation represents de facto conflict of interest; 
and advises that staff member should be promoted, relocated outside 
President's supervision with consideration of her career interests 
August 8, 2005 Memo from Chainnan Melkert based on consultations with 
and Xavier Coll, to approach staff member; 
Xavier Coll draft guidance based on consultations with Ethics Chairnlan 
(undated) 
August 11 President Wolfowitz guidance to Xavier Coll based on Ethics 
Committee advice 
August 12 2005 Memo from President Wolfowitz to Chairman Melkert 
advising that agreement had been reached between Coll and Riza thus recusal 
withdrawn 
Cleveland Note for Adminstrativel RM Records on outside counsel review 
August 3 1, 2005 Outside Counsel opinion 
September 1 ,  2005 Agreement between Coll and Riza 
September 16, 2005 State Department letter requesting Riza's 
secondlnentSept~nebr 21, 2005 Coll letter and Inelno confirming second~nent 
October 5, 2 State Department acknowledgement of clarifications in 
second~nent 
October 24, 2005 Memo from Ethics Chainnan to President Wolfowitz 
acknowledging the resolution of the conflict of interest in line with guidance 
provided and consistent with Committee's findings and advice 
November 25, 2005 handwritten note from Chairman Melkert to President 
Wolfowitz for the record confirming resolution 
February 25, 2006 Memo from Chainnan Melkert clarifying subsequent 
review of anonymous emails did not represent ethical issue aappropriate for 
hrther consideration 
March 1, 2006 Coll note on Riza's potential SRI consistent with agreement 
Attachment to Coll note 



22 July 13, 2006 Coll note to Presidnet Wolfowitz on confidentiality of personel 
information 

23 October 1, 2006 Anwar Inbrahim letter to CleveIand requesting transfer of 
Riza 

24 December 14 note from Coll to Cleveland approving request as consistent 
with agreement 

25 December 14 confirmati011 signature from Cleveland to Ibrahim 



PROPOSED RECUSAL LANGUAGE 

In order to avoid any conflict of interest, real or apparent, and consistent with Staff 
Rule 4.01, I recuse myself fiom any personnel decisions or actions with respect to Ms. Shaha 
Riza. To hrther ensure any personnel action or decision bearing on Ms. Riza~ s employment 
is consistent both with her rights as an employee and with my recusal and that no influence, 
real or apparent, has been implied or assumed, I direct Human Resources notify the Ethics 
Committee of any personnel action or decision concerning Ms. Riza and provide the 
Committee with any information requested in order to ensure all appropriate Bank standards, 
rules and regulations have been properly upheld and enforced. 



To: 
blr. Paul Wolfowitz 
President 

Personal and Confidential 

Washington, D.C.. June 6, 2005 

7 
Dear Mr. Wolfowitz: r&-c L-,. cLL-( , 

The Ethics Committee met on June 2, 2005, to consider your request for guidance and 
advice on a potential conflict of interest with regard to Staff Rule 3.01, paragrzph 4.02. 

Having taken note of different formulatio6's in the correspondence between Mr. Danino, 
on behalf of the Bank, and Mr. Barnett on your behalf, we consider it necessary to have an 
unarnb~guous understanding of your proposed recusal so as to cure the potential conflict with 
respect to the staff member concerned. This would include information on the name, position heid 
by the staff member and the unit in which the staff nember works and any other relevant facts 
and considerations that would enable the Ethics Committee to guide and advise as appropr~ate 

We would be grateful to receive such information from you personally as i t  is the role of 
the Ethics Committee to interact.directly with the Board OfficiaIPresident on a confidential basis 
in order to assist compliance with the Boardrs Code of Conduct. It is our intention subsequentljl 
to provide you expeditiously with the advice you have requested. 

Very best regards, 

Ad ~ e , k e r t  
chairman 
Board Ethics Committee 



June 2,2005 
Legal Background Regarding Conflicts of Interest 

Senior Vice President and General Counsel 

1. The President's proposed Terms Of Appointment (the Contract) provide, in 
paragraph 3, that the President will: (a) be required to adhere to the standards of the 
Code of Conduct for Board Officials; and (b) be expected to observe the ethical standards 
applicable to staff, where these reflect a stricter standard: 

"You will adhere to the standards set forth in the Code of Conduct for Board Officials 
(the Code). You will also be expected to observe the standards of ethical conduct 
applicable to staff members of the Bank, where these reflect a stricter standard." 

In addition, there are several specific provisions that apply to the President under 
paragraph 3, "notwithstanding any provisions to the contrary in the Code or the staff 
standard." 

"It is understood that you will avoid any conflict of interest: real or apparent." 
(paragraph 3d) 

a "It is understood further that you will not, without the prior approval of the 
Executive Directors, accept any public or private employment or engage in Sny 
other business activity." (paragraph 3c) 

3. The Code Of Conduct provides the following with respect to conflicts of interest 

I generally: 

"Board Officials shall endeavor to avoid any situation involving an actual conflict, 
or the appearance of a conflict, between their personal interest and the 
performance of their official duties.. .." (paragraph 4 (b)) 

3. As noted above, the contract also requires the President to obsen-e the ethical 
standards applicable to staff, where these reflect a stricter standard. The ethical standards 
embodied in the Staff Rules apply to the President because of this contract provision; as a 
legal matter, the President is not a staff member and thus the Staff Rules themselves do 
not apply to him. (Note that under the Articles, the President is the chief of the operating 
staff of the Bank, and is responsible for the organization, appointment and dismissal of 
staff, subject to the general control of the Executive Directors. Article V, Section 5 (b)) 

4. The Principles of Staff Employment, adopted by the Board, provide: "[Als 
employees of international organizations, staff members have a special responsibility to 
avoid situations and activities that might reflect adversely on the Organizations, 
compromise their operations, or lead to.real or apparent conflicts of interest." (Principle 
3 

5. Supervisorv Relationships. Staff Rule 3.01 sets out the Standards of Professional 
Conduct for staff, and provides the following regarding Supervisory Relationships 
(paragraph 4.02): 

"A sexual relationship between a staff member and hisher direct report, or direct 
or indirect manager or supervisor is considered a de facto conflict of  interest. The 
manager/supervisor shall be responsible for seeking a resolution o f  the conflict of 



interest, if need be in consultation with management, who will take measures to 
resolve the conflict of interest. Failure to promptly resolve the conflict of interest 
may result in a finding of misconduct." 

The announcement introducing this provision in 1999 explained: 

"Conflicts of interest are likely to arise in relationships where one person has the 
authority to make decisions about the other's conditions of employment 
(recruitment, salary, contract approval, performance evaluation, promotion, work 
program).* When a supewisor and subordinate engage in a sexual relationship, 
the unequal institutional power heightens the vulnerability of the subordinate and 
the potential for coercion. Other negative effects include perceptions by others of 
unfair advantage enjoyed by the person involved in the relationship, and the 
potential for one or both parties to injure the other if the relationship does not end 
amicably. Experience of other organizations and of the Bank Group has shown 
that the costs of relationships between managers and subordinates, even when 
initially consensual, are high in terms of staff morale, perceptions of fairness, and 
in extreme cases, legal fees." (Kiosk Announcement, March 26, 1999) 

The Announcement further noted that Management would work tvith both parties in the 
relationship to resolve the conflict of interest, and that any actions taken will not be 
considered punitive in any way. Lastly, in implementing this amendment to Staff Rule 
3.01, the Announcement stated that: "management shall ensure full compliance with due 
process and take into account all the relevant facts and circumstances of a given situation 
and will observe the principle of  proportionality in deciding what action to take." 

