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1t October 2015 at 10:00
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Amphithédtre principal

Coordinated Information Meeting
Staff Association and HR Department

2015 Five-Yearly Review Proposals
Salaries, career structure, diversity

Réunion d’information coordonnée
Association du personnel et département HR

Propositions Examen Quinquennal 2015
Salaires, structure des carriéres, diversité

Coffee and thea will be served prior to the meeting as of 9:30 am

Café et the seront servis avant la réunion des Sh30
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e Getting ready

e Basic salaries
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e Diversity-related measures -

L - Lec.
() < O n C u S I O n 13 Oct. 10 Nov. 26 Nov. 2015:
2015: TREF 2015: TREF 2015: TREF FC/
Council

o Staff o SA/HR Coordinated Staff Meeting 1 October 2015
Association




Getting ready



Five-yearly review 2015 process

Subjects : Data analysis and DG proposals :

Council decision _ : :
internal proposals Council decison

List of subjects : ‘ Proposals and |
concertation concertation

Data collection _
\ \ Implementation

Staff Survey
Oct. Mar.  Jun. Dec. Jun. Dec.
2013 2014 2014 2014 2015 2015
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2013 Staff Survey: Representativeness

1463 answers (1382 completed: 55% of all staff members)

A lot of valuable comments = Source of proposals

Most partipants
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5YR 2015

e Compulsory
e Basic salaries (stipends, subsistence allowances)
* Local survey (AA to B) by hkp/// and international survey (C to G) by ISPR (OECD)
* Fellows and Associates: comparative studies by CERN

e Optional
1. New career structure

* Modernize and rationalize, increase motivation of staff, ensure less resource-
intensive system, implement long-term cost control

* HR department experts (outside consultants)
Iterations between Management (Department Heads) and Staff Association

2. Diversity

* Modernize diversity-related areas to increase attractiveness of CERN

e OECD study: comparison with situation in other international organizations

Registered partnerships, spouse/partner employment, family-friendly structures , work/life balance
aspects

[
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YR 2015:

we keep you informed
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5YR 2015: we consult you

MARS / Contract policy
Staff Survey 5YR 2015

PUBLIC-MEETINGS

General information Results Staff Association survey 2013
Elections 2013

Public Meetings 1 — 8 October 2013 ;o i Statf AT - S

Association

Public Meetings October 2014 Public Meeting 26 January 2015

Contract policy
5YR review 2015
MARS 2014

Pension fund Five-yearly Review 2015
General information

Contract policy

Pension fund

L staff . o . 1Y L staff (1\
Association Staff meetings 3 — 6 October 2014 AN Association _

o
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Basic salaries



Results of salary surveys

Local survey (AA to B) International survey (C to G)
Employers that offer salaries that Employers established in MS that offer the
are among the most competitive are most competitive salaries 2 CH
established in CH/Geneva and Vaud Gaps have not widened over past five years

- in line with differences found in 2010

— 0
CH closing gaps to CERN On average, CH/CERN =131%

On average: CH/CERN =101% CPC:CH=105%  CPD:CH=106%
— CERN salaries below CH
CERN salaries in line with CH/GEVD (Differences between administrative and

technical jobs)

CPsE—G:CH=138%
—> CERN salaries substantially below CH

© Staff Lo SA/HR Coordinated Staff Meeting 1 October 2015
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New career
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Salary Grid: grades

February 1955 to May 1958

Grade system introduced in June 1958

Per Annum No. of Annual
Sw. Frsa. Increments  |Increments
BRANCH 1
Leading and Scientific Staff
Grade 1 32,840 = 39,240 5 1,260
2 27,780 - 33,480 5 1,140
3 22,440 - 28,200 B 260
4 16,080 = 23,860 T 840
5 12,120 - 15,900 T 540
BRANCH II
Technical Staff
Grade 1 18,760 - 22,380 B B40
F 16,020 - 18,8500 4 720
3 11,220 - 16,080 9 540
4 7,920 - 11,160 ] 360
4A 11,160 =~ 14,520 T 480
BRANCH 10
A £l ve
Grade 1 18,780 - 22,980 5 840
2 16,020 - 18,800 4 T20
3 11,220 - 16,080 9 540
4 7,920 - 11,160 & 360
4A 11,160 - 14,520 T 480

ey~

Staff
Association

Grade | Basic | 1 .

