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The promotion system for officials: 
How it works 

 

The annual promotion decisions are taken by the Appointing Authority 
(AA), on the basis of 1) proposals by the senior management of each DG; 2) 
recommendations by a Joint Promotion Committee (JPC). 
 
DGs and JPCs must determine who deserves a promotion on the basis of a 
comparison of merits (in theory…, see article below). All officials take part in 
the appraisal exercise. But only those who are eligible for promotion, i.e. 
have been in the grade for at least 2 years take part in the promotion 
exercise. Jobholders transferred to another DG within the Commission on the 
1st of March 2018 or earlier will be considered for promotion by the new 
Directorate General. Jobholders transferred to another DG after 2nd March  
will be considered by their previous DG.  
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The comparison of merits on which the promotion procedure is based takes into account: 

 the appraisal reports since the last promotion or, failing that, since recruitment 

 the use of languages in the execution of their duties 

 the level of responsibilities exercised (to be taken into consideration on a systematic basis alongside the two 
other elements and not just "where applicable", as stated in the 2004 version of Article 45). 

The promotion exercise step by step 

April  
Directorates General receive lists with eligible staff (=2 years in the grade) + a 

number of promotion possibilities per grade; Directors consult their reporting officers. 

By 4 May Senior management meet to discuss staff to be proposed for promotion. 

14 May- 8 June  

Directors General discuss staff promotion lists with staff representatives : 

 If you need our help or advice please let us know. Members of G2004 will 

attend these meetings and will assure that our voice and our arguments 

are heard.  

18 June  In Sysper, you will be able to see the promotion proposals. 

25 June  Deadline for staff to make an appeal against non-proposal. 

3-14 September  

Preparatory groups for the Joint Promotion Committees (JPCs): AD group and AST 

group separately examine all appeals submitted by staff eligible for promotion, grade 

by grade, and make proposals for decisions on all appeals. The Promotion Committee 

has a quota of promotions made available to it in each grade which represents 

approx. 5% of all promotions allocated to that grade (the DGs received the remaining 

95% of the quotas and allocated them by June). 

October  

Joint Promotion Committees : AD and AST promotion committees meet to consider 

recommendations of their preparatory groups and to make final recommendations to 

the Appointing Authority. 

End October/early 
November  

The Appointing Authority proceeds to yet another merit comparison and decides 

promotion which will be published in an Administrative Notice. 

Generation 2004 has appointed two colleagues as coordinators for the AD and AST promotion committees. These 
colleagues will look carefully after every appeal which is submitted by staff members. Please contact us here if you need 
help. 

 

mailto:REP-PERS-OSP-GENERATION-2004@ec.europa.eu?subject=Promotion%20help%20request
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Reform of the promotion system 

 

 

The previous article has described how the promotion exercise works in theory, with three levels of 'merit comparison' 
along the exercise (at Directorate-General level, by the Joint Promotion Committees and their preparatory groups, and 
finally by the AIPN) on the basis of comprehensive and unambiguous appraisals. In practice though the promotion 
system is riddled with many problems, especially concerning merit comparability and comparison. These 
problems have been highlighted over and over again but to no avail. It took countless notes and requests by the Central 
Staff Committee, and two reports by a  working group, before a first meeting between DG HR and the Central Staff 
Committee was finally held on March 16 2018, to discuss concrete proposals for improvements to the current 
system. The outcome was disappointing. So the appraisal and promotion system will in all likelihood remain as it is: 
arbitrary (staff regulation criteria for promotion not translated into applicable standards), non-transparent (neither 
minutes nor reports of the various meetings are available) and unfair (plenty of unjustified too fast or too slow careers). 

But first things first: After the end of the promotion exercise 2015, following complaints by staff representatives Ms 
Souka, the Director General of HR and AIPN, convened a working group consisting of members of the AD 
promotion committee from both the staff and the administration side with a view to come up with suggestions 
on how to fix some of the most important problems. The group took off immediately and drafted a first report, as 
requested right in time for the appraisal exercise 2016. The report was submitted to HR – only to be ignored thoroughly 
thereafter. 

In spring 2017, the matter had in the meantime reached the cabinet of Commissioner Georgieva, at the time 
Commissioner in charge of HR, the group was finally reconvened in order to also reflect on possible improvements to 
the promotion exercise. It did, submitted the amended report to Ms Souka, and endured a déjà-vu experience: again the 
report ended up in the deepest drawer of Ms Souka’s desk – or should we say it was dealt with following the Standing 
HR Executive order for Dealing with Difficult and dangerous Evidence and Requests (SHREDDER)? 