6. Concl~uioiz: Staff Rule 3.01, Section 4.02 establishes the principle that sexual 
relationships between staff and those who are their indirect supervisors present a conflict 
of'interest. It also establishes the obligation of management, rather than the staff member, 
to take measures to resolve the conflict. 

- 

7. Spousal Relationships. Spouse and domestic partners can be hired by the Bank 
under current rules. Staff Rule 3.01, Appointment, paragraph 5.02, provides: 

"The spouse or domestic partner of a staff member who meets the normal ' 

selection standards may be employed by the Bank Group. A husband and wife or 
domestic partners may be assigned to the same vice presidency or department, if 
neither supervises the other, directly or indirectly, and their duties are not likely to 
bring them into routine professional contact. They may not be assiped to the 
same division or  equivalent unit. A spouse or a domestic partner of a staff 
member may be assigned to the same country office, provided that neither 
supervises the other, directly or indirectly, and provided that the Vice President 
responsibIe for the country office, in consultation with the Manager, Human 
Resources Service Center or the LFC Manager, Recruitment, approves the 
assignment." 

8. Reassignment. Where staff members marry someone in the same unit, the Staff 
Rules call for the Bank's management to reassign staff where necessary to comply with 
Staff Rules 4.01, paragraph 5.02. Staff Rule 5.02, Reassignment, in Section 2, 
"Reassignment at the Initiative of the Bank Group1', paragraph 2.03, provides: 



". ... The Director, Human Resources, shall reassign a staff member who marries 
or registers as a domestic partner of a staff member assigned to the same vice 
presidency, department, or other unit, if one spouse or domestic partner supervises 
the other, directly or indirectly, or their duties are likely to bring them into routine 
professional contact. If two staff members assigned to the same department or 
unit (other than a vice-presidential unit) marry each other or register as domestic 
partners, one of the staff members shall be reassigned except as the Director, 
Human Resources, decides." 

Generally, the Vice President, Human Resources has the authority under this paragraph to 
reassig staff members within the Bank when the interests of the Bank Group require it. 

9. Conclusiorz: Staff Rule 4.01, Section 5.02 establishes the principle that spouses 
and domestic partners should not be in positions where one supervises the other, directly 
or indirectly, and where their duties are likely to bring them into routine professional 
contact. Staff Rule 5.02, paragaph 2.03, establishes the use of reassi,ment to achieve 
compliance ~s.ith this principle, and also permits reassi,pnent by the Vice President, 
Human Resources "when the interest of the Bank Group require it." 

10. The Code of Conduct provides a mechanism for resolution of real or apparent 
conflicts of interest for Board Officials: 

"If an actual conflict arises, the Board Official concerned shall promptly refer the 
matter to the Ethics Committee described in paragraph 10 below and shall 
1s.ithdraw from attendance or participation in deliberations or decision-making 
connected with that matter. If an appearance of conflict arises: or if there is doubt 
I\ hether a conflict, actual or apparent, exists, the Board Official concerned shall 
promptly refer the matter to the Ethics Committee for guidance." (paragraph 4 
(b)) 

11. The role of the Ethics Committee is reinforced under the contract, as paragaph 
3(f) provides that "where clarification is required with respect to ethical standards, [the 
President] may seek the guidance of the Ethics Committee.. .." 

12. The Ethics Committee Procedures specifically refer to requests for guidance from 
the President: 

"A Board Official or the President may submit a request for guidance concerning 
his or her annual disclosures, conflicts of interest, or other ethical aspects of 
conduct in respect of his or her personal situation to any Committee Member for 
consideration by the Ethics Committee in accordance with the procedures set 
forth in this paragaph 7." (Paragraph 7) 

The Procedures provide for the Ethics Committee to review the request, with the 
assistance of the General Counsel. The Ethics Committee can also consult with the 
outside Ethics Advisers, once these are selected. 

13. The Ethics Committee Procedures regarding requests for guidance do not 
specifically provide for consideration by the Board or for decision by the Board, in 
contrast to the Procedures for allegations of misconduct considered by the Ethics 
Committee. However, the Procedures do provide that the Ethics Committee may 
communicate its advice to other Board Officials and the President, subject to consultation 



with the individual and in a manner that ensures the privacy of the individual concerned. 
Paragraph 7 (c )) 

14. The 2003 COGAM paper, recommending Board approval of the Code, noted the 
following: 

"Matters involving the President. No mechanism currently exists to handle 
allegations against the President. INT, which reports to the President, cannot 
handle such allegations. As requested by the Executive Directors, and with the 
agreement of the President, it is proposed that the Ethics Committee would handle 
allegations involving the President as well as Board Officials." (paragraph 4a of 
Board paper) 

15. Conclusion: Refemng an actual or perceived conflict of interest to the Ethics 
Committee for guidance is provided for under the President's contract and the Code of 
Conduct, and is specificaIly referred to under the Ethics Committee Rules. 



To: Paul Wolfowitz 
From: Ad MeIkert 

6.22.05 

Personal and confide~ztial 

1. 
As agreed during our open conversation today I send you enclosed the rules relevant to 
any further steps. Let m e  highlight a few elements which you might want to consider in 
particular and let m e  then add some observations as to the way forward. 

2. 
You will note that the distinction between spousal and non-spousal relationships is 
primarily between permission in principle and de facto conflict of interest. However in 
both cases supervision, directly or indirectly and routine professional contact are the 
defining elements. This is important as we discussed the validity of making a difference 
bemeen a (declared) partner and a spouse. That aspect however seems to m e  less relevant 
than the supervision provisions, such as under point 8 ("Reassi,ment"), including 
references to supervision "directly or indirectly". 

? 

- .  

On a different note it i s  relevant to keep in mind that - regardless possible cases that have 
not been dealt .M-ith - in the recent past particularly the partnership provisions have led to 
r e a ~ s i ~ m e n t s ,  demotions or departures in different cases as confirmed by HR and the 
Ethics Office. This explains no doubt a part of the high attention for resolving the issue. 

_Against this backgound the introduction of a recusal formula would suggest deviation of 
the existing standard (whilst the Code of Conduct refers to the ''hi&estW standards) and 
would probably introduce legalistic dispute in a situation that essentially requires clear 
zuidance and leadership taking into account perception and sensitivity. 

5. 
Let me also come back on  your concern that there is a tendency to set different standards, 
particularly with reference to the situation of the MD and his spouse. This issue has to be 
and - as I understand - will be resolved. However, even if this would not have been the 
case, this could not guide Board members and Ethics Committee, committed as they are 
to the standards in their Code of Conduct. What has not been right could not be an 
example to follow. 



AD MELKERT 
Executive Director 
for Armenia. Bosnia & Herzegovina, Bulgaria, 
Croatia, Cyprus, Georgia. Israel, Macedonia, Moldova, 
The Netherlands, Romania and Ukraine 

Mr. Paul Wolfowitz 
President 

Tel: (202) 458-2052 
Fax: (202) 522-1572 

E-mail: amelkertOworldbank.org 

PERSONAL 

July 14,2005 

First: it has really been an impressive privilege to be at your side when commemorating 
Srebrenica. Your speech was very much to the point of both the facts and the emotions. 
I would appreciate if you could give me a copy of the English part of the prayer, which 
indeed was remarkable and should serve as an inspiration in bringing people of different 
religion and background closer. 

Secondly I have to come back t.o the issue we discussed some weeks ago. I refer to my 
memorandum of June 2znd. It is important that we would have an opportunity for 
assessment before I will have to brief and consult the Ethics Committee as will be my 
intention on next Thursday, June 2 1. 

