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R&D calls for putting the 

ç HUMAN è 

at the heart of the Human Resources managment of our Institution! 

2nd Part 

We expect much more and much better! 

The administration must review its HR 

Strategy paper 

The Court of Auditors has already invited the Commission to have ña better preparation 

and more rigorous monitoring of reform measuresò. 

R&D asks that the Commission finally put HUMAN at the heart of its staff policy 

by ceasing to treat colleagues as indentured servants and mere fungible re-

sources. 

1. Sir Arthur Conan Doyle, Sherlock Holmes 
2. ñThe wind is never favorable to those who don't know where they are goingò Lucius Annaeus Seneca  

A MODERNISATION BASED ON 

WHAT? : ñIt is a capital mistake to 

theorize before one has data. Insen-

sibly one begins to twist facts to suit 

theories, instead of theories to suit 

factsò 
1 

A MODERNISATION WHAT 

FOR? : ç Ignoranti quem por-

tum petatnullus suus ventus 

est
 
è 2 

https://www.goodreads.com/work/quotes/67978367


 н 

Solidarity is in R&D's DNA 3 

"United we stand, divided we fall" 4 

Working conditions 5 

Recruitment and Selection  7 

Specific needs require dedicated responses  8 

Career management 8 

Table of contents 



 о 

Solidarity is in R&D's DNA 

Putting HUMAN at the heart of staff policy starts with putting  

solidarity as the first value. 

For R&D, solidarity means inter-generational solidarity,  

solidarity between colleagues of all categories and grades,  
cohesion between pre-2004 and post-2004 pre-2014 and  
post-2014 colleagues. 

REPLAY 

https://www.youtube.com/watch?v=CRGi83UXoMA
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"United we stand, divided we fall" 

R&D has always been aware that 

only the greatest unity of action of 

staff representation can achieve the 

results that colleagues expect and 

deserve. 

For R&D , solidarity is also the duty 

to take into account the specific needs 

of colleagues while never deepening 

existing divisions by advocating the 

setting of scores between colleagues 

and generationsé 

In all our actions, R&D brings to-

gether all the staff in its diversity and 

richness; this is R&D's strength and 

it is on this basis that R&D has be-

come the leading trade union in our 

European civil service at inter-

institutional level! 

The new strategy proposed by DG HR 

calls for some changes in the current 

functioning of the Commission ser-

vices. 

On paper, the proposal contains some 

avenues, but it is still far from provi-

ding concrete solutions nor the neces-

sary guarantees for this change. 

We have already asked the institution 

to have the courage to openly display 

its real objectives of this 

ñmodernisationò and to explain on 

which grounds it is build, without once 

again hiding behind empty slogans. 

The Court of Auditors has already in-

vited the Commission to have ña bet-

ter preparation and more rigorous mo-

nitoring of reform measuresò. 

We regret to confirm that all our ques-

tions are still open namely:   

A MODERNISATION BASED ON 

WHAT? : ñIt is a capital mistake 

to theorize before one has data. 

Insensibly one begins to twist 

facts to suit theories, instead of 

theories to suit factsò 
1 

A MODERNISATION WHAT 

FOR? : ç Ignoranti quem portum 

petat nullus suus ventus est
 
è 2 

Worse still, the decision falls more 

than short on setting a clear and ef-

fective governance of the processes: 

DG HR now seems to have com-

pletely abdicated its role as guardian 

of the proper application of the Staff 

Regulations and their application 

procedures, limiting itself to pre-

senting simple and very vague recom-

mendations with the obvious aim of 

letting each DG implement its own 

staff policy. 

Under these conditions, rather than 

modernising our institution's HR stra-

tegy, we risk seeing the implementa-

tion of 45 HR strategies.  

The best example of this disastrous 

and unacceptable approach is the 

draft decision on the New Normal, 

which sets out very vague general 

principles stipulating that on this basis 

each DG will be able to adopt and im-

plement its own ñNew Normal. There 

is no mechanism at central level for 

detecting and remedying any abuses. 

In view of the foregoing, more and 

different things need to be done for 

R&D ! 

1. Sir Arthur Conan Doyle, Sherlock Holmes 
2. ñThe wind is never favorable to those who don't know where they are goingò Lucius Annaeus Seneca  

https://www.goodreads.com/work/quotes/67978367
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H ot desking, Open Space  

 

¶ R&D has already made clear its 

total and outright refusal, the 

adverse consequences of these 

two office arrangements, are no 

longer to be demonstrated. 

How can DG HR be so ill-advised 

as to saying that they want to 

create ña flexible, inclusive and 

sustainable working environmentò, 

if colleagues move from day to 

day in open spaces and ñhot-

deskingò, without having been in-

volved in the decision-making pro-

cess, without having expressed 

their ideas or wishes and without 

any involvement of staff repre-

sentation!   

Especially as this is happening in 

the midst of a health crisis. Here, 

staff are faced with a fait accompli!  

Even worst, the OIB seems to be-

lieve that hot desking can work 

without any appropriate supplies 

such as efficient IT equipment, 

notably headset with proper noise 

cancellation, wireless ergonomic 

keyboard and mouseé Adding 

colourful sofas in a corner does 

not turn an old-fashioned office 

space into a dynamic workspace. 

How can decently management 

support such evolution in maintai-

ning their privileged private of-

fice? Being a boss is not difficult 

but being a leader implies gaining 

trust of the staff and being inspi-

ring.  

