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CDR – Could the nightmare be coming to an end?

A new appraisal/promotion/career system starting in 2008

R&D and the CDR: a long drawn-out battle

Ever since the CDR was introduced in 2003, R&D has unceasingly drawn attention to its shortcomings – the fact that it is completely unsuited to our Institution and the damage that has been caused as a result of its application. 

In practice, the CDR's complexity, its opaqueness and sluggishness, the excessive role allotted to arbitrary decisions (by the hierarchy), the lack of any homogeneity at Institutional level (with every DG and Service henceforth applying its own assessment and promotion “strategy”), the appalling climate that has developed within Services and has placed several question marks over team spirit – all these failings of the CDR are now recognised by nearly everyone involved. (Unfortunately, there are still some trade unions that would like to keep things the way they are.)

R&D’s proposal to abolish the CDR: the EP system 

Together with the other trade unions in the Alliance, R&D has called for the reform and fundamental simplification of the appraisal and promotion system. A detailed proposal was sent to DG ADMIN in October 2006. Go to www.renouveau.org 

Our proposal is very simple: just apply the European Parliament’s procedure with a few alterations.

The EP experience has shown that the simplicity of that procedure is significant, that it is adapted to the way that a Communities Institution functions, that it guarantees greater transparency, that it takes account of the high quality of our staff (which is in turn confirmed by the CDR, with 95% of colleagues achieving a positive appraisal), that it does not trigger pointless disputes, and that it protects and values team spirit within Services. This approach provides for:

- three merit groups (very good, good and satisfactory), a simplified grid of assessment criteria, and a sufficiently large budget to ensure career advancement.

When appraised, each Agent is placed in one of these three merit groups. Both kinds of marking points (merit and priority) are replaced by 1, 2 or 3 promotion points that will be “put in the rucksack”, enabling Agents to reach stable thresholds (6-8-10 points) based on their grade, and conforming with the Staff Regulations.
R&D believes that the new simple and transparent system will:

-
enable all deserving officials to enjoy an equitable career plan;

-
ensure that staff are valued and motivated;

-
guarantee that the whole of the appraisal and promotion exercise within the Institution is coherent (in this, DG ADMIN must also play its part);

-
ensure that there is a fair and accessible appeal system at each stage of the procedure;

-
provide for a balanced role for staff representatives.

Career planning or poverty management? 

Any appraisal and promotion system must ensure respect for the rates of promotion provided for in Annexe I B of the Staff Regulations, and must therefore secure from the budgetary authorities the resources needed for these rates to be respected.

In the absence of such a measure, no appraisal system will ever be able to ensure decent career development for all colleagues, and particularly for those who have been so heavily penalised when the terms and conditions they were offered on recruitment were weakened by the new Regulations. Staff at the Commission have been generally penalised by comparison with colleagues in other institutions, who have benefited from much higher promotion rates. 

The DG ADMIN proposal: too much fog and no improvements?

DG ADMIN has just presented its proposal, which was drawn up by a “working group” together with a number of senior human resource managers in different DGs. Trade unions were not consulted on this proposal. 

A brief glance is enough to see that the simplification proposed by ADMIN does not represent a break from the CDR-related mistakes, but instead seems to pursue a single aim: to make life easier for the hierarchy by granting even more discretionary power to Directors-General, and even less possibilities for appeal by staff.

Moreover, as the proposal is based on five “merit groups”, which are themselves sub-divided into sub-groups of promotion points, there is a danger of a forced, artificial distribution of staff into pre-established staff performance 'casts'.
Who’s afraid of transition?

When one talks of abolishing the CDR altogether, both its defenders and the few profiteers who have benefited from that system say they are terrified by a new period of transition. They say, “People got used to the CDR.” However, irrespective of whether we are talking about our own proposal or about that of ADMIN, one thing is clear: nobody wishes a repeat of the serious injustice of 2003; this time, the rucksacks will be filled. 

It will,  of course, be necessary to have further discussion on the transformation rates in 2008, to fix thresholds based on disposable budgetary resources, and to ensure that the transition is brief and flexible.

R&D will throw all its energies into these negotiations. The devil is in the detail.

Pilot tests that are serious and take all proposals into account 

Having opposed what happened over in 2003 over the CDR – it was hastily imposed by Kinnock without consulting staff and Services, but with the complicity of certain trade unions – R&D has always argued that the establishment of a new appraisal system should be preceded by pilot exercises and by wide-ranging consultation with, and the involvement of, staff and their representatives. R&D and the other trade unions are opposed to the idea of restricting tests to the DG ADMIN proposal, and have  demanded that all the other proposals should also undergo the same tests. 

This demand has finally been accepted. R&D has also insisted that these tests should be monitored by a group including staff representatives, and that the views of the staff concerned should be taken into account.

As a result, pilot tests will take place in some DGs during the summer and autumn. R&D will definitely be seeking the cooperation both of staff directly involved in these tests and of the entire staff, and a very wide-ranging consultation exercise will be mounted with a view to assessing the overall outcomes.
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