Be that as it may. The official response to most of what the group had suggested – summarized already in a document 

which HR had prepared before the meeting – was non, no, nein, nie, não, njet, 不. Examples? Here you go:  

https://circabc.europa.eu/sd/a/01079b07-08f8-43e6-94f7-1627a353d6ee/16-6715202.pdf
https://circabc.europa.eu/sd/a/6cc3e07e-2d4a-407c-ae50-c975811e93d1/17-5074030.pdfhttps:/circabc.europa.eu/sd/a/6cc3e07e-2d4a-407c-ae50-c975811e93d1/17-5074030.pdf
https://circabc.europa.eu/sd/a/0f2a12a9-8405-45be-a1d2-896e3bcf9ec4/16-6715202_annexe.pdf
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 Describing responsibilities according to (groups) of grades as requested under the 2004 Staff Regulations 

(Art. 5.4) in order to provide reporting officers with a means to assess and compare responsibilities as 

required by the SR? Too much work …  

 Inserting in Sysper a link to the existing e-learning module for the self-assessment to raise colleagues’ 

awareness? Too difficult …  

 Tasking someone outside the hierarchy with dealing with appeals against the CDR to avoid possible 

conflicts of interest and ensure an impartial review? Impossible …  

 Imposing a word limit for self-assessments to avoid unnecessarily long texts? We don’t want to go to court 

because of that … (The latter argument is interesting insofar as the very court which would have to settle 

any dispute on the matter imposes itself a page limit on appeals.) 

In a nutshell, no matter whether it’s a big or a small change, HR do what they like and no evidence whatsoever, not 
even the fact that their own representatives in the working group supported the proposals, would convince them 
otherwise.  

PS: In the meeting, there were even two full-time “staff representatives” who were furious about the idea to clarify 
responsibilities as this would penalize everybody with less responsibilities. They did that shortly after wailing about there 
being allegedly nothing in the report that would help ASTs. But aren’t ASTs doing often AD work despite being recruited 
on an AST posts? How hypocritical can one be? Well, it perhaps helps to know that both “staff representatives” were 
recently granted an extension of their employment with the Commission beyond their normal retirement age (65), of 
course “in the interest of the service” while others are being refused. Honi soit qui mal y pense. 

Where there is a will, there is a way! 

(at least for the chosen ones) 

 

The graph is somewhat conservative with regard to the comparison of pre- and post- 2004 careers, insofar as the length 
of the career 'delay' of the 2004 reform depends on which equivalent recruitment grades are being compared. There is a 
two grade delay (equivalent to 6 years of promotions) for those recruited post-2004 at AD5 or AD6. However if a post-
2004 recruitment grade of AD7 is compared to its pre-2004 equivalent of AD10, then a larger career delay of three 
grades, (equivalent to 10 years of promotions) applies.  

For the AST function group, the delay caused by the 2004 reform is for two grades (equivalent to 6 years of 
promotions) regardless of starting grade. 
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Generation 2004 has a confession to make… Due to the long and unfair fight with the Commission (EC) administration 

to rectify the differences between pre- and post-2004 staff employment conditions, we were ready to give-up, turn off the 

lights and close the shop. It is not easy to fight battles against a pre-2004 biased administration with a hierarchy still 

composed in the vast majority of pre-2004 staff. Therefore, it was only natural that our motivation had ebbed... 

Then recently, and truly unexpectedly, we got the greatest boost in confidence we could have possibly asked for... This, 

we are not kidding, brought tears of joy to our eyes and came to us with a name: Martin Selmayr. A post- 1st May 2004 

recruit! 

Martin Selmayr’s appointment as Secretary General of the EC administration comes to prove how wrong and unfair we 

have been all along in our struggle against injustice and for unity of all EC staff. His appointment comes to show that it is 

possible for post-2004 staff to be fairly treated, and, in the process, even to make pre-2004 staff feels like victims of 

injustice… How about that?! 

After all these years, it was heartening to see that the EC Human Resources administration, (with a bit of help from the 

college!) finally got it right, for one post-2004 colleague at least. It also showed all post-2004 and post-2014 colleagues 

that there is a light at the end of the tunnel and that our careers do not always need to stay behind those of our pre-2004 

reform colleagues. (See graph). 