1 a5 | 490 | 505 | 520
2 505 | 520 | 535 | 560
3 550 | 570 | 590 i 610
4 635 | 655 | 675 | 695
5 740 | 765 | 790 | 815
6 900 | 930 | 960 | 980
7 1055 | 1080 | 1125 |1160
8 1200 | 1240 | 1280 {1320
9 1415 | 1460 | 1505 |1550
10 1590 | 1645 | 1700 |1755
11 1800 | 1885 | 1930 |1395
12 2065 | 2140 | 2215|2200
13 2460 | 2550 | 2640 | 2730
14 3015 : 3120 | 3225 |3330

630

715

B840
1020
1195
1380
1585
1510
2080
2365

2820

| 550

G50
T35
865
1050
1230
1400

1640

i 1865

i 2125

| 2910

3435 |

580
610
690
75

915

G625
710
796

940

20
20
25
a0
35
40
45
55
65
76
20

103

Grade 1 abolished in 1;73
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Salar

v Grid: MOAS

Merit Oriented Advancement System

SRR 9

1991-1995

CA26 0+ Rev. 1

Caree: : - NPT . . Grade range Educational
P:thr Field of activity General level definition of major functions Advancement requirements
Normal _Exceptional | O recruitment
1 Unskilled work Simple manual or office work Grade 2 Grade 3 -
I Specialised work Specialised manual, office or support service work Grades Grade 6 1-2 years of
pec pec ’ ppo 3-4-5 apprenticeship®
Skilled crafts Fully qualified craft or office work involving a variety of Grades 3.4 years of
I Skilled office work problems of execution; or responsibility for specialised work 4.5-6 Grade 7 a rcﬁliceshi .
Specialised work supervision | units. PP P
Technical
Clerical /administrative Technical or administrative work in a given field; ;
IV | Master craftsmanship or development work requiring mastery of a trade; Csata;;s Grade 8 Iei?;;i:é‘
Skilled craft/office work or responsibility for skilled work units.
supervision
Technical or administrative werk involving the study of |
v Higher technical complex and highly specialised problems; or administrative Grades | Higher
Higher administrative work involving analysis of principles/precedents; or 6-7-8 | Grade?9 technical
responsibility for an organic work unit, ' diploma®
i
i
. . . Technical or administrative work involving the study and | Technical
vy | Technical engineering implementation of complex and highly specialised projects; or Grades | Grade 10 engineer
Executive ad ministration e N , 7-89 | .
responsibility for a large organic unit. { diploma*
|
Grades l
VII | Scientific Research, development, or professional work 8.9.10 | Grade 11
Engineering | University
Professior%al administration | degree *
Research, development, or professional work involving a wide | Grade12
v > My Grade 11 |
range of academic study or management responsibility, |
Responsibilities of the highest level of scientific or management complexity, originality and
X wide distinction. Advancement is at the discretion of the Director-General, except for access to Grades 12, 13, 14
Grade 14 which is approved by the CERN Council following proposal by the Director-General.

Grades Steps
0 | 1 2 |3 1 a4 ¥V s | 6 ] 7 1 8 | 9 0 [ n | 12 | 13 | 14 | 15
2 3618 3684 3750 3816 3882 3G48 4014 4080 4146 4212 4278 4344 4410 4476 4542 4608
3 3828 3897 3966] 4035 4104 4173 4242 4311 4380 4449 4518 4587 4656 4725 4794 4863
4 4086 4165 4244] 4323 4402 4481 4560 4639 4718 4797 4876 4955  S034 5113 5192 s2M1
5 4363 4445 4527] 4609 4691 4773 4855 4937 5019 5101 5183 5265 537 5429
6 4681 4772 4863 4954 5045 5136 5227| 5318 5409 5500 5591 5682 5773 SEG4
7 $337 5439 5541 5643 5745 SB47 5049 6051] 6153 6255 6357 6459 6561 6663
E: 6206 6326 6446 6566 6686  6BD6 6926 746 TIS6  T286 7406 7526 7646 7766
9 7234 7374 7514 7654 7794 7934 8074 8214  £354 8494 8634 £VM4 £O14 9054
10 B460 8628 B7T96  E964 9132 9300 9468 9636  9RO4 9972 10140 10308 10476 10644
11 9942 10137 10332 10527 10722 10917 11112 11307 11502 11697 11892 12087 1282 1477
12 11031 11252 11473 11694 11915 12136 12357 12578 12799 13020 13241 13462 13683 13904
13 12444 12718 12992 13266 13540 13814 4088 14362 14636 14910 15184
14 13961 14310 14659 15008 15357 15706 16055 16404

Staff

Association
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Salary Grid: MAPS

