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2011 Discharge to the Commission 
WRITTEN QUESTIONS TO COMMISSIONER  

GEOGHEGAN-QUINN  
Hearing on 26 November 2012 

EU funds for research and innovation 

1. Which countries received more EU funds for Research and Innovation last year 
and why?  

Commission's answer:  

The distribution of FP7 EU funding by country in 2011 is presented by table 1 in 
the annex. It should be noted that the funding reported herewith refers to 
commitments for future payments following the signature of grant agreements 
during 2011 and not to actual payments that were carried out during this year. It 
covers indirect research actions funded under the following FP7 Specific 
programmes: Cooperation (Collaborative research and ERA-NETs), Capacities, 
People, Ideas and Euratom (Fusion Energy Research). 

However, it is underlined that Research and Innovation grants are not awarded to 
Member States, nor is the location of a participant a factor in the decision-making 
process. Rather, FP7 funding is awarded to (mainly multi-partner) proposals on 
the basis of excellence, assessed through a rigorous and thorough evaluation and 
selection procedure of proposals submitted in response to published FP7 calls. 

 

2. Die Kostenentwicklung und -steigerungen bei ITER scheinen schwer absehbar zu 
sein. Zudem ist strittig, ob die zusätzlich benötigten Mittel aus dem EU-Haushalt 
oder von den Mitgliedstaaten getragen werden sollen. Welche Ansichten vertritt 
die Kommission?  

Commission's answer:  

This question falls under the responsibility of Commissioner Oettinger 

ITER shares some features with other large scale projects of interest to the EU: 
they can be disproportionately expensive in relation to the small EU budget and 
they tend to overrun initial cost projections. The subsequent need to find 
additional funds leads either to the redeployment of funds that had already been 
earmarked for other priorities or to a requirement to change the limits established 
by the Multi-annual Financial Framework (MFF). 

The Commission came to the conclusion that this was not a sustainable model and 
identified a different approach that would provide long-term certainty to this 
challenging project. For this reason, in its June 2011 MFF proposal, the 
Commission proposed to set up a Supplementary Research Programme by which 
the EU contribution to the ITER project would be funded by the Members States 
outside the Multi-annual Financial Framework (MFF), after 2013. 

Discussions are on-going and the Commission awaits for the final approval of the 
MFF. 
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3. Does the Commission see more potential for further reorganization within the 
ITER project and the Fusion For Energy Joint Undertaking in order to improve 
cost-effectiveness and efficiency of this research project?  

Commission's answer:  

This question falls under the responsibility of Commissioner Oettinger 

Since 2010, several changes have been completed at Fusion for Energy (F4E) and 
ITER to improve the cost-effectiveness and efficiency of ITER. These changes 
include the nomination of new Directors and senior management as well as the 
establishment of a more project-oriented organisation. Also, the governance of 
F4E has been revised in agreement with the members of its Governing Board. 

The ITER Organisation has recently put forward some proposals that the 
Commission has welcomed to improve the project's efficiency through an 
"Enhanced joint management of the ITER Project". These proposals contain an 
analysis of the problems still affecting ITER and recommendations to overcome 
the current difficulties. 

Further improvements may need a revision of the F4E Statutes to strengthen its 
efficiency. 

 

Assets 

4. How does the Commission account for fixed assets for the Global Navigation 
Satellite System?  

Commission's answer: 

This question falls under the responsibility of Vice-President Tajani 

For the first time in 2011, the Galileo fixed assets are recognised on the EU 
balance sheet as assets under construction. The starting point for the recording of 
the assets in the EU accounts was the successful launch of the first two satellites 
of the Galileo in orbit validation programme in October 2011. This launch marked 
the end of the research phase; meaning that the value of the assets includes the 
cost incurred after that date while all money spent on the programme before 
October 2011 is accounted for as research expenditure. The Galileo system, 
currently under development, consists of different components such as satellites, 
ground stations and control centres. The value of these components is calculated 
on the basis of the historical cost methodology; i.e. their purchase value, increased 
by other costs attributable to the asset, such as assembly and installation costs. 
This methodology is in line with the EU and IPSAS accounting rules for Property, 
Plant and Equipment. As long as the system is under development, the assets are 
accounted for as assets under construction. When the Galileo system becomes 
operational, the assets under construction will be transferred to assets on the EU 
balance sheet and from that moment onwards a depreciation rate will be applied. 
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Errors/frequency of errors 

5. Das größte Risiko von Unregelmäßigkeiten besteht darin, dass 
Zuwendungsempfänger in ihren Kostenaufstellungen überhöhte förderfähige 
Kosten geltend machen. Es heißt, dass die meisten Fehler entstehen, weil die 
Vorschriften falsch ausgelegt werden oder die Zuwendungsempfänger die 
Bestimmungen der Finanzhilfevereinbarung oder die Finanzleitlinien nicht 
gebührend beachten. Was gedenkt die Kommission dagegen zu tun?   

Commission's answer:  

The Court of Auditors has pointed out in its Annual reports that the complexity of 
rules is a significant factor in the errors found by their auditors (see, 8.6. of the 
Annual Report 2011, which states out that 'The principal risk of irregularity is that 
beneficiaries may overstate eligible costs in their cost claims, and that this may 
not be detected and subsequently corrected by the Commission’s supervisory and 
control systems. This risk is exacerbated by the complexity of the rules for 
calculating eligible costs and in certain areas the implementing bodies (see 
paragraph 8.4) apply the rules differently). 

To this needs to be added the fact that there are now nearly 20000 participants of 
FP7 grants, over half of whom are new to the research funding programmes. 
Although this is a positive result of the efforts that have been taken to widen 
participation in the programme, it does underline the challenges faced in reaching 
a low level of error.  

The costs of control are already high. Adding additional controls would be 
problematic, not only in terms of financial and human resource implications for 
the Commission and cost-efficiency, in particular with respect to small contracts, 
but also in terms of keeping the administrative burden for participants within 
reasonable boundaries. The control burden must be balanced against the need to 
assure wide participation and an attractive programme, all within the overriding 
need to obtain the objectives of the programme in terms of excellent science and 
competitive industries. 