Ad Melkert 



Reflecting on our conversation this afternoon, my suggestion would be the following. 

It would be appropriate that the Ethics Committee tomorrow would have your response 
on the June 6 letter I sent to you on its behalf. 

For the time being it might be best to refer to your initial proposal for recusal (which 
indeed is a matter of fact) without elaborating on that at this stage. 

You could consider a text as amended in the enclosed version. 
I would suggest you change the "memorandum" to me in a memorandum to me as 
chairman of the Committee whilst refemng to the June 6 letter. 
My further suggestion is that you would conclude with a sentence that could read as: 
I worrld appreciate the Ethics Committee to advice on the best practical way that this 
challenge cotrld be met. 

This could be the signal to explore the path that we briefly touched upon. 
I am currently working on the technical aspects of that possible option and I see some 
interesting perspectives. My aim would be to obtain from the EC a mandate to elaborate 
this further. 

As before, feel free to let me know anything more on your mind. 



The World Bank 

July 2 1,2005 P;IL'L \S'OLFO\YTTZ 
President 

Mr. Ad Melkert 
Chairman 
Board Ethics Committee 

Personal and Confidential 

As you know, during the negotiations of my contract, to avoid any appearance of a 
conflict of interest, I provided a statement to the Board recusing myself from any personnel 
actions or decisions with respect to a longstanding professional staff member of the Bank with 
whom it has been reported that I have a prior personal relationship. I asked at that time for the 
Ethics Committee to ensure that this approach was consistent with the regulations, policies and 
practices of the Bank. 

In order to complete your review, I understand that the Ethics Committee needs to be 
officially informed of the name and professional position of the Bank employee to ensure a 
recusal can be properly implemented. Ms. Shaha Riza currently \x.orks in MENA as Acting 
Director of EXT. 

It is important that my recusal uphold the highest standards of conduct which should be 
applied across the institution. Moreover, I appreciate the concern you reflected in >.our memo 
dated June 22 that my recusal and any related Board decisions not be punitive nor have an 
ad\.erse impact on Ms. Riza's professional opportunities. The conflict, if there is one, is mine 
and not hers and the Board was fully informed of it before my contract was signed. 

The challenge for your Committee and for me, as President, is how to: 

1) avoid a conflict of  interest, real or apparent; and 

2) treat a loyal professional employee with the respect and fairness that all employees 
desene. 

I would appreciate the advice of the Ethics Committee on how this challenge can best be met. 

In your consideration of these questions, I would ask the Committee to keep in mind bvo 
facts: 

With respect to point I above, the recusal I propose goes beyond the current prohibition 
on direct or indirect supervision, by recusing myself from any influence over personnel decisions 
involving Ms. Riza. This sets a higher standard than I believe has been applied previously. In 
the hture, the same standard should apply to all senior management of the Bank and to members 
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of the Board who have a personal relationship with an employee of the Bank, regardless of the 
supervisory relationship. 

With respect to point 2 above, the reasonable prohibition on direct or indirect supervision 
necessarily precludes Ms. Riza from many professional opportunities in the Bank. She is thus 
necessarily disadvantaged by a circumstance that is not of her own making. 

Thank you for your consideration. 

Sincerely, 

Paul Wolfowitz u 



In for~nal Draft 
Jtrly 2 7, 2005 

EC advice in response to the President's letter d.d. July 21, 2005 

1) The situation as described constitutes a de facto conflict of interest. - 
2) The EC has noted the proposed recusal. At this point in time the EC does not 

consider recusal sufficient and would most likely at least propose 
relocationfabsence of professional contact which is the standard for 
spouses/declared partners. Before entering into any further in dept consideration 
the EC is of the opinion that the approach below should prevail. 

3) The EC subscribes to the need that the qualifications and career perspectives of 
the staff member should be taken fully into account. 

4) Having considered different options the EC advises: 

a) That the staff member will be relocated to a position beyond (potential) 
supervising influence by the President and therefore will withdraw from 
the current selection procedure for job promotion within the MENA 
department; 

b) That at the same time the potential disruption of the staff member's career 
prospect will be recognized by an in situ promotion on the basis of her 
qualifying record as confirmed by her shortlisting for the current job 
process and as consistent with the practice of the Bank; 

c) That the President, with the General Counsel, communicates this advice to 
VPMENA and VPHR so as to implement a) and b) with immediate effect. 



I - -  - .  
Washington, D.C. 20433 

U.S.A. 
fit [C . -2 0 

AD MELKERT 
Executive Director 
for Armenia, Bosnia & Herzegovina, Bulgaria, 
Croatia, Cyprus, Georgia, Israel, Macedonia, Moldova, 
The Netherlands, Romania and Llkraine 

Tel: (202) 458-2052 
Fax: (202) 522-1 572 

E-mail: arnelkert@worldbank.org 

hlr. %.;! Wc!fswitz 
Presidei~t 
The World Bank 

August 8,2005 

Dear Paul, 

A s  agreed by phone last week I have, following your suggestion, approached Xavier Coil and, 
assisted by Roberto Danino, have shared with him the considerations and preIiminary conclusion 
by the Ethics Committee that I have presented to you in the July 27 informal draft. This briefing 
has prepared Xavier to meet - upon your request - the staff member concerned in order to inform 
her oa the EC's considerations and preliminary conclusions in preparing the advice that you had 
requested in June. I have underscored to Xavier that the following facts should be well 
understood: 

C,." 
i ; ? ' ~ c  : ii:il;"; i;;:~in:r ;!i.cc.+l:, :...;th ~ r -z f f~e rnber  situations, hence Xavier should act upon 
your instruction. 
2) The interaction with the staff member at this stage is only for information purposes, by way of' 
courtesy, as both you and the EC have been preoccupied from the outset to have a procedure in 
place and an outcome reached that would duly recognize the record and career perspectives of the 
staff member, taking into account the scope of the EC which is limited to Board officials. 
3) Once the EC will have formalized its advice it will be up to you and the VPMENA and VPHR 
respectively to take the appropriate steps, also for that reason Xavier's meeting could not be 
considered psrt of formal decision-making. 

Assunling rhat a!] of this is in the spirit of our previous conversations I would like to suggest that 
you tab: the follo\ving steps: 

A) request Xavier to meet the staff member on the basis of the above 
B) to  do so as early as possible this week 
C) to ask Xavier to report back to you so as to enable you and me to conclude our deliberations 
on the EC's informal draft. ilpon which I will report back to the EC in view cf its formal advice. I 
would highly appreciate if w.: could be in toucll by the cnd of this week. 

Best regards, 



I have been instructed by the President to meet with you 

a The President has instructed me to agree to a proposal which includes the 
following terms and conditions: 

o Accept immediately your offer to be detailed to an outside institution of 
your choosing while retaining Bank salary and benefits 

o Offer you a promotion at level GH at a net salary-level of S180'000 (over 
mid-point in the salary range of the grade) 

o Apply salary increases equivalent to a mid-point salary rating of 5 (which 
would approximate 8%) 

e The President has also asked me to provide you a choice between ja) the proposal 
to have promotions to level I or J at the end of the 5-year or the 10-year period 
(respectively) as you requested contingent upon a review of your lvork outside the 
Bank by  a committee of peers to be appointed by mutual agreement between Ms. 
h z a  and HR at the time; or (b) to offer you a financial settlement that would 
compensate you for the lost opportunities related to promotion and the pain, 
suffering and damage to your professional reputation that has been involved in the 
forced departure 

e We would want to propose to a non-disclosure agreement if there is a Yinancial 
compensation settlement in order to protect your privacy and that ofthe instirution 



11 August 2005 

MEMO 

TO: XAVIER COLL 

FROM: PAUL WOLFOWITZ 

SUBJECT: SHAHA RIZA 

As you know, I recused myself from any personnel action or decision related to Shaha 
Riza, a proposal which would have afforded her the opportunity to continue on her 
professional career course at the Bank while avoiding any appearance of conflict of 
interest. The Ethics Comlnittee advised me that my proposal was unacceptable. In 
addition, they stated that it was not appropriate for them to "interact with staff member 
situations", therefore, I was directed to instruct you to inform her of their conclusions and 
develop a plan which "duly recognizes (her) record and career perspectives," and that I 
should complete the action by the end of this week. 