On average, however, colleagues recruited after May 2004 are still way behind colleagues from before the 2004 

reform in terms of their career; and let us not even mention about the 2014 reform, which made things even worse. 

Until now, our pre-2004 colleagues, have repeatedly told us that it is impossible to tackle these issues and that we just 

have to live with it. However, we believe that there is a solution to this problem. In fact, Generation 2004 is the only staff 

association addressing this issue, and has proposed concrete measures to resolve it: 

 Accelerate lower grade careers. Young and recently recruited colleagues are the ones who most suffer from the 

imbalance caused by the last two reforms and the administration should help them first. Here at Generation 

2004 we call it solidarity. 

 Stop artificially prolonging high grade AD careers of staff reaching retirement age, (including those of trade 

union staff!) We have a wealth of young and energetic talent ready to deliver. 

 Stop handing out large number of AD13 posts to so-called ‘senior experts’ who are largely doing the same work 

as the rest of us. 

Where there is a will, there is a way. This is the way. Unfortunately, the people in charge up until now have had a pre-

2004-compromised will. Nevertheless, we will still expect fair careers, fair pay and fair pensions for all colleagues 

of all EU institutions and not just for a few chosen ones. 

Finally, let us return to Secretary General Selmayr’s case one last time. At Generation 2004, we believe that even if the 

proceedings of his appointment are valid from a legal point of view, there are still a number of issues to be resolved. In 

this regard, we rely primarily on the European Parliament inquiry to shed the final light on the matter. However, the 

issues raised suggest that our dear institution’s leadership has perhaps temporarily misplaced its moral compass… In 

this context, giving lessons to some Member States on the rule of law might seem a lot more hypocritical.  

Overall, though, please rest assured - we are committed as ever to keep up our fight to be first-class and not second-
class members of staff, even if we had the mischance of being hired on or after May 1st 2004. 

 

You have been already bombarded by many e-mails from trade unions on this subject. But did you know that G2004 

was the only one to propose a note to be sent by the Central Staff Committee (CSC)? The appointment of the Secretary 

General falls under the responsibility of the Staff representation and thus it is the obligation of the CSC to act.  Our 

intention was to clarify the procedure of Mr Selmayr’s appointment. However, such request was not supported by the 

CSC.  
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1 Including also building and infrastructure costs as well as the IT system 

Staff representatives met Commissioner Oettinger  

 
Commissioner Oettinger invited staff representatives on 27 March for an exchange mainly about heading V of the 
next EU budget. G2004 members attended and we would like to inform you about the tone and the content.  
 
As we all know, the Brexit will have an impact on the finances of the EU and most probably also on heading V of the 
budget which covers the administrative expenses of all EU institutions, including salaries and pensions1.  
 
The UK has accepted to continue contributing to staff expenditures and pensions after leaving the EU during a 
transitional period until the end of 2020. Until the end of the school year 2020/2021 the UK is also ready to support the 
European Schools and will recognise the A level graduation which pupils receive there until this date. Our UK colleagues 
will have legal certainty about their status in the Commission also in the future. (See also article below.) All rules set out 
by the Staff Regulations will remain relevant for them but the one related to recruitment: the Commission will not recruit 
UK citizens after March 2019 anymore.   
 
Then we discussed whether another reform of the staff regulation would be needed.  
 
The Commissioner reported about a demand by the Committee on Budgetary Control (CONT) of the European 
Parliament to reform the Staff Regulations. The current staff regulation is in place until 2022. Commissioner Oettinger 
said that a lot could be changed and improved but there are hardliners in the Council who would insist on 
further staff cuts if the Commission opened the staff regulation discussion right now. This means also that for 
Luxembourg there will not be a correction coefficient but the Commissioner also added that DG HR is trying to see what 
can be done for staff in Luxembourg without opening the Staff Regulation. 
 
When the UK leaves the EU it is expected that some Member States, some MEP's but also the media will ask to reduce 
the number of staff members according to the share of the UK which is 13% of the EU population. Nevertheless, after the 
Brexit some services cannot reduce immediately staff. For a transitional period some DG's such as DG TRADE will not 
have less but even more work when negotiating trade agreements with the UK. As English will presumably continue to 
be a working language of the EU and the language to be used in negotiations with partners outside the EU, the 
Commission will still need the same number of interpreters and translators for English. 
 