Thus a radical simplification of the rules is one of the main aims of the 
Commission's proposal for Horizon 2020. This should ensure a lower rate of error 
in cost declarations, a view supported by the Court in its opinion 6/2012 on the 
proposal. 

Even with simplified rules the inherent risk of overcharging of costs will always 
remain in a system that is based on the reimbursement of actual costs. In this 
respect, the Commission considers that, following the simplifications introduced 
in January 2011, the possibilities for further legislative measures within FP7 have 
been exhausted (see answer to question 29). Nevertheless there are a number of 
actions that the Commission can still take within the current framework which are 
set out in its reply to the Court's paragraph 8.40, these actions include: 

- Reinforced on-going efforts to provide guidance and feedback to participants 
and certifying auditors – firstly there has been a communication campaign, which 
began in 2012, and has seen 11 events covering 13 Member States and Associated 
Countries with 1800 participants, emphasising and giving advice on avoiding the 
most common errors. This will continue in 2013 with several other events. 
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Feedback is now given directly to Certifying Auditors that do not provide audit 
certificates of a satisfactory quality. A Research Enquiry Service will answer 
questions from beneficiaries in a co-ordinated way. 

- Reviewing ex-ante control procedures without however unduly increasing time 
to grant and to pay. The Commission has already revised guidance and checklists 
to assist ex-ante controllers in their work. 

- Continuing its audit work and recovery actions; under the FP7 Audit Strategy 
beneficiaries receiving 48% of the total FP7 budget have been audited as of 
September 2012. 62% of the cases involving extrapolation of audit findings have 
also been closed (FP6 and FP7). Recovery and corrective action will continue 
throughout the remainder of FP7, which will lead to a continuing reduction in the 
residual error rate. 

Further simplification has been proposed in Horizon 2020 which, if adopted, will 
prevent errors occurring in the first place and so lead to a reduced error rate. 

 

6. Zu den von der Kommission ergriffenen Maßnahmen zählt unter anderem die 
Einsetzung eines Forschungsklärungsausschusses (Research Clearing Committee), 
um unter anderem zu vermeiden, dass Dienststellen der Kommission Vorschriften 
unterschiedlich auslegen. Wie sieht die Kommission die Ergebnisse des Research 
Clearing Committees und welche Angaben kann die Kommission darüber 
machen?  

Commission's answer:  

The task of the Research Clearing Committee is to take final and uniform 
positions on any horizontal matter related to the implementation of the whole 
project cycle as well as to all management matters on which the services 
concerned did not reach consensus. 

Different practices and procedures might be brought to the attention of the 
committee by stakeholders or be dealt with by the Committee on its own initiative. 
As regards requests from stakeholders only very few requests have been received 
via the Research Enquiry Service: 

(http://ec.europa.eu/research/index.cfm?pg=enquiries). 

Issues that have been resolved by the Committee concern, for example, the 
treatment of positive adjustments on closed grants, the submission of certificates 
on financial statements or the implementation of a common representative sample 
for ex-post audits to lower the audit burden on participants. 

Although almost all issues submitted to the Committee were settled, under the 
current accountability framework it cannot always prevent different practices 
occurring in the first place. Therefore, the Commission is exploring the possibility 
to establish, for Horizon 2020, common services in dedicated areas such as IT 
tools, business processes and audits to ensure that practices and procedures are 
homogeneous from the outset. 
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7. Gemäß ERH treten Fehler bei der Berechnung von Personalkosten auf. Die 
Kommission argumentiert, dass Fehler, die in einer Kostenaufstellung ermittelt 
werden, keine finanziellen Auswirkungen auf die EU-Mittel haben. Welchen 
Grund sieht die Kommission in dieser Aussage?  

Commission's answer:  

The final effect of any errors identified cannot be fully assessed until the end of 
the project. At this point the Commission sometimes finds that the beneficiary has 
used more resources than foreseen in the budget so the payment is anyway 
capped, and the error does not affect this payment. Secondly, the errors 
determined may only relate to over-declaration of costs, there are sometimes 
under-declarations to take into account. Thirdly the actual amount received by a 
beneficiary relates not only to the declaration of costs, but also to the agreement 
establishing the consortium. 

This is why there is not always a direct relationship in a multiannual, multi-
beneficiary approach, between the error identified and the actual financial impact 
of errors. 

 

8. Wenn Zuwendungsempfänger tatsächliche indirekte Kosten abrechnen, müssen 
diese Kosten mit dem Projekt in Zusammenhang stehen. Dabei kommt es oft zu 
Fehlern, wobei indirekte Kosten geltend gemacht werden, die allerdings nicht im 
Zusammenhang mit dem Projekt stehen. Welche indirekten Kosten sind dies 
beispielsweise?  "Horizon 2020" sieht einen festen Prozentsatz für indirekte 
Kosten vor. In welchem Umfang könnte die Fehlerrate so gesenkt werden laut 
Kommission?  

Commission's answer:  

The accounting systems of beneficiaries include a range of indirect costs. 
Although these are incurred by the beneficiary as part of their normal business, 
some of these are not eligible for financing under the Commission's rules. 
Examples are marketing and sales costs, costs of financing and provisions for bad 
debts or future losses. In addition, some beneficiaries apportion indirect costs 
across the whole of their activities, for example, research, teaching and other 
operations, rather than just taking the indirect costs of the research department. 

The financial statement accompanying the Horizon 2020 proposal, based on an 
analysis of error rates in FP7, estimated that around 33% of errors by frequency, 
and 28% of errors by value, related to indirect costs. 

 

9. Wie erklären Sie sich den Anstieg der Fehlerquote wischen dem RP6 und dem 
RP7? (von 53% auf 68%)?  

Commission's answer:  

The Commission would firstly like to refer to the comment of the President of the 
Court of Auditors, Mr. Caldeira, in the presentation of the Annual report, when he 
noted that the Court observed an increase in frequency of errors, but it was 
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necessary to avoid confusion between "frequency of errors" (measure of problems 
of a population audited) and the most likely errors (financial impact on the 
budget). The Commission would also like to refer to points 12 and 13 of annex 1.1 
of the Court's 2011 annual report (page37).  