In accordance with this directive from the Ethics Committee, I provided instruction for 
you to meet with her to discuss options. I appreciate your effort to carry out this 
assignment promptly and in a fair, professional manner. 

After hearing your report of her desire to pursue the option you outlined as preferable, 
that is to be detailed outside the Bank Group, I now direct you to agree to a proposal 
nrhich includes the following tenns and conditions. You should accept immediately her 
offer to be detailed to an outside institution of her choosing while retaining Bank salary 
and benefits. After being shortlisted for consideration as the-Director of EXT for 
MENA, she has qualified for and should receive a promotion to H level at a mid-point 
salary level of $1 80,000 net income with mid-point, zone 5, annual increases which will 
approximate 8%. Further, because she is being compelled to leave the Bank Group and 
will not be able to go through regular reviews as the basis for future promotions, she is 
being forced into a situation with no precedent under Bank rules, practice or policy. 
Given the opportunity to continue on a regular career path, you have indicated that she 
normally would have been eligible for promotion to an I level within four to six years. 
Therefore, it seems reasonable to grant her request to be guaranteed the right to return at 
an I level should I depart at the end of a five year term. Should I stay on to serve a 
second term, she should return at a J level, which she notes would be one year from 
retirement. Since we have created a situation that precludes normal Human Resources 
(HR) review of her performance, you should propose the promotion to I (or J) level 
would be contingent upon a review of her work outside the Bank by a Committee of her 
peers to be appointed by mutual agreement between Ms. Riza and HR at the time. 



I understand your preference would be to offer her a financial settlement that would 
compensate her for both the lost opportunities related to promotion and the pain, 
suffering, and damage to her professional reputation that has been involved in her forced 
departure. 

.Based on your advice, I direct you to provide her a choice between her proposal and your 
alternative of financial compensation in lieu of promotion to I or J level. The H 
promotion should be  included in either alternative. 

You reported that a non-disclosure agreement was a standard Bank procedure in financial 
compensation settlements. If you believe it is appropriate in this circumstance, you 
should propose it to Ms. Riza as a way to protect both her privacy and the institution. 

Finally, I wish to reiterate my deep unhappiness with the whole way of dealing with a 
situation that I still believe, and have been advised by experienced labor legal counsel, 
should have been resolved by my recusal. 



MEMO 

TO: AD MELKERT 

FROM: PAUL WOLFOU 

SUBJECT: SHAHA RIZA 

On August 8, I received a memo from you stating that the Ethics Committee had rejected 
my proposed recusal as the appropriate means to avoid any conflict of interest bearing on 
the professional circumstances of Shaha Riza. Your memo noted that it would not be 
appropriate for the Committee to '-interact with staff situations", nevertheless you 
provided the opinion that she could not be permitted to stay in her current position or 
serve in the Bank While I believe any potential conflict is due to my position, not hers. 
the Committee explicitly directed me to resokve the matter by providing instruction to 
Xavier Coll, Vice President, Human Resources to meet with her to discuss options. 
Further you requested I report back this ~veek. 

Mr. Coll and htls. Riza ha te  reached an agreement. Since she has agreed to his 
recommendation to be detailed outside the Bank Group, there is no furthsr potential 
conflict of interest. I hereby withdraw my request for consideration of my proposal for 
recusal and view this matter as closed. 



Robin Cleveland Subject 

09/09/2005 1 1 :08 AM 
~473-2179 EXC 
*** DRAFT *'* 

As you know prior to assuming office, the President recused himself with regard to any personnel actions 
or decisions regardirlg a specific Bank employee with whom he had a prior relationship. With the advice 
of the Bank's Counsel, the Ethics Committee Chairman determined that the recusal was insufficient and 
instructed the President to resolve the case consistent with guidance they offered. When the President 
accepted this responsibility, he did so with the view that Bank Counsel could not provide legal advice to 
both parties (ie the Committe and the President). In order to assure the Bank's interests were 
appropriately protected, the Preisdent believed a legal evaluation of any agreement was essential so he 
asked me to look at outside law firms with strong labor and personnel practices. I considered three of the 
most well known law firms in Washington: Williams & Connolly, Akin, Gump and Gibson, Dunn&Crutcher 
The last firm was selected based on their ability to present a strong team within 24 hours which included, 
among others, the former U.S. Solicitor General and Eugene Scalia, a personnel policy expert. This was 
a matter of both time urgency and sensitivity so having a distinguished, exceptionally experienced group 
ready to provide a quick, but thorough review of the matter was a key consideration. 

The firm's role was principally to review an agreement negotiated primarily between the Vice President of 
Human resources and the Bank employee. They did not engage in the negotiations. They provided a 
concluding opinion that that the agreement was a reasonable resolution of the perceived conflict of 
interest which, among other things, avoided protracted legal proceedings. A copy of the opinion was 
provided to the Vice President of Human Resources for the Bank's files on this matter. 



GIBSON, DUNN &CRUTCHER LLP 
LAWYERS 

A REGISTERED LIMITED LIABILITY PARTNERSHIP 
INCLUDING PROFESSIONAL CORPORATIONS 

1050 Connecticut Avenue, N.W. Washington, D.C. 20036-5306 

(202) 355-8500 

August 3 1,2005 

Direct Dial 

(202) 887-3531 
Fax No. 
(202) 530-9539 

Client No. 

G 00000-00000 

The Honorable Paul Wolfowitz 
President, The World Bank Group 
18 18 H Street, N. W. 
LVashington, D.C. 20433 

Re: Contract Providiizg For Detail To State Departnzent 

Dear Mr. Wolfowitz: 

You have asked us to review a contract that provides for a detail of a Bank employee to 
the State Department. As you know, our review has been limited: the key elements of the 
contract had been accepted and agreed to by all parties to the contract before we were retained. 
In addition, we understand that the State Department is separately reviewing the contract and 
will conclusively opine that the detail described therein is consistent with all applicable laws, 
including any appropriation law restrictions on the State Department's ability to accept the detail. 
Within this limited review, we believe that the contract is a reasonable resolution of the 
underlying perceived conflict of interest and reflects a reasonable compromise between the 
interests of the Bank and the detailee that avoids, among other things, the risks of protracted 
legal proceedings. 

Please let me know if we can be of further assistance in this matter. 

Very t#y yours, 

Doug1 s R. Cox YiQY 
LOS ANGELES NEW YORK W A S H I N G T O N .  D.C. SAN FRANClSCO PAL0 ALTO 

L O N D O N  PARIS M U N I C H  BRUSSELS O R A N G E  C O U N T Y  CENTURY CITY DALLAS DENVER 



The World Bank 
Washington, D.C. 20433 

U.S.A. 

