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Background 
This is the last new item to be addressed in the joint work programme for 2004/2005.   The 
terms of reference for the group are set out in general terms in the work programme i.e, 
collection and evaluation of innovative initiatives in human resource management but the 
plenary meeting of the Social Dialogue Committee which took place on November 17 agreed 
that work on this issue needs to be defined in more precise terms.    
 
 
Particpants 
EPSU participants were Joelle Bernard, Philippe Malinge, France Bengt Rasten, Denmark 
Johan Peanburg, Sweden, Kristien de Gucht Belgium, Richard Pond and Penny Clarke.   For 
CEMR-EP these were Dimitrios Birbas Greece, Audrone Vareikyte, Lithuania, Ille Allsaar, 
Estonia,  Andrea Vontz Germany, Jorma Palola Finland, James Mutter UK, and Anglelika 
Poth-Moegele.  Francois Ziegler from the Commission chaired the meeting.  
 
 
Discussion 
This was in two parts: a first “tour de table” to gather ideas and suggestions for the work of 
the group and a second more focused debate on future work.   
 
A number of ideas and suggestions were put on the table based on both EU and national 
and initiatives.  These addressed both HR systems and particular issues, such as life long 
learning/skills development, gender equality, and ageing workforce.   
 
Regarding the general approach, it was said that: 
• More needs to be known about individual and collective employment conditions in local 

and regional government.  In the longer term the Committee could consider developing 
a monitoring tool, possibly a website, on working conditions in the sector. 

• Information on HR should be collected “bottom-up” as well as top-down; examples 
should be positive and concrete. 

• Although HR is sometimes seen as a “management” issue, there is a strong link 
between HR management and social dialogue and workers’ participation.  Our work on 
this issue should highlight the positive role of social dialogue in HR management.   

• HR management is holistic and includes many issues (leadership, development and 
recognition of competences, incentives and motivation, well-being/health and safety..)>  
We need to look at the system as well as the issues.  

• Too often HR management is not linked to the improvement of local public services> 
We should emphasise the positive relationship between HR management, quality 
employment, and productivity / efficiency of public services. 

• Public services have their own specificity, which means that public sector values have 
to be reflected in HR practices. 
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Following discussion, it was agreed that it would be useful to collect and present in a joint 
workshop examples of positive HR practices and/or initiatives reflecting the general points 
made above.  Suggestions were made regarding the type of examples that could be 
selected: 
• The Danish “staff policy forum” run jointly by the social partners to  provide a forum for 

information and exchange and debate on staff policy issues.  The Forum runs a website 
and organises events etc, involving many thousands of workers and management 
representatives from the sector. 

• The “social audit” tool used by local authorities in France.  The social audit is 
compulsory and takes place each 2 years.  It provides transparency and information on 
working conditions, which is a prerequisite for initiatives to improve working conditions. 
The French colleagues also mentioned on-going initiatives regarding skills 
development. 

• Steps taken in recent years by Swedish unions to engage more in HR and efforts to 
improve the attractiveness of the public sector. This included the creation of a trade 
union company in this area.  

• The “local centres for citizens services” run by many municipalities in Greece 
• Experiences regarding integrated HR systems, as developed in Finland; e.g., the 

Hanza project that looked at HR and work performance in four Finnish local authorities. 
 
 
Future workshop 
EPSU suggested that it might be useful to find a theme (such as skills development) to link 
the examples collected and presented by the working group and to provide a focus for the 
workshop.  The employers thought however that this is not necessary at this stage.  
Nonetheless we did agree that the good practices presented should all revolve around the 
concept of improving the quality of work. 
 
Furthermore, it was suggested that the organisation of the workshop could be decentralised 
and organised (in early September?)  by EPSU/CEMR affiliates in a particular country 
(Denmark? Finland?) rather than in Brussels.  There is the possibility to submit a budget 
application to the Commission for support for such a workshop (next deadline 15 March).   
 
It was agreed that the Secretariats and the Committee’s steering group should consider this 
proposal further and follow up discussions in the working group at their meeting on 2 March. 
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