In this respect, he pointed out that for the last three years there have been 
fluctuations regarding the 'frequency of errors' but the most likely error is stable 
for the EU Budget as a whole. 

Secondly the Commission would point out that in 2010 the frequency of errors 
was 46% for FP7 and 71% for FP6. Even when considering the effect of advance 
payments, a clear pattern cannot yet be established. Nevertheless, the budget 
increase from FP6 to FP7, which has led to nearly 20,000 participants in FP7, with 
over half of them new to the programme, and so less acquainted with the FP7 
Grant Agreement provisions and rules, may be one relevant factor, as may the 
percentage of advances in the population. 

 

10. According to the Court of Auditors results of transaction testing 68% of the FP 7 
transactions were affected by errors. The ratio in case of FP 6 is somewhat lower 
at 53%. (Annex 8.1. on page 201 of the Court annual report 2011).  The analysis 
by type of expenditure shows that in case of FP 6 only interim and final payments 
were included in the sample, while in FP 7 several advance payments were 
included too. Could you explain the causes of a higher error rate in FP 7, taking 
into account that advance payments are considered to be less error prone?  

Commission's answer:  

See answer to question 9. 

 

11. Could the Commission provide CONT with an overview of ineligible declared 
costs per project as a percentage of the total eligible costs for this specific project? 

Commission's answer:  

The Commission assumes that the question refers to the Court's example 8.1. 

The 2011 interim payment subject to the audit of the Court of Auditors was 
affected by an error rate of 20.83 %. This refers to the following ratio: total costs 
rejected (146.153 euro including personnel costs and other costs), costs declared 
in the interim payment (701.683 euro). If it refers to the total costs declared by 
this beneficiary so far, this ratio falls to 10.7%. 

The beneficiary audited in this case is a non-profit research organisation 
participating in a project with 19 other organisations and a total EC contribution 
of €10,215,750. Therefore, the error above represents the 1.43 % of the total EC 
contribution for the whole project. 
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12. Which measures does the Commission take to reduce the error frequency in 
transactions?  

Commission's answer:  

In terms of the frequency of errors the Commission would point to the first two 
actions cited in its reply to the Court's paragraph 8.40 recommendation 1 (and 
covered in particular in the answer to question 5): 

- Reinforced on-going efforts to provide guidance and feedback to participants 
and certifying auditors; 

- Reviewing ex-ante control procedures without however unduly increasing time 
to grant and to pay. 

These actions, as well as the ex-post audits performed, should lead to a reduced 
error rate as well as a reduced frequency of error. Nevertheless, the Commission 
has to ensure that the administrative burden on participants remains within 
reasonable limits. It cannot control ex-post every declaration from its 20000 
beneficiaries. Nor can it demand large amounts of information from every one of 
these beneficiaries before contracts are granted or payments made. This would 
increase the costs of control for the Commission too much, and greatly increase 
the administrative burden on participants, thus adversely affecting the 
attractiveness of the programme.  

 

13. How does the Commission intend to reduce errors in the procurement procedures?  

Commission's answer:  

This question falls under the responsibility of Vice-president Tajani 

The Commission assumes that this question refers to the Court's comments in 
paragraph 8.18. 

With regard to the procurement procedures applied by the European Space 
Agency, the Commission considers that, after having been criticised by the Court 
in 2009 and subsequently amended, they are adequate and aligned with the 
particular nature of the Space procurement activities. The Commission considers 
that the procurement issues identified by the Court and related to the European 
Space Agency do not lead to waste of EU funds. 

However, when the Court audits the implementation of contracts concluded before 
the amendments it continues to find the weaknesses criticised in 2009. These 
weaknesses will not be found in procurement based on the improved procedures. 
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14. In 2012 the DG RTD focused on raising awareness on the most current errors and 
on ensuring a better understanding of financing rules by beneficiaries and 
certifying auditors. This has basically not helped to reduce the error rate. What 
have been the results of these activities carried out on EU and national level? Can 
the Commissioner quantify the benefits of this exercise?  

Commission's answer:  

Cost declarations are prepared in general at 18 month intervals. It is therefore not 
surprising that there is a time lag between the campaign, which began in 2012, and 
any possible effect on the error rate. The only quantification possible so far is that 
1800 people from 13 Member States and Associated Countries have participated 
in the 11 seminars that have so far taken place, so interest is high. 

 

OLAF / anti-fraud  

15. Im Jahr 2011 hat OLAF ein Betrugsnetzwerk in der Forschungspolitik aufgedeckt. 
welche Konsequenzen wurden daraus gezogen, um Betrug zukünftig noch besser 
zu bekämpfen?  

Commission's answer:  

This question falls as well under the responsibility of Vice-president Kroes 

 

In general terms, it should be stressed that all Commission services cooperate 
actively with OLAF in combating any fraud case unveiled. This was the case also 
regarding the identified fraud network that was operating in the area of EU 
research. 

The Commission has indeed taken appropriate and effective measures to even 
better combat fraud, such as: 

- Launch of the Commission Anti-Fraud website which will contribute to better 
and more efficient monitoring of the entire process from the identification of a 
fraudulent case up till the recovery of the unjustified funds paid. 

- Transmission of information to OLAF related to possible fraud or corruption or 
any other illegal activity detrimental to the EU financial interests is now 
systematically and effectively managed and followed up by the Commission and 
the timeliness of the process is ensured. OLAF is committed to inform the 
Commission of its assessment of any submitted suspicious case within 14 days. 

- Fraud prevention and detection network (FPDnet): OLAF officials together with 
Commission's internal auditors, external auditors and legal officers participate in 
the FPDnet. Its mandate is to enhance a closer cooperation between the 
Commission DGs and OLAF. In this respect, Cooperation Working Arrangements 
have been (or in the short term will be) concluded between OLAF and DGs on a 
bilateral basis. 
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- Implementation of advanced IT tools to detect potential fraud and other 
irregularities at the earliest stage possible. 