XAVlER COLL 
Vice President 
Human Resources 

September 1,2005 

Ms. Shaha Riza 
MNAEX 
MSN H 10-1001 

As you know, the Ethics Committee has determined that the President faces a 
conflict of interest with regard to your alleged relationship. Although he submitted a 
recusal from any personnel decisions bearing on your employment, the Ethics Committee 
decided that this was not sufficient and instructed the President to explore the possibility 
of assigning you somewhere outside the World Bank Group (the Bank), while respecting 
your longstanding professional contribution as an employee of the Bank and preserving 
the same opportunities for professional development and career advancement that you 
xvould otherwise have had. Accordingly, I was directed to work with you on a possible 
solution. While we recognize that this perceived conflict is not of your making and you 
are under no obligation to accept the following proposal, we very much appreciate your 
willingness to do so. 

There is no precedent of this kind and no personnel policy that clearly applies to 
resolve it. Therefore, this letter defines a set of actions and guidelines to help resolve 
this unusual circumstance. 

The Bank proposes that starting September 12, 2005 you \vill be detailed to the 
U.S. Department of State. The detail may be changed by mutual agreement to another 
institution consistent with Bank staff rule 5.02 for such detail. The period of the detail 
may exceed any othenvise applicable World Bank policies or guidelines and will be 
reviewed by the Bank and you after a tern1 of five years from the commencement of the 

i 
detail. At the end of  the five-year term, you will have the option to extend the detail by 
mutual agreement for an additional five years, for a total of ten years from the 
commencement of the detail. However, should the conditions at the Bank resulting in 
your detail change, you are guaranteed re-entry at any time to the Bank to a position 
which makes full use of your professional qualifications either in the Middle East and 
North Africa Vice-Presidency or other appropriate VPU, with all your pre-existing rights 
and benefits. 



Ms. Shaha Riza September 1,2005 

During the entire term of the detail, the Bank agrees that you will continue to be 
treated as an open-ended Bank employee and receive in full, on the same terms and 
conditions as other Bank employees, all of the benefits currently available to Bank 
employees, including but not limited to health care, life, disability and other insurance 
benefits, full rights under all pension and retirement plans, vacation and home leave 
allowance, child dependency allowances as stated in the staff rules, and emergency and 
travel assistance in the case of death. The World Bank also agrees to renew your G-4 
visa and/or any other applicable immigration related documents upon your request or the 
request of the institution to which you are detailed. 

In addition, since you are being detailed while under active consideration for 
promotion, the Bank agrees that at the commencement of the detail you will be promoted 
to a grade H level as defined by current Bank guidelines and will be paid a net salary of 
S 180,000 per annum. Notwithstanding any otherwise applicable Bank guidelines, 
policies, or staff rules during the period of the detail you will receive an annual salary 
increase at mid-point performance category 5, which, in the 2005 salary review matrix 
represented an increase of about 8 percent. During the period of the detail you will also 
receive any salary increases that result from changes in the salary structure for Bank 
en~ployees. 

It is further agreed that after the first five year term of the detail you will be 
considered for promotion to a grade level I subject to the following ternls and conditions: 
a promotion to grade level I is contingent upon an evaluation of your performance 
reviews to be submitted by an appropriate supervisor at the institution to which you are 
detailed. The performance reviews will be evaluated by a three person panel comprised 
of the supenrisor from the institution to ~vhich you re detailed and two Bank employees 
appointed by mutual agreement between you and the Vice President of Human 
Resources. In evaluating the pron~otion to I level, the panel will apply performance 
standards that are relevant to the duties and responsibilities of the position you are 
detailed to and consistent with promotion criteria of the Bank. A majority vote will be 
sufficient to approve the promotion. These terms and conditions will apply regardless of 
whether you remain on detail or return to the Bank at the end of five years. In addition, 
in the event that the I level promotion is approved, should you remain on detail from the 
Bank for an additional five years, at the end of the tenth year, you will be considered for 
promotion to a J level subject to the same terms, conditions and procedures governing the 
promotion to grade I level set forth above. 

Furthermore, on retirement from the Bank, you will be entitled to all the benefits 
and pension entitlements of other Bank staff at the same grade level at which you retire. 



Ms. Shaha Riza September 1,2005 

It is the intention of the parties to this Letter of Agreement that all terms and 
conditions in this Letter of Agreement are binding on both you and the Bank for the 
entire term of the detail, regardless of changes in the management or staff at the Bank. It 
is further understood that this Letter of Agreement represents the entire agreement 
between the Bank and you concerning the terms and conditions of your detail and should 
remain confidential to assure your privacy and rights. 

Agreed by: 

SHAHA RIZA XAVIER COLL 
VICE PRESIDENT 

HUMAN RESOURCES 

cc: Mr. Paul Wolfowitz 



I United States Department of State 

R7ushin&?on, U. C. 2052 

Mr. Xavier Coll 
Vice President, Human Resources 
1818 H St. W, 
Washington I>C 20433 

Deu Mr. Coll: I 
, I am u-rihg to request the secondnent of Ms. Shaha Rim, British citizen, employee dfthe World 

Bank, to the Bureau of Near Eastern Affairs at the US D c p m e n t  of Srate. The sccohdrnent will 
commence Septem3zr 19,2005 through September 19,2006. The secondmmt is rm&%blc by 
mutual agreement. 

While assigned to the U.S. D c p m c n t  of State, Mr Rim will work i l  the Bureau of Gelear Eas fm 
Affairs, Office of Middle &st Partnership Initiative @EA/PT), Ms. Rim will be senior Advisor 
in chzrge of es;ablishing s Founcbtion that will focus on refonn in the MENA region. h i s  
assignment will allow Sbha to p ~ t  iinto use and expand her expertise and complemm I! ha World 
Bank work on civil society ar,d the overall reform agenda. Her responsibilities will in&&, but 
art not limited to: 

Ihi!c  on this assipmm:: 1 

Scek a d  solidify rhe cngagcmmr of intmational 2nd regional partners. 
Assist in iden~ifying md recruit Chairperson from the region. 
Assist in idmdfying a d  recmting an intmational Board of Directors. 
Identify and recmit stafland consu!tan:s to lay the groundwork for the establishment 
Fou?&?ion. 
Supen~se  thc development of 3 Charter, By-laws a?d Articlcs of Incorporation. 

I Emp/oyee Srarru.: During the deuil period Ms. Shaha Rim will remain an employee of the 
World Bmk. Mr. Rim will receive her salary md all employee benefits, includinSl 
Workmen's Compensation Insurance, from the World Bank, which will also continue to 
m i n a i n  her time md attttendzce records. 

of the 

I 
Time Q Attendance: Ms. Riza's time and affend~nce will continue to be maintained by her 
cnploycr, the World Bank She will account for all time urorkcd i ~ - ~ d  leave expended. 
Absences will be documented by the biweekly suSmission of the form OPM 71. e$pmved by 
Ms. Ri73'~ supervisor at DOS, based on the regular U.S. Department of State tour of duty (a 
40-how work week, S hours per day, Monday-Friday). During this detail Ms. ~ i z d  will not 
be a s s i ~ e d  to any office, organization, or position other than that mted, without &ior 
written agreement of the World B d  

Supcnisc the development of 3 business plan to include progarn priorities and strateges fw 
communications, governance, goternment relatioas, arid fund-raising. 
Supcrvi5c inc developrncnt of policics and procedures governing p r o g t i c ,  flmcial, 
administratwe. 33d development activities. 
Idmnfy location for field offices and build the csprcitics of these offices by proriling 
support m d  mining to local SUE. I 

ZOO'd Z g P f  9CL ZOZ 
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e S c f I a ~  B: Ben$&: Ms. Ria's salary and benefits will continue to be paid by the borld Bank 
for the period Sqtember 19,2005 through September 19,2006. Travel and per diem 
exphlses incident to official mvel will be paid by the US. Department of State, idministered 
through the Bureau of Nex Eastern Affairs. I 

+ Communication: In the event of a significant development regarding Ms. &a, thi U.S. 
Department of State is responsible for fiot.Lfying Ms. Rizs's parent organization of any such 
developrncnt or occurrence. Both the US Department of Sbtc and the World ~ d k  will 
ensure both agencies are fully informed of any incident@). 

