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From bad to worse

New evaluation and promotion system

IR-REC-PONSIBLE PROPOSAL

NO! 

After 5 long years of evaluation and promotion under the CDR ('REC') system, colleagues' and the hierarchy's discontentment could not be ignored any longer. Commission Vice President Siim Kallas came to the conclusion that a new evaluation and promotion system was necessary. We fully agree to that notion.

R&D has been at the forefront of urging abolition of the CDR, and the introduction of a transparent, simple, and manageable evaluation and promotion system. Together with the Alliance trade unions we submitted a suitable proposal in 2006. For details of our proposal see
www.renouveau.org
Staff were informed about the planned features of a new system by email. In his message to staff, the Director General of DG ADMIN claims an exemplary social dialogue, as well as thorough preparation and pilot testing being behind the ADMIN proposal. The language is welcome, but the substance of the proposal is totally unacceptable. In fact, it is a provocation for staff and staff representatives. Its introduction would jeopardise career perspectives for most colleagues, and lead to further de-motivation. It is not worth the effort of another transition. Nor shall we start negotiating on this basis.
The proposal so triumphantly presented to staff in short looks as follows:

	Performance Group
	Broad criteria 
	Percentage in each grade and DG
	points 
	Range of sub-points
	Career path

	I
	Exceptional
	10%
	11-12
	2
	Rapid career 1

	II
	Difficult conditions
	10%
	9-10
	2
	Rapid career 2

	III
	High workload
	10%
	7-8
	2
	Rapid career 3

	IV
	Regular
	65%
	3-6
	4
	Normal career

	V
	Partially regular
	5%
	1-2
	2
	Slow career 1

	VI
	Failed expectations
	?
	0
	0
	Slow (or no) career 2


On 27 September, all Trade Unions of the Commission formally rejected this proposal!!!
So what is wrong? 

· There is no guarantee that normal performing colleagues could pursue normal career paths under normal working conditions. To the contrary: a regular performance under normal circumstances would be considered up to four times less performing (3 versus 12 points), as compared to a colleague in the highest 'rapid career' path. 
· In practice, more than 50% of staff would find themselves somewhere around 4.5 points, while the thresholds are calculated on the basis of the mathematical average of 6 per year. The difference is needed to push 'rapid careers'. This means delaying 'normal' promotions by 1-2 years – on a permanent basis.
· A quota for underdogs of 5%. In every DG. In every grade. Plus a zero category for under-underdogs. 

· There is no commitment to seeking the budgetary means necessary to finally achieve the promotion rates foreseen in the Staff Regulation. 
· Promotion thresholds continue to move in some grades. 

· Absolute power is attributed to each DG, to the detriment of the principle of equal treatment across the institution. 40 little fiefdoms each featuring its own 'corporate identity' will be the result. Thus effectively increasing the lack of transparency. 

· The appeal system lacks credibility. Its scope is further reduced. All appeals would be dealt with centrally, with staff representatives in minority positions. Making the 'absolute powers' of DGs untouchable.
· All Cabinet staff are likely to end up in the highest category. At the expense of normal performing colleagues' careers since points are taken from them. 

What are the consequences?

· The proposal on the table is not negotiable.  Full stop. 

· We will not play fig leaf for a CDR reform to the detriment of staff. 

· We will not participate to a hurried 'negotiation' procedure on this basis. 

· We will go further, if need be. With your support. 

Is there a way out of this impasse?

Always, we believe. If Mr. Kallas and his services come to their senses and withdraw this damaging proposal, we are ready for a fresh start. This requires a process of true social dialogue, in search of an honest solution which will be beneficial both for the institution and its staff. 

The following principles need to be respected by any new evaluation and promotion system:

· Normal career paths for normal performing colleagues under normal working conditions. 

· Separate quotas of points for rapid careers (cabinet or not). 

· Sufficient budgetary means to ensure promotion rates in line with the Staff Regulation 

· Equal treatment of colleagues across the Commission 

· Promotions on the basis of an objective qualitative assessment of merit 

· Establishment of a credible appeal system, featuring true 'joint' committees. 

Pour adhérer à R&D/To join R&D Bruxelles : envoyer ce talon à /send this stub to 
R&D  J-79 09/232, 
NOM/NAME

Adresse adm/Adm Address

Consultez notre site web/Consult our website: www.renouveau.org
Président : Franco Ianniello 

[image: image2.png]