At the same time, new challenges and new tasks are being transferred to the EU level such as the migration policy, the 
protection of the external borders, fighting against terrorism, the European defence policy etc. which will require 
additional experts and expertise for the Commission. 
 
"Would it be wiser that the Commission proposes moderate cuts in heading V instead of waiting for the hardliners to 
propose significant and even worse staff cuts?" – Commissioner Oettinger asked. He added that the Commission will 
hardly be able to entirely ward the claims coming from Denmark, Austria, Sweden, Finland and the Netherlands 
to reduce staff. He ensured that he is committed to defend the current staff and their career perspectives. 
 
The gap caused by the Brexit (after 2020) should be filled to 50% by new own resources and to 50% by cuts in 
the EU budget, in particular the cohesion and agriculture policies. The additional expenditures necessary for additional 
tasks related to migration policy should be financed – according to the Commissioner – from 80% new resources and 
20% cuts.   
 
During the discussion the Chairman of Generation 2004 pointed out that an impact assessment should be carried 
out to quantify the consequences of any changes in heading V. Moreover, more could be done by the Commission 
to ensure equal pay for equal work and to address the situation of precarious Contract Agents who are often being asked 
to work on tasks that are similar to those carried out by permanent officials without the equivalent compensation.   
 
As regards the increase in contribution of contract agents to the unemployment fund, DG HR explained that no new 
study will be carried out before 2019 so that any further negotiation would be meaningless, since no new results can be 
made available before the planned implementation. The Council has already endorsed and will not want to wait for a new 
round of social dialogue. 
 
At the end of the meeting, there was a discussion on the date of the upcoming elections in Ispra/Seville. The 
Commissioner consulted DG HR and listened to staff representatives. DG HR insists on maintaining the current electoral 
schedule despite the will expressed by the majority of staff organisations, including Generation 2004, to wait until the 
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On 8 March Generation 2004 organized a lunchtime conference 
dedicated to the career prospects for AST colleagues. The date 
was chosen deliberately as a reminder for the predominantly female 
gender ratio in the AST category. And while at a parallel event 
organized by DG HR on the same day, colleagues were presented a 
pink-optimistic picture about the career prospects for females in the 
Commission, we spoke facts (see presentation here): since 2004 
there was a deliberate policy of juniorisation of recruitment with a 
consequent even more deliberate framing of the recruited in the AST 
category.  

First, the certification eligibility was moved from AST 4 (in 2004) to 
AST 5 (in 2014), then massively colleagues were downgrades to 
AST/SC positions, then AST posts were massively cut… A situation, 

which was supposed to be transitional but it seems would last forever! Generation 2004 has attempted to hold  
consultations on AST policy – both with DG HR and at political level. The very sad and unfortunate conclusion is that 
there is no interest neither will by the management for general remedial measures! This is why we have decided to 
change the approach. Indeed, the probability for a general solution is highly unrealistic (no matter what some of our 
peer trade unions promise!) but everyone has their fate in their hands. Generation 2004 is offering individual career 
coaching for AST colleagues who have not lost fate and are committed to their professional future in this 
house. 

And a final remark. No, we are not against the 40% females' management target policy of the Commission. And yes, 
artificial juniorisation in the AST category equally affects male and female colleagues. What we question is the 
efficiency of this particular measure publicized as element of equal opportunity policy. Is it sufficient (or efficient) 
in developing the full potential of females in the institution? Fast promotions of female colleagues in the DGs may be 
sufficient for statistics but until whole categories of staff remain artificially juniorised and are predominantly filled with 
females, the equal opportunity policy remains just words. 

 

Generation 2004, through the Brussels Local Staff Committee (LSC) 
(Łukasz Wardyn, the President of the LSC is one of our members), is 
actively pushing for improvements in the mobility situation in Brussels. 
Brussels is one of the most polluted cities in Europe and traffic jams have 
become more or less permanent during the past decade. The LSC 
organised an extensive consultation on mobility via a conference with 
Brussels Mobility Minister Pascal Smet and several splinter sessions that 
took place at the end of November 2017. The Commission is preparing its 
future mobility plan, as requested by the Brussels authorities. In this 
context, it is important that the Commission listens to the concerns of staff 
as expressed in the Position of the Brussels Local Staff Committee 
regarding future of the mobility in Region Brussels-Capital: the perspective 
and recommendations of the Commission's staff recently approved by the Local Staff Committee, LSC, click here. 
Interestingly, some staff organisations keep bombarding you with messages claiming that they are doing a lot to improve 
mobility of staff in Brussels https://generation2004.eu/air-quality-in-brussels/.  