Sceuriy Clemancer: Ms. Riza is not cligible for a U.S. D e p m e n t  of Sute recu,rity 
clea-mcc and will have no access to cllssified mterial. While detailed t o  thc U.S. 
Department of State, Ms. Rkri will comply strictly with the Department's securif$ regulztions 
and procedures. 

v Ofice: Ms. Riw's offlce will be Iocated at 1800 G Street. 

* Pcdormance E~~aluarior~.: Ms. Ria 's  supenisor at the World Bank 141 request ddeqm?e 
in fomt ion  for preparation of a full jmformmcc evaluation when nceded. 

Imp1cn:eniafion: This agreemefit shall be effective upon signature of all parties. 1 
e Tcmzinr~fion: l h s  agreement may be terminated at any time when the World ~ a &  and the 

U.S. Department of State agree that ternination is in the best mierest of the 
organizations concerned. 

Review: Th~s agcemmt will be re~5ewc-d afrcr signature, on 3n m u a l  bxis, or dhm either 
pa!? notifies thc other p x t y  of the necd and rezson for such action. 

After reviewing this document, please sign it and retun it to me via fax at (202) 7 3 6 4 6 2 .  We 
mly look forward to working with Ms. Riza on this i r n p o m t  initiative. Should you have any 
questions or concerns please conact me at (202) 6-47-7163. 1 

Bmeau of Near Emem Affairs 
U.S. Department of State 



XAVlER COLL 
Vice President 
Human Resources 

Washington, D.C. 20433 
U.S.A. 

September 2 1,2005 

Mr. J. Scott Carpenter 
Deputy Assistant Secretary 
Bureau of Near Eastern Affairs 
Room 6242 
U. S. Department of State 
Washington, D. C. 

Dear Mr. Carpenter: 

Thank you for your letter of September 16 , 2005, regarding World Bank staff 
member Ms. Shaha Riza. 

I ~vould like to confiml that Lye have ageed to provide Ms. Riza External Senlice 
With Pay status for a period of two years, commencing September 19, 2005, through 
September 19, 2007, to allow her to work with the Department of State on the important 
initiatives identified in your letter. A copy of my September 15, 2005, memorandum to 
Ms. Riza regarding her External Service is attached for your file. 

I would like to take this opportunity to clarify a few areas where my 
understanding of the arrangement departs from that described in your letter: 

1) This arrangement is for a years, commencing September 19,2005, through 
September 19, 2007, renewable by mutual agreement. 

2) The World Bank will not maintain time and attendance records for Ms. Riza, 
although we have no objection if, as noted in your letter, Ms. Riza is asked to account for 
all absences through the bi weekly submission of the form OPM 71 to the Department of 
State. 

3) The World Bank will not evaluate Ms. Riza's performance while she is on 
External Service either during or at the completion of this assignment; however, as 
provided under World Bank policy for staff on External Service, Ms. Riza may record 
accomplishments during External Service in a memorandum for inclusion in the 
evaluation section of her World Bank career file. 



I hope that these clarifications will be acceptable to your office. Please do not 
hesitate to contact me directly at (202) 473-1987 if you have any questions or would like 
to discuss this matter further. We very much appreciate the opportunity for Ms. Riza to 
work on the important initiatives identified in your letter. 

Very truly yours, 

/ 

Xavier Coll r 
Vice Pfesident, Human Resources 

cc: Messrihlmes. D. Rivero (LEGAD); R. Cleveland (EXC); S. Riza 



'FLCE MEMORANDUM 
DATE: September 15,2005 

TO: Shaha Riza (UPIS164612) 

FROII: Xavier Coll, Vice President (HRSVP) 

\'our External  Service Ij'ith P3v to t he  U.S. Department o f  S t a t e  

1. I a n  pleased to inform you that ).our proposed Eriemal Senice With Pay (ES\\T) 
to take u p  an a s s i - m e n t  x i t h  the U.S. Department of  Srate has been approved. I 
t:r.dc.rstand that you expect to commence your ESIVP on Septembsr 19, 2005 and you 
\vill  reil:rn to \i.ork o n  a date to bs dzrermined bet\veen the LVorld Bard! (HRVP),  U.S. 
Depxtmeni of State,  and ).ol!rseif. l ' ou  \\ . i l l  report to the V P A ,  hW.4 and HRVP during 
).Our ESii'P period. Plcdse ad\-ise mc irnmsdiateiy o f  any chanze in >.our scheduled 
d e p a n ~ r c  date. 
2. )-our grade le\.el and s3!2q, effective September 19, 2005, \ \ . i l l  be level GH u.ith 
a sal2r-y of S150,OOO.  Durins yocr ES\\'P, 1 . o ~  ~ v i l l  receive a salary increase at the time of 
the gensral s:lar).. re \ - ie \~.  equii.~!cni to rhe midpoint benvecn the minimum and maximum 
increase ar the applicable szlaq-zone for a SFU rating of "5," or the equivalent thereof, i f  
the s>.s\ern currently in place v..ould change. 
3. During the of your ES\iT', i t  is expected that )-ou \vill.not engage in any 
acri\.it> that conflicts \\.ith your continuing obligations as a Bank staff member (see Staff 
Rulz 3.01). If the duration-, nature or responsibilities o f  the activity for x h i c h  this ESLtcP 
is 9an:ed a r c  likely to chanse during th? course of your ES\i\rrP, any such changs must be 
clcared in ad~ .ance ,  and in u.riting. \t.ith the Bank 
4. Vpon completion of this asjigxnsnt, you may  expect to return, consistent \ ~ i t h  the 
a r cemcn t  that >,ou and I s i g e d  on September 1,2005, to a suitable position in bIN.4, 
EXT, i:s successor, or elsewhere as basiness needs require. 
5. Rele\.ant b a c k s o u n d  information about this assignment, as \veil as your terms of 
referents and reporting arrangemsnt \ \ i l l  be provided by the U.S. Department o f  State. 
6. )-our official duty station \\ , i l l  remain LVashington, DC, LiS.4. 
7. Your home country travel dzstination wil l  not change ~vhile you are on this 
assi,onment. Please b e  advised that in the event you  change status to U.S. Permanent 
Resident, your expatriate benefits will end accordingly. 
S. h the event your employment w'ith the Bank Group terminates during this 
assignment, Washington, DC, US.4 is considered your duty station for the purpose of 
resettlement and Staff  Rule 7.02, "Benefits o n  Ending  Employment," will apply. - - 
9. A11 regular Bank Group benefits apply to you while you are on this assignment, 
except that you will observe the U.S. Department of State, not the World Bank Group 
holidays. 