Caroer Path & Career Path B Career Path C
An [ [}

o n%ﬂ P

ae B

o

D

o s
z | 50l
T
+ossn
E 1
3 s
4 s
5 e
6 ko3
o sty 7 [[eis
833 s | e2m
2 = 9 | 634y
3 eodr 10| oaar
4 s 11| sssy
5 s 12| sass
6 8343 13| o788
7 [aaa7] o esn 021
e|essi| 1 een 2158
a|eess| 2 erae st
alarse] 1+ eser 438
1i|omnz| 4 eoss 973
z|eoar| v 7163 220
s [7221 Teag L
7w 7387
6 | rasT 8125
o | rs7s 9| me
10| 7888 0| sa00
1] 85w
12| eem7
12} e81s
] gom
ene7 7650] ai58]
%75 samal 1013¢]

IR mommum assicasn of s1a membees win lass than 3 vears of relevant professnal expeniense

Agiz | Sl members’ contributions { ihe Pension Fung ang Ine Health nsurance Scherme are daducted from fre basic salsy

Carear Path D
[

oo

1 topovery 250

Career Path F
7o

| range in the exceptional advancament zone.

Merit Advancement and Promotion Scheme

1996-2006

SRR 10
CA 26 Rev. 2to Rev. 6

Staff
Association

ey~

Career Path G
G

R

=3

ce

1ar| o ramal 0 teors

14850 | 1 18477

2 18879

Career Field of activity General level definition Educational
path of major functions requirements
s Specialised manual, office or support ey
A SP_tnahwd work service work; or qualified craft or office Apprenticeship
Skilled crafts & wark; or quaz
Skilled office wark waork involving a variety of problems of
execution; of responsibility for a
specialised work unit.
Technical . - ; . ;
B | Clerical fadministrative T!?chnlca_l ur administrative woark in a | Technical ,
| Master craftsmanship given field; or development work | certificate
. X requiring  maste of a trade; or
Skilled eraftfoffice woek onsibility for & skilled work unit
supervision TESP ty )
Technical or administrative  work High
¢ | Higher technical involving the study of complex and uli “.rI
Higher administrative specialised problems; or administrative di‘]mﬂ1
| work involving analysis of principles/ F
precedents; or responsibility for an
organic work unit.
. . . Technical or administrative  work
D m:f;g" e I:ag!im involving the study and implementation Tec_lmlcal
Sl of complex and highly specialised d.islomi !
projects,/services; or responsibility for a ploma
large organic unit
E Scientific Fesearch, development or professional Universit
Engineering work including academic study and/or d e',‘r" ¥
Professional administration supervisory responsibility. cgree
F SCJ.E_ntile Le&denflup ufrem@, de?elapmznt. or University
Engineering professional work invelving a  wide 4
Professional administration of academic study and/or strategic &
responsibility.
o Rﬁmnsibﬂiﬁes of H‘u.- highes_t It"-_'el_ d_sci.enliﬁc and /or management Ul'l-i"'ﬂ_l'ﬁit}'
complexity, originality and wide distinction. degree

or equivalent
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Salary Grid: MARS

H H I d Fre h Career Field General level definition Required
Merlt Appralsa an Recognltlon SC eme path of activity of major functions qualifications
A Semi-skilled crafis or office Foutine mannal or office work imvolving Short
2007-2016 ) work. a limited level of difficulty. appreaticeship’
- Specislized mammal, office or support
ialized work: service work;
S R R 1 1 A : :ized Emﬂ:nﬂ:, - Qualified crafts or office work involving Long
- . Skillad nﬁil:e‘wurt a varety of problems of execution; apprenticeship’
) - Responsibility for a specialized work
CA 26 Rev. 7 to Rev. 10 it
- Technical/clerical/ - Technical or administrative work in a
administrative work; given Seld; Tachnical
B - Master crafsmanship; - Development work requiring mastery of cortificars’
- Skilled craft/office work a trade;
supervision. - Responsibility for a skilled work unit.
2 2 2 1 - Technical or administrative work
2007- 2013 Step Distribution (Total population) gy ancement - Step distribution by years of service — Eligible staff only imvoivag e smay of complex md | Lo
om Higher technical or specialized problams; .
o C - . X . . Technical
. administrative work. - Administrative work invelving analysis diploms'
ano0n !l o of principles brecedants; P
o - Responsibility for an organic work unit.
i pif - Techmical or administative work Technical
35.00% . X ) - . .
0% - . . mvelving the smdy and implementation Enginesr
i at D i ;Hhmml eRsineerms of complex and highly specialized diploma or
o s =) - Executive administration. projects/activities of services; equivalent
8.00% et '; - Responsibility for a large organic unit. university degrea
o i) :4 - Scientific; - FResearch, development or professiomal University
E E - Enginecring; work including academic smdies andior s 1
MO, iz 20% - Professional administration. supervisory responsibilities. Eree
10.00% Ty - Scientific: - Leadership of research, development;
L F N Engi.ne;zl': g - Professionsl work involving s wide range University
s ¥ REETEEY LL ¢ ] o R meessiem.sl’ froimistration. of academic smdies and'or smategic degree’
000% Sgees s 2 s responsibilities.
° ) : N c Fesponsibilities of the highest level of scientific and'or management University
complexity, originality and wide distincion. degree’
Minimum and maximum values for career paths : -
or equivalent
sk [ B C [ E F [}
Ak kg ] ke Ha 1% I da % Ce L] e L] Ka El L Fa L Fo Ca Le ]
g i ELESR 1T LSS 1T s vl EL T g vl g vl Sl i
q m T T L] 1z 167 xal 231
FIE 4714 LAk} = G 6114 A9 U aikm TEdd L =3 TETd Lokl TaAn paet ) Lias ) 2302 1S 148 (LAL1 Ly
4704 14 &1 T4 136 Tasl AIM &34 AT L1 1.1 Tea  I0EA4 TR ] FpaG 1334 14149 ) W7 1E&IS 17937 19048 114
ECE omen 553 =7 Hiaz ey ECE nen [AEE ] ECE nm [EE ] ECE nen 1815 | BCE men 19265 i
ECEmx S ECE max a1ra gEE 2] ECE omix LFE2s ECE 1310 ECE o o] ECE o =9 Emmx 17353 nmw