Sadly that none of these were participating in the Ad-hoc group on mobility established by the LSC. More preoccupying, 
they have not participated in the vote of that important document or even voted against it. 

The impact of these messages is close to zero. The only way to move the lines on this difficult topic is to work within the 
institutional framework of the Commission. This is what Generation 2004 is doing via the presidency of the Brussels 
Local Staff Committee. This process is slow, cumbersome but it is the only approach that can have an impact. We will 
insist that OIB and DG HR treat the comments of the LSC seriously and tackle the mobility problems that affect all of us 
posted in Brussels. 

ongoing negotiations on the reform of the staff representation are concluded.  
   
The Commission will table its proposal for the multiannual financial framework 2021-2027 on 2 May 2018. Another 
discussion with staff representatives and Commission Oettinger should take place early July. Generation 2004 will keep 
you informed. 

The pink bubble of 

wishful thinking 

and the truth 

about 

AST career future 

Generation 

2004's action on 

mobility in the 

Brussels region 

http://www.cc.cec/wikis/display/generation2004/Home?preview=/174817963/306367905/G2004%20Life%20of%20an%20AST.pdf
https://generation2004.eu/wp-content/uploads/2018/04/LSC_Mobility_Plan_-approved.pdf
https://generation2004.eu/air-quality-in-brussels/
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Generation 2004 would like to use the opportunity to thank especially those members of the Ad-hoc group on mobility 
who are not part of the LSC: representatives of the European Union Cyclist Group and Association of Staff with a 
Disability in the European Commission. Without their devotion, engagement and support this document would not have 
been finalised. 

 

Are you sure that you know what is staff representation and 
how does it function in the Commission? 

Do you know that during the 2015-2018 mandate the 
President of the Brussels Local Staff Committee 
(LSC), Mr Łukasz Wardyn as well as the General 

Secretary of the LSC, Ms Paola Pagliarulo and the 
General Secretary of the Central Staff Committee (CSC), 

Ms Lorella Cattaruzza are Generation 2004 members? 

The Staff Regulations are the legal basis for the establishment of the Staff Committee as a recognized body, to 
represent staff vis-à-vis their employer. The Staff Committee composition is a result of elections where several staff 
representative organisations (trade unions and staff associations) compete for the votes of all staff every three years. 

The Brussels Local Staff Committee is composed of 27 elected and alternate members and it is the largest European 
Commission Local Committee (+/- 70% of staff), representing more than 22.000 officials and other agents of the 
European Commission in Brussels. 

The LSC is your local section that ensures the protection of your interest and rights in relation to: conditions of the 
buildings and offices in which we work (including open plan offices), training, over 40 leisure and sports clubs, 
restaurants, security and hygiene, kindergarten, after-school facilities and European school by collaborating with the 
administration of the Commission. The LSC submits suggestions directly to the administration on the organisation and 
operation of the services, the improvement of staff working conditions as well as on general living conditions. 

The Central Staff Committee is the statutory body responsible for representing the interests of all staff of the 
institutions in all 9 sites (Brussels, Luxembourg, Ispra, Sevilla, Karlsruhe, Petten, Geel, France and Outside the Union). 
The CSC advises and discusses with the Commission administration almost all issues related to the application of rules 
on careers, working conditions and social policy. These include inter alia promotions, social policy, invalidity, discipline, 
incompetence, leave on personal grounds, sickness insurance, training, equal opportunities. It is responsible for 
appointing members to inter-institutional Joint Committees, such as the Staff Regulations Committee and the Medical 
Insurance Management Committee but also Promotion Committee responsible for all the appeals as well as 
committees, which handle the affairs of staff throughout the institution, such as the CSC on Equal Opportunities.   

In the next Newsletter you will receive more insights about the activities and achievements of G2004 in the staff 
representation. 

NEW Appraisal of contract agents "3b"…. What is it for??? 

How staff performance is managed in an organization determines to a large extent the success or failure of this 
organization. Indeed, a central reason for the use of performance appraisals is to improve staff's performance. 
Appraisals can be valuable tools for communication with staff about how the job performance matches organizational 
expectations, and thus can contribute to an organization’s higher effectiveness. The other fundamental justification for 
performance appraisal includes Talent Management policy as a basis for any employment decision like promotions, 
terminations or transfers. 