It is to be noted that the Commission policy is to implement anti-fraud strategy at 
three levels: in addition to the Commission wide Anti-Fraud Strategy, a Research 
family Anti-fraud strategy has been launched and the research DGs are 
responsible for a DG level more specific anti-fraud strategy. The development of 
these anti-fraud strategies (AFS) is linked to the entry into force of the new Multi-
Annual Financial Framework (MFF) in 2014. Besides the work for the new 
provisions in the MFF, the aim is also to increase work on fraud prevention. 

In 2010 the two largest spending DGs in the research area (DG CNECT/ INFSO 
and DG RTD) established specific Anti-Fraud Strategies (AFS) including the 
development of advanced IT tools and databases. The number of risk-based audits 
has increased, and training for staff involved in project management and finance 
started. 

A committee to coordinate the Anti-Fraud activities within the Research services 
was established in 2010, working closely with OLAF. 

 

16. In line with the Commission decision, the DG RTD in 2010 set up an Anti-Fraud-
Strategy in order to enhance the functioning of the fraud risk related controls. In 
2011 and 2012 the strategy was being implemented. Can the Commissioner 
evaluate the current functioning of the fraud risk related controls on the level of 
the DG RTD? Does the DG RTD's anti-fraud strategy differ from the other 
Directorates General? What are the specificities of the DG RTD's approach 
towards fraud risk related controls?  

Commission's answer:  

The Anti-fraud strategy of DG RTD was implemented in many respects by 2012. 
However it needed updating and refining and this was done in September 2012, 
learning from the experience of the first Anti-Fraud Strategy (AFS). 

The overall approach is to rely on individual awareness rather than on widespread, 
and resource-intensive, standardised controls. In particular the new emphasis will 
be on fraud awareness amongst project managers and financial staff, as it is here 
that the best opportunities for detection lie. Thus one major focus of the strategy is 
to increase awareness and alert staff to the existence of fraud risks, and to train 
staff to recognise indicators of possible fraud (red-flags). So far more that 200 
RTD staff have attended training and this will continue. 

Advanced IT tools have already been developed, and these will continue to be 
improved, to assist in the fight against fraud. 

Under the lead of DG RTD, in the second half of 2012 the various DGs and 
Executive Agencies involved in the Research Framework Programme have 
approved a sectorial Common Anti-Fraud Strategy for the Research Family 
(RAFS) outlining common principles, lines of actions and cooperation matters in 
this field. In doing so the RAFS follows the provisions of the Commission Anti- 
Fraud Strategy of June 2011 and ensures a certain degree of compliance and 
consistency across the sector. So there are no differences of principle between the 
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Anti-fraud strategy of DG RTD and the other research services, although certain 
elements may change depending on internal procedures or the risks of particular 
schemes managed by one or other service. 

A committee to coordinate the Anti-Fraud activities within the Research services 
was established in 2010, working closely with OLAF. 

 

 

Controls / Ex-ante checks / ex-post controls / internal audit  

17. Overall the system of ex-post audits put in place by the Commission was assessed 
as effective by the Court. (ECA annual report 8.26) However, ex-ante control 
procedures are considered to be only partially effective, as these controls are often 
limited to a desk review of the cost claims. (8.20 and 8.21) What measures does 
the Commission envisage for the next funding period taking into account the 
disappointing experience with ex-ante checks?  

Commission's answer:  

Under FP7 ex-ante controls are designed to speed up the contracting and payment 
processes, and so to get projects started, and their financing flowing, more 
quickly. This process is counterbalanced by an enhanced ex-post strategy, as well 
as the establishment of the Guarantee Fund to cover the financial risk. A reversal 
of this process would require stakeholders to deliver huge amounts of information 
to the Commission before decisions on contracting and payment are taken, and 
would have far-reaching consequences on the time taken to grant contracts and to 
pay beneficiaries. It would make it impossible to reach the lower target deadlines 
for contracting and payment set out in the new Financial Regulation. 

However, ex-ante controls will continue to develop, but in a more targeted way. 
As the Commission notes in its reply to the Court, ex-ante controls are already 
being reviewed to ensure that they are as effective as possible. The Commission 
will also examine how it can add indicators (red flags) into the system that will 
trigger enhanced ex-ante controls in cases of perceived risk. 

Finally, the proposal for Horizon 2020 proposed some simplifications to take 
some risk completely out of the system – for example the proposal for a flat rate 
for indirect costs and a single rate of payment for all beneficiaries. 

 

18. Gemäß dem ERH Jahresbericht wurde im Jahr 2011 keine förmliche ex-post 
Prüfungsstrategie angenommen, im Jahr 2012 allerdings schon. Aufgrund der 
geringen Prüfungen betrachtet der ERH dieses Kontrollsystem als nicht wirksam. 
Welchen Beitrag erwartet die Kommission von der neuen Prüfungsstrategie? Wie 
beurteilt die KOM die Tatsache, dass in diesem bereich die Kontrollen nicht 
wirksam waren?  

Commission's answer:  

This question falls as well under the responsibility of Vice-president Kroes 
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The Court's observations and assistance help us to continuously improve our 
monitoring and audit process. Our separate non-research audit programme will 
help us detect even more potential risks. 

The Commission does not audit all areas every year, because it focuses its limited 
resources on different issues in successive audit campaigns. Its current audit work 
programme covers the areas indicated by the Court. 

DG CONNECT's dedicated audit strategy for non-research funding will continue 
to be implemented. A new, thorough risk assessment will be carried out for a basis 
of a new audit strategy to be implemented starting 2013. 

 

19. What has been the result of the review of the ex-ante control procedures? Can the 
Commissioner provide more details?  

Commission's answer:  

See answer to question 5 and 17 above. 

 

20. How did the Commission improve ex-ante checks on claims paid?  

Commission's answer:  

See answer to question 17 above. 