. . I  

10. Except for the items specifically agreed to between you and the World Bank 
. Group as set up in the agreement that you and I signed on September 1,2005, you will be 

subject to the Staff Rules, as amended from time to time. 
11. If you agree with the above t e r n s  and conditions, please sign and return a printed 
copy of this memorandum to me as soon as possible. I shall thereafter issue the necessary 
authorization for you to proceed on this assignment and advise the units concerned. I 

ery success in your new assignment. 
wish 

\ b, 2 3 0 ~  
Date 

'~e fe rences :  Staff Rule 3.0 1 (Outside Activities and Interests) 

cc: Alphonsus hizrcelis (HRSCXI) (wit5out copy o f  the September 1, 2005 document) 



Bv Telefatsimile: 202-522-1 552 
No Hard C o ~ v  Follows 

Mr, Xa\rfier Coll 
Vice President 
Human Resources 
The World Bank 
Washington, D.C. 20433 

Dear Mr. Coll: 

United States Depa rnent of State I. 
October 05,2005 

Thank you for your letter of September 21,2005, and your confmat io  ' that T 
Ms.  Shaha Riza u4.l be assiged by the World Bank to work jointly with the D~pamTlent 
of S ~ t e  on the important initiatives identified in my letter of September 16,2005. We 
have no objection to tho cla-ifications you list in your lcttn at numbers 1) throdgh 3). 
For our part, I would like to take this opportunity to note that we do not vicw s. Riza as 
detailed or seconded to the U.S. Government. Should there be a need to further refine 
t lus  arrangcmcnt in the coming months, I am confident we cao rcsolre the matier to our 
mutual satisfaction. 

Again, you for Ms. Riza to these initiatives. 

J. Scott Carpenter 9:- 

POO'd Z3PP 9EL ZOZ 

S004oS00"Pd ' 97 : P O  ' SO1307T: 



AD MELKERT 
Executive Director 
for Armenia, Bosnia & Herzegovina, Bulgaria, 
Croatia, Cyprus, Georgia, Israel, Macedonia, Moldova, 
The Netherlands, Romania and Ukraine 

Tel: (202) 458-2052 
Fax: (202) 522-1572 

E-mail: amelkert@worldbank.org 

Personal and Confidential 

From: Chainr~an Ethics Committee 

To: Mr. Paul LVoifowit7 
President 

Washington, D.C., October 24, 2005 

Dear Mr. Wolfowjtz, [J- 
Thank you for your memo dated 12 August 2005, received by hand on August 22,2005, 
regarding your request to the Ethics Conunittee for guidance. I am writing on behalf of 
the Ethics Committee to acknowledge the resolution of the conflict of interest in line nith 
the guidar.ce provided by the Cornrn~ttee, as conveyed through my informal draft of Juiy 
27,2005. Your memo confirms that the staff member has agreed to be detailed outside 
the Bank Group, and that you withdraw your proposal for recusal. Because the outcome 
is consistent with the Committee's findings and advice above, the Committee concurs 
wiih your view that this matter car, be trezted as closed. 

With best.personal regards, 

1 
Ad Melkert 
Executive Director 



- .-. - .. . - - .. -....,. 
ior ..iirnenia, Bosnia & Herzegovina, Bulgaria, 
Croalla. Cyprus, Georgia, Israel, Macedonia, Moldova, 
The Yetherlands. Romania and Ukraine 

Tel: (202) 450-2052 
Fax: (202) 522-1 572 

E-mail: amelken@worldbank.org 



Tel: (202) 458-2052 
Fax: (202) 522-1572 

E-mail: arnelkert@worldbank.~r~ 



E\ecuti\.e Director 
ior Armenia, Bosnia cC Hcrzego~ina. Bulgaria. 
Croatia, Cyprus. Georgia, Israel. ,\?acedonia. \\oldova. 
The Setherlancls. Romania and C'kraine 

Mr. Paul Wolfowitz 
President 
The World Bank 

Tel: (202) 458-2052 
Fax: (202) 522-1 572 

E-mail: arnelkert@worldbank.org 

This is to infornl you that the Ethics Committee has re\.iewed two emails from 
"John Smith" dated January 21,2006 and February 15,2006, respectively, ghich were 
sent to the Bank's Lnvestigations Hotline and copied to the Executive Directors. The 
elnails allege ethical lapses by the President of the World Bank. 

In accordance urith its Procedures and in order to deternline whether the 
allegations warranted consideration, the Committee members revie~ved a number of 
docun~ents that ~vere  pertinent to an understanding of the basis for the allegations. These 
included: 

8 The background documents circulated for the oral briefing of the Personnel 
Committee (PC2006-0001) held on Wednesday, February 1. 2006; 
e The strictly confider~tial transcript of the Personnel Committee dellberations on 
February 1,2006; and 
e The Principles of Staff Employment. 

On the basis of a careful review of the above-mentioned documents and the 
information provided by the President at the informal meeting \vith Executive Directors 
on February 3, 2006, the Ethics Committee decided that the allegations regarding 
appointments of Bank staff do not appear to pose ethical issues appropriate for further 
consideration by the Committee. The Committee also decided that the allegation relating 
to a matter which had been previously considered by the Committee did not contain new 
information warranting any further review by the Committee. 

Executive ~ i r e c t o r  



March' 1, 2006 

Robin, 

Per your request, please find attached the SRI information. 

Best regards, 



I 1 

Level GH: Current Salary $180,000 
Estimated SRI for next five years ' 

I I I 

Ratinn 3.2 I /  Ratina 5 - 
(Zone 2: 3.5% SRI increase) 
(Zone 3: 2.8% SRI increase) 

30 she is 

.. 
(Zone 2: 8.2% SRI increase) 
(Zone 3: 5.9% SRI increase) 

Year r Increase 

I I I 

New Salary 
$1 80,000 
$1 86,300 
$1 92,820 

2005 
2006 
2007 
2008 
2009 

I 

' 

$6,300 
$6,520 
$5,400 
$5,550 

I 

Year 
2005 1 
2006 
2007 

2010 1 $5,710 
I '  
I 

Note: Current salary scale (2005) for level GH: Mid-Point:$167,890; maxfi226,650 3 
e 

17d 1 8 0  

$198,220 
$203,770 
$209,480 

I 

Increase j ~ e w  Salary 

I I 

$1 4,760 
$1 1,490 

2008 I $12,170 

$1 80,000 
$1 94,760 
$206,250 
$21 8,420 

1 2009 1 $1 2,890 $ m 1 0  
6244,963 2010 $1 3,650 



DATE: July 13,2006 

TO: Mr. Paul Wolfowitz, President 

FROM: Xavier Coll, Vice President, 

~XTENSION: 3 1987 

SUBJECT: Follow up on our conversation 

You asked me to follow up on our brief conversation last week. 

The current framework of access to information in PeopleSoft and the widespread 
availability of specific or approximate salary data in SAP make it virtually impossible to 
completely limit access to individual salary information, including that of senior 
managers or specific units. The reasons for this are briefly explained below: 

Access through PeopleSoft. Late last year, HRS began taking over responsibility from 
ISG for controlling access to HR data in PeopleSoft, the Bank's principal HR database. 
We have since reduced by over 100 the number of staff with access to salary data. We 
continue to clean up a complex database, review the business needs of each staff member 
with current access and revoke access when warranted. 

Currently, 286 staff Bank-wide have access to salary data through PeopleSoft, 
including staff in HRS, HR in IFC, AccountinglPayroll and ISG. An additional 
92 staff, primarily in the Resource Management function, have access to salary 
data within their own VPUs. 