 
Therefore, improving appraisal for every staff member should be among the highest priorities of a modern organization, 
especially of the European Institutions which should give example to all Member States. This is valid for permanent 
officials (see articles above) but also for temporary staff. 
 
What is the European logic behind the annual appraisal for colleagues CA type 3b? 
 
Referring to the new general implementing provision = GIPs (in force since 2017), any eligible contract agent type 3b 
must be assessed as from his/her third year of engagement. The whole appraisal process involves several steps, from 
self-assessment to dialogue with the Reporting Officer until the final report. Theoretically, it is an important opportunity 
for every agent to take stock of the past year and reflect on the future. Furthermore, this exercise should help the agent 
to answer two key questions:  

Staff representation 
and its functioning in 

the European 
Commission 
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1) "What are the organisation's expectations for me?"  

2) "How am I going to meet these expectations?" 

However, for contract staff "3b" there is no evaluation of the general performance ("satisfactory" or "unsatisfactory"); so 
the appraisal reports for contract staff "3b" will be finalized with the "N/A" conclusion. Is this really the best practice to 
improve staff's motivation and efficiency? Moreover, despite the fact that contract agents type 3b are subject to an 
assessment of their competences, performance and conduct in the service, merit and performance cannot be rewarded 
since there is no possibility for a reclassification decision. 

In the real, professional life outside the EU Institutions….. 

When appraisals are not carried out appropriately, legal issues can result that place the organization at risk. Appraisals 
are often used in organizational disciplinary procedures in addition to promotional decisions within the organization. If 
the improper application and use of appraisals affect employees negatively, this can lead to legal actions against the 
organization. The Commission is very insecure about its treatment of CA3bs, maybe this explains why its appraisal 
procedure is void of any real content as far as Contract Agent type 3b are concerned. 

 

news for British staff 

There will be no forced resignations (FR) of UK officials who lose their EU citizenship when the UK leaves the EU, or 
hardly any, according to a decision from the Commission just published2.  So thanks to the College for that, and no 
doubt a great relief for those British colleagues fortunate enough to have a permanent contract. 

But what about temporary and contract agents?   Sadly  the Commission only promises  "d’effectuer une analyse au cas 
par cas afin d’autoriser des exceptions dûment justifiées à l’exigence de nationalité prévue par le régime applicable aux 
autres agents'- and - ' à conclure des contrats qui fassent un usage généreux et transparent de cette possibilité de 
dérogation".   Judging by the 'generosity' previously shown towards staff on all matters contractual this is hardly 
reassuring. 

By the way - now the financial crisis is over when can all staff stop paying the 'solidarity levy'? which is still being 
so unjustly imposed on staff for reasons which are far from transparent  (you remember it was extended because of the 
financial crisis at the same time as pay cut and a 7% increase in  worktime  without pay).  

 

 

"Authorised travel": how a good idea got thwarted before it could even be tried 
in practice 

Rue Montoyer, home of DG HR in Brussels, is not precisely known as the hotbed of innovative HR policies (unless of 
course one has to find ways to lift people with no management responsibilities or other noticeable qualifications to AD13 
and 14). But occasionally, very occasionally, even there an idea sees the light of day which makes you think “Ehre wem 
Ehre gebuehrt”. 

We are talking about one of the changes introduced in the new mission guidelines under the heading “Authorised 
Travel”. Authorised travel is a kind of lightweight mission which allows you to take part in events related to a 
programme covered by an adhoc Commission decision or other external events and have your cost in part be covered 
by the Commission (and possibly the organisers of the event). How big that part is (and how much you would have to 
pay yourself) is at the end of the day something your boss needs to decide, taking into account how important your 
participation in the event is for the Commission and your negotiation skills.  

                                            
2 https://myintracomm.ec.europa.eu/sg/workcomm/Documents/2249_qabd_fr.pdf 

 

https://myintracomm.ec.europa.eu/sg/workcomm/Documents/2249_qabd_fr.pdf
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(NB: You may wonder at this point why programmes such as Back to School, EU Fellowships or language courses are 
not fully in the interest of the service anymore and therefore have to be covered in the future by “Authorised travel”. We 
share your bewilderment … as if the European project is not in need of greater number of ambassadors who spread the 
gospel.) 