 

21. An Inter-Service Working Group was established in DG RTD to deal with 
working arrangements regarding the Joint Technology Initiative. When is the 
Inter-service Working Group's report to be published? When will all actions be 
completed following the IAC audit recommendations?  

Commission's answer:  

The work of the working group will feed into the Commission's legislative 
proposal for any Joint Technology Initiatives (JTI) under Horizon 2020. Any such 
proposal will be accompanied by an Impact Assessment. The Parliament will 
receive all this information when it is consulted on the legislative proposal. 

Regarding the IAC audit report on FP7 innovative initiatives, a total of 8 
recommendations were made. 7 have been fully implemented. The 
recommendation that remains open required a reflection 'on how to increase the 
flexibility of the implementation of the autonomy criteria for future JTIs'. This 
subject is part of the review of the overall framework for JTIs under Horizon 
2020. 

 

22. How does the Commissioner approach the diverging views regarding the level and 
volume of controls and audits as expressed in the reports of the EP's Committee 



 12

on Industry, Research and Energy (especially the EP resolution of 11 November 
2010 on simplifying the implementation of the Research Framework Programmes) 
and the views of the Budgetary Control Committee and the European Court of 
Auditors?  

Commission's answer:  

The Commission is committed to fully examining and, where possible, 
implementing all the recommendations of the Court and the European Parliament, 
and in particular the discharge resolutions. The Commission took good note of the 
EP resolution of 11 November 2010, which particularly stated a concern that 'the 
current system and the practice of FP7 management are excessively control-
oriented, thus leading to waste of resources, lower participation and less attractive 
research landscapes'. However, it is aware that a more trust-based approach may 
lead to an increase in the number of errors. 

Elements of the new financial Regulation, especially Articles 31 and 32 provide 
possibilities to respond to the different resolutions of the EP. In particular Article 
31(3) requires the financial statement for all new legislation with budgetary 
impact to provide information on the cost-benefit of controls and the expected risk 
of error. For Horizon 2020 the Commission anticipated the implementation of the 
new Financial Regulation by also providing this sort of information in its 
Financial Statement (section 2). This provided the legislative authority with 
information on expected error rates, and the expected impact on the error rate of 
the measures proposed by the Commission. 

In addition, the Commission's proposal for Horizon 2020 included a number of 
simplifications that should allow for a reduction in the error rate and a reduction 
of the control-oriented approach. By simplifying the legal framework errors 
should be avoided. The Council, in its partial general approach, has in essence 
supported the basic elements of simplification proposed by the Commission. 

The discussion in the European Parliament has allowed for an examination of 
these elements. It is now up to the EP to decide on the key elements of the 
simplifications proposed by the Commission, in particular the flat rate for indirect 
costs and the single financing rate. These measures that will, according to the 
Court's opinion 6/2012: 

- 'Improve the reliability of the model, decrease the risk of irregularities in 
beneficiaries' cost claims, ..., and eliminate some of the verification steps required 
under the current FP7 funding model, thereby facilitating and accelerating the 
application process'. 

 

Audit certification of cost claims 

23. According to Article 8.23 of the Court of Auditors annual report concerning 
financial year 2011 "in 25 cases where the independent auditor had issued an 
unqualified opinion the Court detected errors". Thus, certificates on the financial 
statements do not avoid errors, as there are still ineligible items not identified by 
independent auditors. Could you give us details of the Commission's efforts to 
ensure that the external audit firms meet all the specific requirements set out in the 
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framework contract for audit assignment, in order to improve the reliability of 
their certificates?  

Commission's answer:  

The Commission recognizes the fact that the certifying auditors are not always 
identifying all ineligible expenditure in the cost claims. Nevertheless, the 
Commission has identified from its own audits that the error rate for cost claims 
with an audit certificate is, on average, over 50% lower than the error rate where 
no certificate exists. This reinforces the Commission's view that this control, while 
not perfect, is a significant contribution to the overall control system. 

The Commission is working to improve the assurance role which should be 
provided by these ex-ante controls: 

1. By improving support to certifying entities through participation in workshops 
and training courses, addressed towards beneficiaries and their auditors; 

2. By updating (with the feedback from users) the Guidance Notes for auditors 
and beneficiaries on FP7 audit certificates; 

3. By implementing, as recommended by the Court, a formal feedback process to 
make certifying auditors aware of the Commission's audit findings and also 
referring them to the relevant information where the eligibility requirements and 
interpretations are publicly available. 

 

24. 8.23: How does the EC value independent auditors' certificates? How is possible 
that in 25 of the 31 cases the Court concluded that there were errors mostly on 
ineligible terms?  Was gedenkt die Kommission dagegen zu tun?  

Commission's answer:  

See answer to question 23. 

 

25. Wie kann es sein, dass ein unabhängiger Prüfer (zentrale Finanzdienst) in 25 von 
31 Fällen in den Kostenaufstellungen Fehler übersieht, die in 14 Fällen finanzielle 
Auswirkungen von über 2% nach sich zogen? Kann die Kommission ihr System 
erläutern und die Schwachstellen identifizieren und dem Parlament erklären, wie 
es die Schwäche beheben wird?  

Commission's answer:  

See answer to question 23. 

 

26. According to the Commission there is a feedback process in place in cases where 
the Commission's ex-post audits identify material differences with the certified 
cost statements and its own findings. A communication campaign has been 
launched in 2012 to raise the awareness of beneficiaries and certifying auditors of 
the rules. When do you think these processes will deliver tangible results?  
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Commission's answer:  

Cost claims are delivered with an average frequency of 18 months. There is 
therefore always a time lag between actions and their results. Only towards the 
end of 2013 will the Commission have the opportunity to evaluate whether these 
actions have delivered tangible results. 

 

Simplification 

27. On page 190 the Court states that it is too early to indicate the impact of the 
simplification measures as stated in paragraph 8.7. Does the Commission agree 
and if so at what stage would it be possible to draw meaningful conclusions?  