I have asked that HR staff access to salary for EXC and the MDs office be 
restricted to those who provide direct HR support andlor process HR transactions 
for these units. This, however, still leaves a significant number of staff outside 
132s with access to salary data. 

o N.B.: IFC, Accounting and Treasury have traditionally made their oucn 
determinations on salary access for their staff through PeopleSoft, as have 
autonon~ous corporate Bank units, including Ethics, Ombudsman, Internal 
Audit and SFR. These units have historically had access to PeopleSoft 
salary data. Designated ISG system developers also need access to all 
data. While we have revoked access to some staff in units within and 
outside HRS, we have not yet addressed the issue of Iong-standing 
historical access by these units. 



Access through SAP. Access to salary data in SAP (which is not controlled by HRS) is 
much more widespread. When SAP was implemented in 1999, a data security committee 
(including VPs from the sponsoring units - CTR, SFR, ISG, OPCS) agreed on the general 
principle that staff from across the Bank should have access to other units' data as a 
means of supporting detailed project planning and costing. As a result, SAP is not 
currently designed to restrict access to specific units or staff members, including senior 
management. 

Control of access to the SAP salary report is decentralized to designated access 
controllers in each VPU, with monitoring by SFRRM. About 327 staff currently 
have a specific SAP role ("VPU Specialist") which enables them to generate staff 
rosters with individual salary information for staff member by entering 
hisher UP1 number. 

e In addition, each Bank staff member has a "billing rate" which is available to any 
SAP user through the "Task Planning" screen. This information, which is the 
basis for costing projects/activities/cross support, can be used by Resource 
Management staff and other knowledgeable SAP users to estimate actual salaries 
within a narrow range. 

FYI. As I informed you during our last meeting before you left DC, the deadline for 
inputting salary increases into the system is July 21. 



Washington, D.C. 
October 1,2006 

Ms. Robin Cleveland 
181 8 H St. NW, 
Washington DC 20433 

Dear Ms. Cleveland: 

I am writing to request the transfer of the secondment of Ms. Shaha Riza, British citizen, employee of the Bank, from the 
Bureau of Near Eastem Affairs at the US Department of State to the Foundation for the Future which she was in charge 
of establishing. 

While assigned to the Foundation for the Future, Ms. Riza will work in the Washington DC office of the Foundation. Ms. 
Riza will be Senior Advisor to the Executive Committee and the Board of Directors of the Foundation for the Future. Her 
responsibilities will include, but are not limited to: 

9 Continue to seek and solidify the engagement of international and regional partners. 
e Recruit staff for the DC office. - Supervise the registration of the Foundation and the opening of offices in the region. 

Supervise the recruitment of the Foundation's senior management from the region. 
Supervise the recruitment of the Foundation's staff and consultants in the region including their training. 

0 Supervise and assist in identifying programs and groups that will receive grants from the Foundation. 
Supervise the implementation of the policies and procedures governing programmatic, financial, administrative 
and development activities as approved by the Foundation's Board. 

Ms. Riza's secondment to the Foundation will be subject to the same arrangements agreed to with the State 
Department. 

After reviewing it this document, please sign it and return it to me via fax at (703) 464 5163. We look forward to continue 
our work with Ms. Riza on this important initiative. Should you have any questions or concerns please contact me at 
(703) 464 5161. 

Yours sincerely, 

Chairman 
Foundation for the Future 



November 6 ,  2006 

MEMO 

TO: Xavier Coil 
Vice President Human Resources 

FROM: 

SUBJECT: Shaha Riza 

1 haire recently received a document dated October 1, 2006 from the Chairman of the 
Foundation for the Future. The letter requests the transfer of Ms. Shaha Riza fi-om her 
detail at the Departinent of State to the Foundation for the Future. Her responsibilities 
will be consistent with the terms and conditions of the letter of September 1, 2005 which 
you and Ms. Riza counter-signed to establish guidelines for her work outside the Bank 
Group. 

I would appreciate your replying by return memo that you view the reassignil~ent as 
appropriate and consistent with the guidelines agreed. I will then provide a copy of your 
reply along with my signature on the letter requested by the Foundation's Chairman. 

Thank you. 

Attachment: Letter from the Chairman, Foundation for the Future 



December 14,2006 

Robin: 

Enclosed is an amendment to Ms. Riza's External Service with Pay memo. Could you 
please forward it to her. 

Thank you very much. 

- xavier 



THE WORLD BANWItC;IM.I.Cj.A. 

OFFICE MEMO DUM 
DATE: December 14,2006 

TO: MS. Robin Cleveland, Counsellor, EXC 

FROM: Xavier Coll, Vice President, Human 

EXTENSION: 3 1987 

SUBJECT: Shaha R z a  

I have reviewed the letter from Mr. Anwar Ibrahim from the Foundation for the Future 
regarding Ms. Shaha Riza's transfer from the US Department of State to the Foundation. 
I agree with you that the responsibilities Ms. Riza will carry out in this assignment are in 
line with the terns and conditions stipulated in my memo to Ms. Riza dated September 
15, 2005 regarding her External Service with Pay. 

Ms. Riza's External Senrice with Pay memo will be amended to record her transfer to the 
Foundation for the Future and we will communicate with her separately on this issue. 



OFFICE MEMO DUM 
DATE: December 14,2006 

TO: MS. Shaha Riza 

FROM: Xavier Coll, Vice President, Human Res 

SUBJECT: Your External Service uith Pay 

It has come to my attention that you are transferring from the US Department of State to 
the Foundation for the Future. This amends your External Service with Pay memo dated 
September 15,2005, as follows: 

Para. 1. You will now be assigned to the Foundation for the Future and you will return to 
work on a date to be determined between the World Bank (HRSVP), the Foundation for 
the Future, and yourself. 

Para. 5. Relevant background information about this assignment, as well as your terms of 
reference and reporting arrangement will be provided by the Foundation for the Future. 

Para. 9. All regular Bank Group benefits apply to you while you are on this assignment, 
except that you will observe the Foundation for the Future, not the World Bank Group 
holidays. 

All other terms and conditions stipulated in my memo dated September 15,2005 remain 
the same. 



Washington, D.C. 
October I, 2006 

Ms. Robin Cleveland 
1818 H St. NW, 
Washington DC 20433 

Dear Ms. Cleveland: 

I am writing to request the transfer of the secondment of Ms. Shaha Riza, British citizen, employee of the Bank, from the 
Bureau of Near Eastern Affairs at the US Department of State to the Foundation for the Future which she was in charge 
of establishing. 

While assigned to the Foundation for the Future, Ms. Riza will work in the Washington DC office of the Foundation. Ms. 
Riza w~ll be Senior Advisor to the Executive Committee and the Board of Directors of the Foundation for the Future. Her 
responsibilities will include, but are not limited to: 

Continue to seek and solidify the engagement of international and regional partners. 
Recruit staff for the DC office. 
Supervise the registration of the Foundation and the opening of offices in the region. 
Supervise the recruitment of the Foundation's senior management from the region. 

0 Supervise the recruitment of the Foundation's staff and consultants in the region including their training. 
Supervise and assist in identifying programs and groups that will receive grants from the Foundation. 
Supervise the implementstion of the policies and procedures governing programmatic, financial; administrative 
and development activities as approved by the Foundation's Board. 

Ms. Ria's secondment to the Foundation will be subject to the same arrangements agreed to with the State 
Department. 

After reviewing it this document, please sign it and return it to me via fax at (703) 464 5163. We look forward to continue 
our work with Ms. Riza on this important initiative. Should you have any questions or concerns please contact me at 
(703) 464 5161. 

Yours sincerely, ch+ him 

Chairman 
Foundation for the Future 