Staff
Association
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Making a CERN-specific solution

Grades MOAS

New system 2017
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Towards a new salary grid

cp Min. Max.  Midpoint ‘Te‘ W:% rﬂ:thwgr
200 IMARS A EAYER Y \

sior swo ees1 | s | 3% \f s

Mix seniority, diploma and function

20000 s36  o3m 7393 | 7w N s W 1

A
I |
- I C sa 10925 | s0 | oese B o I 1z |
D g 1m0 | w0z | sl s 1 o2 |

10000 l I E m 138 nes | oswf| mes | o |
[ | . F R T A e A

sooo G 16180 i 19454 \405{’ \14%[ \ 25%/
S . . . . Suboptimal Salary Grid MetricS*EcE incided
AR V2 Grde =~ Min. | Max
""" First Proposal 1 ME 86
2 43% 5840
3 S . 0 0 0
I + Tas Tut Spread: 35 %, 40 %, 45 %
5 h 10465 1 1 . o) 0,
0 Il A Midpoints: 20 % (10 %)
..... . l i 9867 1384
. . 8 11841 | 16577
m BN = EI L L

0 Bl MM

Streamlined Salary Grid metrics

N I\ o\
Grade Min. Max.  Midpaint ﬁpread\ Cler\ap‘_ Mﬂpt Prog\
Second Proposal 1 3605 5047 4326 j' 40% ‘['] ‘%’I \‘

4326 6056 5191 | a0 14% 20%

s191 7268 6229 a0 Qs N 2% | Spread: 40 %

6229 8721 7475 aow [ 19% 0%

I I I g 7475 1065 8970 | 4o 1o E 20% MideintS: 20%(10 %)

8223 11512 9867 | 40wl 21% 10%

9867 13814 11841) a0 Wz J| 20%
..... . I 181 16577 14209 | aox Qs JL x|
. 14200 19893 17051 | ao% i J N\ 2o J
[ ‘ .
- H | 10 17051 23871 0461 \ 40% J Vew \Vo 4

Streamlined Salary Grid metrics
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8%
6%
4%
2%
0%

Final proposal vs. First proposal

Entrance salary Midpoints:

Midpoints: 20% = 19%
Advancement: 1.25% =2 1.35%

Staff
Association

20% =2 19%

Advancement “strong”
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People mapped into personal positions

Final Proposal vs. First Proposal
90

80
70
60
50
40
30
20
10

1 2 3 4 5 6 7 8 9 10

Midpoints: 20% =2 19%
Transitory measures further improve situation
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Comments

Budget

I T T e
[6%—12%] [54%-66%]  [24%—36%]

0% 0.35% 1.35% 2.35%
1.15% 2.15%
Promotion 0% 2%

e Slight increase of advancement and change in percentages (0.5%, 1.5%, 2.5%)

e Impossible for budget constraint (limit increase in advancement budget) -> simulation
shows that this will not control the budget increase

e Advancement budget fixed until next 5YR in a DG memo

e HRis OK for 3 years (until 2019) -> as last time in MARS (2013-2015)
* Promotions

 Grade2Grade at 0% and Track2track at 2% —> keep 1 % for grade2grade
e Obligatory written report for Acceptable performance