Commission's answer:  

Cost claims are delivered with an average frequency of 18 months. There is 
therefore always a time lag between actions and their results. In addition the 
simplification measures only affected a proportion of beneficiaries. The 
Commission services have started to see an effect from the use of Marie Curie 
rates for SME owner managers, but few cases so far of the wider use of average 
costs. 

 

28. 8.20: The court states that the Commission's simplification efforts have focussed 
on its ex-ante control procedures and that these controls are often limited to a desk 
review. The EC states that the control system should be judged in its entirety. 
What does the EC judge when it considers the system in its entirety? 

Commission's answer:  

The control environment in the area of research, for the implementation of the 
Framework Programme is characterised by a large number of beneficiaries, each 
operating their own control system. The Commission has identified some Key 
inherent control risks in this environment, especially due to the complex legal 
framework required to implement a system based on the reimbursement of ‘actual 
eligible costs’. Beneficiaries must allocate personnel costs and overheads via 
assessments of productive hours and time recording and deduct a range of 
ineligible items (VAT, duties, interest) from direct costs and overheads. Given the 
large number of criteria to be complied with, and the relative lack of financial 
management expertise of the beneficiaries, errors are expected to be frequent. 

The Commission has put in place a control system to address the above risk 
environment which includes not only ex-ante controls, but also ex post controls 
and a range of more scientific controls (from evaluation and negotiation of 
projects to project management and scientific review). All of these controls are 
important in reaching the objectives of the programme, and these objectives 
encompass not only financial legality and regularity but also excellent science, 
attractiveness and openness of the framework programme and, ultimately, growth 
and jobs. 
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For each aspect there are also trade-offs between different objectives, for example 
additional ex-ante controls will lead to a longer time to contract with and to pay 
beneficiaries, increased costs for the Commission and increased administrative 
burden for participants, thus adversely affecting the attractiveness and efficiency 
of the programme and the operations and cash flow of beneficiaries. This is why 
the Commission feels that a judgment on a single aspect in isolation is incomplete. 

The full set of controls designed to implement the framework programme are set 
out in the Annual Activity Reports of DG RTD. 

See also the response to question 17. 

 

29. According to Article 8.40 of the Commission replies to the Court's findings, "the 
possibilities to simplify the FP 7 rules have been exhausted". Does this mean that 
the error rate is not expected to improve until Horizon 2020 comes into force?  

Commission's answer:  

The Commission shares the view of the European Parliament, reflected in point 35 
of the report (reference: P7_TA (2011) 0266 of 26/05/2011) on 'Investing in the 
future: a new Multiannual Financial Framework (MFF) for a competitive, 
sustainable and inclusive Europe', where it is stated that the Parliament 'underlines 
the importance of legal certainty and budgetary continuity for the successful 
implementation of multi-annual policies and programmes; believes, therefore, that 
rules should not change during programming periods without due justification 
and adequate impact assessment, as this can result in higher transition costs, 
slower implementation and increasing risk of error'. 

Nevertheless, the Commission maintains its commitment to tackle errors through 
the actions reflected in the Court's report (see response to recommendation 1) as 
follows: 

- Reinforced on-going efforts to provide guidance and feedback to participants 
and certifying auditors; 

- Reviewing ex-ante control procedures without however unduly increasing time 
to payment; 

- Continuing its audit work and recovery actions; 

- Monitoring the financial impact of the errors identified, which may well be 
lower than the error, over the multi-annual period. 

In this context, the Commission would note that recovery and corrective action 
will continue throughout the remainder of FP7, which will lead to a continuing 
reduction in the residual error rate. 

For additional information on ex-ante controls, see answer to question 5. 

 

30. Following the adoption of simplification measures relating to FP7 in January 
2011, what has been the impact of these measures on the error rate for costs 
claimed and audited as from 2011 onwards?  
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Commission's answer:  

See answer to question 27. 

 

Recovery process, extrapolation 

31. Bei dem System für die Wiedereinziehung zu unrecht gezahlter EU-Mittel spricht 
der ERH von langwierigen Wiedereinziehungsverfahren. Die Kommission spricht 
im Gegensatz dazu allerdings von vereinfachten Verrechnungen. Wie erklärt sich 
die Kommission diesen Widerspruch? Wo sieht die Kommission die Gründe für 
die langwierige Quote der Behebung systematischer Fehler? Was unternimmt die 
Kommission, um diese Quote zu verbessern?  

Commission's answer:  

DG RTD promotes the use of the simplified extrapolation procedure, that is based 
on flat rate correction, and that indeed represents an improvement. Nevertheless 
this simplified method requires, as well as the other methods, the full cooperation 
of the beneficiaries, and their agreement on the percentages of correction to apply. 

This explains why the process, even if it saves recalculation time, may still be a 
long process. Furthermore the recoveries of unduly paid amounts are often 
implemented by offsetting in a subsequent period for obvious simplification 
reasons. As the reporting periods usually last 18 months a next payment is 
requested more than 1 ½ year later. The Commission is trying to reduce the time 
needed, essentially by improving the communication with the beneficiaries. 

 

32. Regarding the implementation of extrapolation of FP6 and FP7 ex-post audit 
results, can the Commission explain the fluctuating levels of the value of the 
implemented participations in favour of the Commission in the years 2007 - 2011? 
What is the Commission doing to reduce the high systematic errors in FP6 and 
FP7? Does the Commission regard the level of 44.82% of the overall 
implementation for FP6 and FP7 extrapolation as satisfactory?  

Commission's answer:  

As of end of September 2012 the percentage of FP6 and FP7 closed extrapolations 
individual cases (recommendations) reaches 62,1%. 

For the Commission's actions for reducing all errors, please see also the response 
to the question 5 above. 