We are a long way from ñleading 

by exampleò as promoted by the 

Commissioner Hahn.  

¶ The green dimension and the 

commitment to reduce emissions 

are compatible with an innovative 

building policy; no excuse for 

unacceptable office arrange-

ments. 

¶ Special attention should be paid 

to colleagues with special needs 

(disabilities, vulnerable persons, 

etc.). 

¶ As a rule, no decision on office 

refurbishment should be taken 

without prior consultation of col-

leagues from the DG concerned 

and the Joint Committee on Pre-

vention and Protection at Work 

(CPPT). See our dossier  

On these grounds, here are - in brief - the recommendations of R&D, 

which will be developed in specific papers: 

Working conditions 

Hot-desking et Open Space, quels espaces 

de travail ¨ la Commission europ®enne?  

 Replay 

Low cost Hostel for the 

Staff! 

Luxury Resort for 

managers... 

Office space: low cost Hostel or Luxury Resort? 

https://myintracomm.ec.europa.eu/staff/FR/health/health-at-work/health-safety-committees/Pages/cppt-brussels.aspx
https://renouveau-democratie.eu/the-real-estate-and-mobility-policies/
https://www.youtube.com/watch?v=0KltioXEEag&t=3s
https://renouveau-democratie.eu/2021/04/office-space-low-cost-hostel-or-luxury-resort/
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A  credible new HR strategy starts by changing the  

managerial culture  

More than just artificially multiply mana-

gerial posts, we must change the ma-

nagerial culture of our institution, which 

implies a key responsibility upon mana-

gers!   

ñFocusing on tasks and not hierarchiesò 

- was one of the first messages 

of President von der Leyen.  

Still since decades, the Commis-

sion talks about abolishing silos 

but never walks the talk. Letôs fi-

nally do it!   

Implications for the managers and for 

the individual staff member are mani-

fold. Therefore, managerial implications 

are numerous: raise awareness, offer 

support, empower, organise and re-

ward the colleagues who deserve it.  

Leadership is not only about task 

distribution in line with organisatio-

nal strategy and even less 

ñobsessive staff controlò of the staff.  

Leadership it first of all maintaining 

a cohesive social unity, building the 

team and meeting the needs of 

EACH member of the staff.   

Managers must encourage the staff to 

engage in something they care about, 

to assume a more personal role in the 

group, and to be a bit stubborn about 

an early-stage idea they want to cham-

pion.  

As a manager itôs not only a matter of 

appreciating the hard figures in terms of 

measurements, but also appreciating 

and valuing new learning and insights 

generated and put forward by staff. 

H ybrid working in the ñNew 

Normalò 

¶ Telework and office presence must 

be put on a truly equal footing and 

their balance cannot be left to the 

sole decision of line managers. 

¶ Clear rules must be set at the level 

of the Commission, DG HR must 

play a clear role in avoiding incon-

sistencies and abuses and it is not 

acceptable that each Director Gene-

ral is allowed to define her/his per-

sonal ñNew Normalô policy. 

¶ Colleagues must be offered real op-

portunities accompanied by clear 

guidelines to telework outside the 

place of employment. 

¶ In particular, it is no longer accep-

table that our secretaries and assis-

tants colleagues are constantly dis-

criminated against. It is worth recal-

ling that before the Covid-

See our dossier HR Strategy 

https://renouveau-democratie.eu/hr-strategy/
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Recruitment and Selection  

¶ The Commission must once and for 

all put an end to social dumping and 

ensure that the category and func-

tion group correspond to the level of 

tasks performed. 

A  genuine annual internal 

competition policy 

It is compulsory to set in close collabo-

ration with the staff representation a 

genuine annual internal competition po-

licy ensuring transparency and fairness 

of the procedure, focusing on col-

leaguesô skills, providing real and fair 

opportunities of tenure for CA and TA 

colleagues and also enabling real ca-

reer development for AST-SC, AST and 

post 2004 AD colleagues in order to 

finally take into account the level of col-

leaguesô actual tasks. 

A genuine annual internal competi-

tion policy is also the only viable so-

lution in order to take into account the 

concerns of our post 2004 and POST 

2014 colleagues. 

The professional junior pro-

gramme must be fully transparent and 

19 crisis, most AST/SCs and AC 

FG2 had limited access to telework. 

Moreover, in many cases, these 

colleagues are considered ócriticalô 

and have therefore been asked to 

come physically to the office. 

The crisis and the lockdown proved 

that in our new digital era, they can 

perform their tasks remotely like 

any other staff member. The imple-

mentation of the new Commission 

decision must ensure widespread 

access to structural telework for 

secretaries and assistants. 

¶ A lump sum covering cost of tele-

works must be provided: as regards 

the reimbursement of an office 

chair, an indefinite time extension 

has to be granted. 

¶ A joint committee responsible for 

ensuring the proper application of 

the rules, preventing, and sanctio-

ning any inappropriate decision 

must be set up. The interests of the 

service must not be able to justify 

everything! 

A  green workplace 

¶ This should also apply to our 

furniture and office supplies cata-

logue 

¶ The Commission must provide a 

100 % reimbursement of public 

transport. 

¶ The Commission must offer more 

local products (short food channels) 

in our canteens and cafeterias. 

NWoWðOrigins, legitimation and 

challenges 

NWoW - The 3Bs: Bytes, Bricks, 

Behaviours 