* In “MARS form”; also for Outstanding

. Staff oo SA/HR Coordinated Staff Meeting 1 October 2015
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Comments

_W Acceptable m Outstanding | Grade2grade | Track2track
60% 30%
[6%—12%] [54%-66%]  [24%—36%]
0% 0.35% 1.35% 2.35%
1.15% 2.15% NOT Pensionable

0% 2%

e Staff Council does not want part of salary (Award) to be non-pensionable ®
e SA proposal:
e Put Advancement to 1.4% (Strong) and 2.4% (Outstanding) and eliminate
Award
e Magt.: Cost-control not guaranteed (not enough differentiation with 1.5%)
 Mgt. wants to keep Award and as a percentage of salary

. Staff Lo SA/HR Coordinated Staff Meeting 1 October 2015
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Comments

Evolution

e Career progression should be fair between all career paths (w.r.t. MARS)
e Career progression in Track “2” limited whereas prolonged in Track “4”

* Introduction MARS: CP “D” extended to allow technical engineers to progress along
career path without change in function (CERN-specificity)

e Assign the highest priority for a career interview to staff in a personal position ©
e Grant advancement to staff in personal position until next 5YR ©
e Transitory measures over three years (2017—2019)

* (Career interview at least once every 5 years with HR involved
e Transparent evolution via benchmark jobs
* CERNwide view of the needs
* Promote internal mobility
e Validation of acquired experience

e Benchmark jobs with enough detail in agreement with all stakeholders ©

Importance of implementation. !
To be monitored in 2016 to 2017, and beyond.

. Staff Lo SA/HR Coordinated Staff Meeting 1 October 2015
Association




Diversity-related
measures



Diversity-related items

@

Partnership }

Work Life balance

Saved Leave
Work from home
Flexible working hours

- /

Family Senior
Leaves Voluntary career extension
Fees Recognition of seniority
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Diversity-related items (1)

e Registered partnerships
e Full recognition for MPEs and MPAs (i.e., treated as married couples)

e Maternity leave ©

e Part-time work possible in the period 6-2 weeks before due date

e Extension by 3 weeks in case of illness or disability of the newborn
(within the 23-week maximum)

e For female Fellows on maternity leave at the end of their contract
social security coverage maintained until the end of the maternity
leave period (100% paid by the Organization)

e Parental leave ©
 Payment of child, family and infant allowances during parental leave

Funding of health insurance coverage by the Organization

Right to parental leave with minimum of 2 months’ notice

Extension of parental leave duration from 3 to 4 months

[ ]
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Diversity-related items (2)

e Paternity leave

e Extend duration from 6 to 10 working days, and from 10 to 15 days in case ©
of multiple births

 More flexibility for new parents
e Right to part-time work at [min 80%] up to 6 months after new parenthood ©
 SLS improvements

e “DG Additional Leave Day” replaced by exchange for reduction of cost of ©
first SLS slice to 1% and of second slice to 2%

e Suppression of anniversary date — changes or cancelation of participation
possible with two months’ notice

e LTSLS entitlements can be used for specific needs throughout the career,
e.g. for parental or compassionate leave

 Donate leave days for well-defined compassionate reasons
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Diversity-related items (3)

e Teleworking improvements )
e Possibility of occasional teleworking
e Second day under certain conditions (health, family circumstances)
 From locations other than home
e Also for Fellows

e Spouse/partner integration
e Ease social integration of families
e Facilitate professional integration of MPEs’ spouses / partners
* Installation irrespective of spouse moving to Geneva area

* Flexitime

e No improvements proposed
e “Clocking in” and “Counting hours” would kill “CERN culture”
e “CERN Culture” already allows implicit flexibility since a long time
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Conclusion

e Salaries

 To guarantee competitiveness and attractiveness CERN must
reduce gap observed between its basis salaries and those of the
comparators

e New career structure

e All elements related to the recognition of the performance
must remain pensionable

 Implementation to be monitored with respect to declared goals

e Diversity-related measures

 Must be financed by additional resources
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Referendum

e TREF meeting 13 October 2015

e Public staff meetings in departments

e Amphi TH: Wednesday 14 October 10:30 a.m. (FR)

e Amphi TH: Thursday 15 October 9 a.m. (EN)

e Amphi IT: Thursday 15 October 2 p.m. (FR)

e Amphi BE (Prévessin): Friday 16 October 10 a.m. (FR)

e Staff Council meeting 20 October 2015

e Referendum (all staff members) 21-28 October
e SCC meeting 29 October

e TREF meeting 10 November

[
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Thank you

Questions?
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