The Commission underlines that applying corrections to systemic errors in all the 
projects affected is labour intensive for both the Commission and for the 
beneficiaries affected. The length of the process also reflects the efforts made to 
ensure that the rights of the beneficiary are full protected throughout the process. 
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Competitiveness and Innovation Framework Programme (CIP) - ICT Policy Support 
Programme (ICT-PSP) 

33. Die Fehlerquote in diesem Programm ist horrend (zwei Fälle geprüft mit 
Fehlerquote von 96% und 100%). Warum prüft die Kommission pro Jahr nur ein 
Programm? Ist es bei so hohen Fehlerquoten nicht essentiell engmaschige 
Prüfungen anzustreben um Fehlerquellen zu identifizieren? Warum besitzt die 
Kommission keine Ex-Post Prüfstrategie für das Programm? Welche Strategie 
möchte die Kommission nun anwenden? 

Commission's answer:  

This question falls as well under the responsibility of Vice-president Kroes 

 

In 2011, DG CONNECT (formerly INFSO) already had an audit strategy covering 
all for which the DG is responsible including Research and non-Research projects. 
Non-research funding (including the ICT PSP) accounted for less than 4% of all 
payments made by DG INFSO in 2011, and this was reflected in the emphasis it 
was given in the overall audit strategy. 

As of 2012, DG CONNECT has gone one step further and is implementing a 
dedicated and separate audit strategy for non-Research funding programmes. 

This strategy will be implemented throughout 2012-2013 and will cover the non- 
Research area in much greater depth. In total 22 audits on this area will be 
launched for 2012, compared to 2 that were carried out for 2011 as part of the 
overall audit programme. 

The European Commission is in the process of recovering funds from the projects 
identified by the Court and through the Commission's own audits. As in any case 
in which funding has not been justified, the Commission takes steps to recover 
ineligible funding from beneficiaries and, if necessary, to terminate their 
participation in related projects. 

 

For the period 2007-13, the Competitiveness and Innovation Framework Programme 
(CIP) was designed to improve the competitiveness of enterprises, with special 
emphasis on small and medium-sized enterprises which are a major source of 
economic growth and job creation in the European Union. It is divided into three 
operational programmes: The Entrepreneurship and Innovation Programme (EIP), the 
Information Communication Technologies Policy Support Programme (ICT-PSP) and 
the Intelligent Energy Europe Programme (IEE).  

 In this content, we would like the Commissioner to reflect and assess for all of the 
three operational programmes:  

34. Was the available funding adequate and was it used properly and efficiently?  

Commission's answer:  
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This question falls as well under the responsibility of Vice-president Kroes 

 

The Competitiveness and Innovation Framework Programme (CIP) aims to 
encourage the competitiveness of European enterprises. With small and medium-
sized enterprises (SMEs) as its main target, the programme supports innovation 
activities (including eco-innovation), provides better access to finance and 
delivers business support services in the regions. It encourages a better take-up 
and use of information and communications technologies (ICT) and helps to 
develop the information society. It also promotes the increased use of renewable 
energies and energy efficiency. The CIP overall budget from 2007 to 2013 is of 
€ 3,621 million, distributed as follows: € 2,166 million for the Entrepreneurship 
and Innovation Programme (EIP), € 728 million for the Information 
Communication Technologies Policy Support Programme (ICT PSP), and € 727 
million for the Intelligent Energy Europe Programme (IEE). 

According to the implementation reports published between 2007 and 2010, the 
budgets committed under the three programmes represented approximately 99% 
of the budgets allocated. This indicates that the budget available can be absorbed 
without major difficulties. 

However, in many areas a higher budget could have been absorbed and could have 
delivered better results. For instance, the EIP financial instruments addressing 
SMEs access to finance difficulties still see an important 'pipeline' of requests that 
cannot be satisfied, despite the efforts of the European Parliament to increase 
every year the relevant budget provision. 

Another example is the eco-innovation part of the EIP, where external evaluators 
found that 'given the small size of the eco-innovation scheme, the eventual impacts 
are likely to be correspondingly restricted, in spite of the promising results 
anticipated and the fact it is likely to be significantly over-subscribed. The 
implications for future funding should be considered'. 

All implementation reports and beneficiaries' reports are available on the CIP 
website: http://ec.europa.eu/cip. 

As regards the Information Communication Technologies Policy Support 
Programme (ICT-PSP), according to the CIP ICT PSP Second Interim 
Evaluation1, the funding is in general satisfactory, although issues have been 
raised both about the effectiveness of the funding mechanism in relation to the 
objectives, in particular with regards to the Thematic Networks, and about the 
complexity of the procedure in relation to the selection of Pilot A projects, which 
could have also benefited from greater industry involvement. 

As to its utility, the programme is described as relevant, coherent and useful and 
has a value-adding impact. In several important policy areas the ICT PSP has been 
able to bring Member States together to test deployment of innovative ICT 
applications at real scale 2. 

 

                                                 
1 CIP ICT PSP Final (Second Interim) Evaluation 
2 Post-2013 MFF/ DG INFSO contribution/Ares(2011)354198 -31/03/2011 
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35. Which measures/incentives have turned out to be the most efficient or inefficient?  

Commission's answer:  

This question falls as well under the responsibility of Vice-president Kroes 

 

The CIP has been subject to several independent evaluations. The CIP legal base 
states that the Framework Programme and its specific programmes shall be 
subject to interim and final evaluations to measure the impact of the Framework 
Programme, and each of the specific programmes, against its objectives, including 
competitiveness, innovation, entrepreneurship, productivity growth, employment 
and environment. The Decision also stipulates that the interim evaluation of the 
Framework Programme had to be completed by 31 December 2009 and the final 
evaluation by 31 December 2011, and that the interim and final evaluations of the 
specific programmes should be arranged in such a way that their results can be 
taken into account in the interim and final evaluation of the Framework 
Programme. 

One aim of these evaluations has been to 'evaluate the efficiency of the 
Framework Programme and its specific programmes and identify their most 
efficient and its most inefficient aspects'. 

All evaluation reports are available on the CIP website: http://ec.europa.eu/cip. 

Among the most efficient elements of the programme there are certainly the 
Financial Instruments, some small-scale activities to improve framework 
conditions and measures like the eco-innovation scheme. Moreover, the 
evaluation underlined the improvements arising from the delegation of the 
management of substantial parts of CIP to the EACI concerning the efficiency of 
the programme management, both in relation with costs to the Commission and 
efficiency of services, as measured in terms of number of contracts signed, time to 
contract and payment delays. 

