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DOC-EXEC-21-09-09
HR update and salary scale review
                             Document for information and decision
Purpose of this item
To update the executive committee on general HR issues in EDF and to present the proposed review of the salary scale. 
Questions for the executive Committee
1. Do you have any questions/comments on the general HR update? 
2. Do you agree with the proposed updates to the EDF salary scale? (taking option 2 presented on page 9 and 10 in the salary scale report in Annex)
General HR update

Since the last executive there are no real changes in the Brussels COVID 19 restrictions to office working- a working from home advice is still in place. Some EDF staff are coming to the office, part time, on a voluntary basis. Weekly team meetings continue online. 

The updated organigram is in Annex 1 and our staff list on the website is up to date.
Recent changes: 

· As decided by the Executive Committee, EDF recruited a Funding and Grants Officer. Magdalena Verseckas joined the EDF team on September 13th. 

· Andre Felix, Communication Coordinator, had returned part time from medical leave before the summer but is back on medical leave. Natalia Suarez is still in post as Communications officer for the website, social media and many other tasks. However, there are big work packages which had been followed by Andre, like the Human rights report, the 25th anniversary, press work and support to the disability intergroup which we should still cover. The Secretariat will try and recruit a short-term replacement to ensure all our communication tasks can be completed this year as we do not know when Andre will return.  
· Naomi Mabilta, Communications Assistant, who worked on the project Just for All, left EDF this month; her project had ended. 

Salary scale review  

At the last Executive Committee meeting, it was agreed to revisit the EDF salary scales, which had been in place since EDFs establishment. Gunta Anca and Maureen Pigott agreed to be the focal people in the Executive for this, being the Secretary (responsible for HR) and the Treasurer (to assess any financial implications).  EDF asked for an external benchmarking of our salaries and conditions with other similar organizations in Brussels; the costs for this work were shared with Age Platform Europe as Age is also undertaking the same exercise. The full report can be found in Annex 2. 

EDF scale is based on a number of job types. Staff have their role title and salary according to key areas of their job: 

Director - takes full operational management responsibility for the EDF Secretariat under the direct supervision of the President, reports to the President and Executive Committee. 

Managers - take responsibility for a full area of work, manage their team (including shaping recruitment, supervision of staff, etc), and mobilise financial resources for EDF for their field of work. Managers in EDF currently include the Finance and HR manager, the International Cooperation Manager, and the Head of Policy. 

Coordinators - have more than 5 years’ experience in EDF (or similar role) and a high level of technical expertise in their field. In addition, they manage some human and financial resources. 

Officers - independently manage their work field, and sometimes manage interns and trainees, or smaller scale projects, but are not obliged to do so. 

Assistants - less often used in EDF but can be hired for short term/project-based roles and have a very regular support and supervision. There are no assistants of staff now and it is not foreseen as hybrid working makes it harder to support very junior staff. 
In discussion with EDF management staff a few issues had been highlighted as areas we should address: 

· The entry salary for officer level is too low to hire experienced officer level staff and it cases difficulties when we recruit new staff with 5 years of experience or more.
· After 2 years of positive performance, new officer level staff receive a pay increase. After that point, unless there is a promotion there are no foreseeable pay increases over time. 
· If an officer has a high level of experience, this is not reflected in their job title which says the same indefinitely, unless there is a specific promotion. 

The consultant benchmarked EDF with 6 other organisations and found that our pay and conditions were generally in line with them for entry level. She mapped staff to the scale and did not find anyone outside of the scale we have. Globally EDF is correctly placed in the Brussels salary market.

To address the issues, we propose 2 changes: 

· New staff with more than 5 years full time work experience can start at a higher step of the Policy Officer scale- this will enable us to recruit more experienced staff at officer level

· Each 2 years, with a positive appraisal a staff member can go to the next step of their scale, which will result in a small pay increase within the scale.
This is finally feasible for EDF currently as we in any case anticipate 2% increase annually in the HR budget. We would include in the pay scale that there would be a freeze on increases if the financial situation requires it. 

Other more general changes include: 

· EDF should update the pay scale each time there is a national indexation of salaries which affects EDF; this keeps our scale more realistic to living costs and ensures staff actual salaries are reflected on the scale

· After the pandemic EDF will need to review and update its home-working allowance. Currently we are using the governments emergency measures, which will at some point expire. 

Future work: 

· In 2021 EDF will review the appraisal system (which was adopted in 2015). 

· The consultant proposed a promotion of seniority for staff after a number of high performing years in EDF. In this review we will address the issue of how to recognize the expertise of long-term serving staff with high professional expertise, by for example, creating a ‘senior’ position with the current structure. This could mean, for example, that an officer, coordinator, etc could have senior on their title, with excellent performance after a specific number of years. 
Annex 1 Organigram on September 17th (separate document)
Annex 2 Report on salary scales (separate document)
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