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Mobility (EEAS HQ) and Rotation (Delegations) are 2 important HR tools in managing and promoting the career development of EEAS staff. The stated objectives of the EEAS mobility policy, according to Article 2 of the EEAS Council Decision of 01/04/2015 (ADMIN (2015) 14), are clear and succinct, namely:
· Ensuring performance, efficiency and quality of service at the EEAS;

· Providing an interesting and challenging career development in a variety of functions and areas to EEAS staff; and
· Helping prepare staff for posts of increasing responsibility along their chosen career path, rewarding successful mobility through the annual promotion exercise [emphasis by MRWG]

The link, therefore, between internal mobility, career development, and promotion, cannot be more emphasised.
By extension, the annual Rotation exercise for staff in Delegations, follow the same logic and guiding principles.

However, while the vision and objectives are clear, much work still needs to be done, in fleshing out the exact methodology to synchronise and align the interest of the service with the career interest of the individual staff, while at the same time, taking into consideration the necessity of business continuity and of having at our finger-tips a pool of valuable senior experts. 
If we follow Article 7 of ADMIN(2015)14 to the letter, every four years, the EEAS staff should:

· Alternate between job type

· Alternate between geographical areas

In practice, the annual mobility and rotation exercises can become a pure game of chance, depending on the basket of posts available both for the internal mobility and the rotation exercise for the current year. The principle of alternating between job types and geographic areas is frequently defeated by preference given to candidates who are already in the department, or have relevant geographic expertise.
Way forward 

The MRWG would like to highlight the following proposals for eventual improvements, focussing on the ones with no or minimum budgetary impact :

1.  More transparency, fairness, and balance in mobility and rotation procedures: By "balance" we refer to the issue raised in proposal #1 in the table of summary, which results in a mismatch between the number of posts available and the number of candidates for the same posts. Instead, there should be a better balance between the number of posts and the number of eligible candidates.

Both AD and AST working groups agreed that more transparency in the selection procedures should be promoted (proposals #16 and 17 for ADs and proposal #42 for ASTs) to instil confidence and sense of fair-play in the system. 

BA.HR had responded to proposal #16 with caution, citing possible legal issues. The fine details obviously need to be worked out, but in principle, promoting fairness and transparency in the selection procedures should only benefit all staff.
Proposal from the AD Task Force paper further suggests that a distinction should be made between internal and external rotation for management posts (which is currently the case for non-management posts) and to abolish the panels for internal publications, to lessen administrative burden. There should also be an appropriate balance between internally and externally published posts, while taking into consideration the legitimate career aspirations of permanent officials.

2. More help for families in delegations : Proposals #24, 25 and 26 from the ADs all stressed the importance of showing solidarity and support for family postings.  Families with or without children are uprooted, admittedly by choice, in the interest of the service.  The service has the moral and legal responsibility to ensure that families are not adversely affected, as much as possible, by the move to a third country.

EEAS should increase efforts (in co-operation with other EU institutions), to facilitate the employment of spouses through double postings whenever a spouse/partner would be eligible and qualified for a post in a Delegation. Double postings are possible with some help and encouragement from EEAS. Families with double postings benefit from continued protection and diplomatic immunity under Article 37 of the Vienna Convention on Diplomatic Relations of 1961.  Host countries vary in their policies of providing work visas for spouses, but EU Delegations around the world should actively pursue the availability of work visas for spouses as part of their diplomatic efforts in the host countries. Same sex spouses should be granted the same rights as others, starting with the issuing of an EU laissez-passer.

Astronomical cost of private schooling in host countries, over and above the normal threshold of educational allowance, is another important issue that must be faced. Proposal 26 from the ADs suggests the commissioning of a study on education costs so that allowances can be adjusted accordingly. Admittedly the study can have a budgetary impact (though a number of studies are already available), but it can also be done in-house by BA HR to save money. The possibility of negotiating special rates with certain schools, including boarding schools, should also be envisaged.  More immediately, each delegation should be given the mandate to update its Post Report with current educational costs for each school listed so that colleagues can have a reality check before deciding to apply for a posting in a third country.
3. More flexibility on Article 7 of ADMIN (2015)14 : Referring to proposals #10, 11 and 12 for ADs, proposals #69, and 87  for CAs, proposal #78 for TAs and finally proposal #34 for ASTs, all groups have called for more flexibility in the internal mobility exercise.  For both AD and AST colleagues, there is the common concern that mobility and rotation may result in their careers being downgraded due to a lack of suitable positions in line with their experience and skills (proposal #2 for ADs and proposal 35 for ASTs).
To be fair, being more flexible is the direction that DG BA.HR is already moving. Since 2016, the mobility exercise makes allowance for "duly justified mobility within the same department" in order to address operational needs (see Mobility Implementing Guidelines 2017). MRWG believes that this practice should become more common, introducing a more predictable element of flexibility and control in the timing of one's career moves. At the same time, colleagues wishing to move to another department (including CSDP structures) should be assisted in doing so and are entitled to make their case.  
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