But we are digressing. What makes “Authorised travel” a sensible idea is something else. Among the external events 
explicitly covered by it are scientific conferences which scientists in the JRC or in research DGs would like to 
attend. Of course, if doing so is required by your job, then the Commission should pay for it. End of story. But there may 
be cases where things are not as straightforward, where you are very keen to go while your HoU does not want to use 
too many of the scarce resources. So you try to make a deal. The Commission pays say, only for the flight while you 
waive the daily allowance and bunk together with a friend you have not seen for years. Everybody is happy, including 
the European taxpayer, who, alas, will never give you credit for saving her money. 

In particular CAs working in research at the JRC are likely to benefit from the scheme as for them, working for the 
Commission is in many cases just one stepping stone for their scientific careers. For these colleagues networking, 
getting known and presenting their work in as many occasions as possible is very important. Increasing possibilities in 
this respect are therefore bound to contribute to the attractiveness of the Commission as an employer and the JRC as a 
research institution.  

But it is not going to be. In the information recently provided by PMO about the implementation of the new rules (and 
in clear contradiction to the Commission decision) it is specified that costs of external events will never be covered 
by the Commission, not even partially. So what you get at most is a couple of days off. But in order to get these, you 
have to provide a host of information about not only the purpose of the trip but also your interests, the times and itinerary 
for the round trip, including local transport where appropriate, accommodation arrangements, estimated costs involved 
etc. See section 3.3.1 of the decision. So much ado about something which could have been implemented much simpler 
as a kind of special leave in Sysper. 

In a way, the rationale provided by PMO speaks for itself. PMO argues that the Commission should not contribute to the 
costs of participating in external events because that would cause problems of equal treatment. But the issue here is not 
equal treatment; it is the absence of clear and easy to apply criteria for assessing the interest of the service and the 
concomitant lack of trust in managers to take decisions on the basis of such criteria. 

 

Survey on professional mobility  

Generation 2004 is concerned about career development in the Commission, and so 
would like you to take part in a very simple survey with few questions. 

Although this survey requests ECAS authentication, this is only to prevent non EC ECAS 
users from participating and  your contribution will be 100% anonymous. 

 

 

 

Parachuting  

It looks like the parachuting season will soon go back to full speed. Probably it 
has something to do with the nice warm weather and »less« with the quickly 
approaching EU elections. 

Anyway, dear colleagues, please do not hesitate to inform us in case you 
spotted a fully equipped parachute jumper or skydiver. It is always nice to ask 
this fearless people for advice how to fall so quickly from the blue sky without 
any injuries. 

 

 

https://ec.europa.eu/eusurvey/runner/ProfessionalMobility
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…… and finally 

 
G2004 message song of the month (with kind permission) – lean back, turn up the volume and don't forget to work 
another 3'41 …click here   

 
Got any ideas for the G2004 newsletter? Send them along (with "Newsletter" in subject), together with any letters, 
articles, poems, comics …. and any other assorted forms of expression. 
 
 

 
 
 
 

 

Contacts: 

Eva.LIEBER@ec.europa.eu     Pascal.LE-GRAND@ec.europa.eu     

Eckehard.ROSENBAUM@ec.europa.eu  Domen.OSOVNIKAR@ec.europa.eu 

 

Follow us also (click) on … 

generation2004.eu 

wiki 

@generation2004adf 

@2004generation 

Generation 2004 group 

 

If you identify with what you have read, and share our objectives, please give us your support TANGIBLY 
by becoming a member. Click here 
 

Whilst Generation 2004 is the home of EVERYONE who believes in equality, justice and solidarity, it is 

 

 the natural home of ALL staff recruited after 01 May 2004 

 

and de facto, 

 

 the natural home of ALL staff recruited from the "new" (2004+) Member 

States 

 

https://www.youtube.com/watch?v=RVEohM8BOQQ
mailto:REP-PERS-OSP-GENERATION-2004@ec.europa.eu
mailto:Eva.LIEBER@ec.europa.eu
mailto:Pascal.LE-GRAND@ec.europa.eu
mailto:Eckehard.ROSENBAUM@ec.europa.eu
mailto:Domen.OSOVNIKAR@ec.europa.eu
http://generation2004.eu/
http://www.cc.cec/wikis/display/generation2004/Home
https://www.facebook.com/pages/Generation-2004/735493093203980?fref=nf
https://twitter.com/2004generation
https://www.yammer.com/ec.europa.eu/#/threads/inGroup?type=in_group&feedId=522195&view=all
http://generation2004.eu/join-g2004/