The Financial Instruments, which the Decision determined should account for at 
least 50% of the EIP budget (30% of the total CIP budget), were designed to 
promote solutions where market failures had left SMEs without the possibility of 
raising venture capital or bank loans from the market. The EIP Evaluation 
concluded that the Financial Instruments are being successful in this respect. 
Moreover, the leverage ratios are very high: for every euro spent on loan 
guarantees from the EU budget up to 20 euro will go to the final beneficiary, and 
for venture capital this ratio is 1:6. 

As is indicated by the case study annexed to the evaluation, a series of small scale 
measures are helping to improve the environment in which enterprises begin and 
develop their operations and these actions have been given greater coherence and 
direction in recent years by organising them within the framework provided by the 
Small Business Act. These measures have low costs but can have very high 
impacts (see for instance the exchanges of best practices to reduce the time and 
investment needed in all Member States to set up a business). 

As regards the Information Communication Technologies Policy Support 
Programme (ICT-PSP), Pilot As is an effective working model of how to enhance 
more widespread uptake of new innovative pan European cross border services. 
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Also, most Pilot As have been successful in demonstrating the viability of 
services, in promoting regulation and standardisation, and the first stage in 
establishing cross-border infrastructures. 

As regards Pilot Bs, they manage to attract end user (citizens, businesses, patients, 
etc...), who are critical for the deployment of innovative services. 

Thematic Networks, have demonstrated the capability to aggregate high-level 
competences in specific ICT policy thematic areas. 

 

36. Are there areas for improvement to enhance the competitiveness and growth 
potential of SMEs? 

Commission's answer:  

This question falls as well under the responsibility of Vice-president Kroes 

 

The evaluations on CIP and its sub-programmes made some recommendations on 
how to further improve the implementation of the CIP and the design of successor 
programmes. These recommendations have been taken into due consideration by 
the Commission both during the implementation of the Programme and when 
preparing the Commission proposals for successor programmes to the CIP 
(COSME and parts of Horizon 2020). 

A Report from the Commission to the other Institutions on these evaluations is 
being prepared and will reach the European Parliament shortly. Which follows are 
some essential recommendations received from the evaluators. 

The CIP final evaluation report stated that further synergies between the three sub-
programmes could be created by articulating new positions on central themes of 
the framework programme, for example on innovation policies. 

The CIP’s overall lack of visibility was identified as one of its main shortcomings. 
However, it was also stressed that well-known brands such as the Enterprise 
Europe Network, Intelligent Energy Europe, and SME Week should not be 
renamed. Furthermore, better dissemination of information on successful activities 
supported by the Programme was recommended. The Commission actively uses 
the Enterprise Europe Network, which is funded by CIP, to distribute information 
on EU policies and services available under all programmes such as FP7 or 
Structural Funds. A number of actions have been undertaken to reach the broadest 
number of potential participants. In the area of Eco-innovation Market 
Replication, the Enterprise Europe Network often acts as a regional or national 
contact point, distributing information on calls, organising dedicated matchmaking 
events or sectorial cluster meetings. Beneficiaries of grants are also referred to the 
IPR Helpdesk created by CIP to help them with intellectual property issues 
resulted from its participation in other EU programmes such as the FP7. In the 
area of innovation, actions have been and continue to be continuously promoted 
by TAKE IT UP (Europe INNOVA) and the INNO-Partnering Forum (PRO 
INNO Europe®). The outreach tasks of projects beyond their direct participants is 
enhanced by the offering of web sites in which other organisations can actively 
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contribute to and social networking features are integrated. Communication efforts 
will intensify regarding successor programmes. 

Furthermore, it was recommended that a stable set of output, result and impact 
indicators be devised to help monitor the programme effectiveness and the 
achievement of its objectives. The European Commission’s proposals for 
successor programmes to the CIP (COSME and parts of Horizon 2020 ) are 
addressing most of these recommendations, in particular by strengthening the 
intervention logic of the programmes (e.g. Horizon 2020 provides for a seamless 
connection between research and innovation, taking into account key societal 
challenges, such as energy and natural resources, as well as crucial technologies, 
such as ICT), linking it to the EU’s strategic priorities, and introducing in the legal 
text general and specific objectives linked to result and impact indicators. 

The EIP final evaluation recommended that 'further developments in the 
Entrepreneurship and Innovation Programme need to take care to build on current 
achievements to increase the momentum that has already been created in a range 
of the activities undertaken and to avoid, where possible, the risks of disruption 
inherent in any new departures'. In the EIP annual work programme 2013 the 
Commission has to a large extent proposed a continuation of successful actions 
from previous years or new actions based on past experiences, while at the same 
time ensuring consistence with political priorities and economic developments. 

Regarding the recommendation on keeping under review the extent to which 
European value-added is evident in the Financial Instruments, the Commission 
has taken it into account in the preparation of the next generation of financial 
instruments. European added value will be a key element of the new debt and 
equity platforms, on whose principles all future financial instruments in the MFF 
for 2014-2020 will be based. In particular, the case for financial instruments relies 
on the benefits associated with the strengthening of the Single Market by 
overcoming market fragmentation in venture capital investment, high risk lending 
covered by EU resources and credit enhancement. The main purpose of the 
financial instruments under the COSME programme as proposed by the 
Commission will be to improve access to finance for SMEs in market segments 
which are not covered by Member States’ measures, which are restricted to 
investments and support within each country. The focus will be on financing 
expansion of growth-oriented enterprises that are aiming at international 
expansion and to develop a cross-border SME finance market. Only an EU-level 
programme can fulfil this role. Similarly, in the proposal of the Commission on 
Horizon 2020, the Equity facility for Research & Innovation will complement 
national schemes that cannot cater for cross-border investments in R&I. The early-
stage deals will also have a demonstration effect that can benefit public and 
private investors across Europe. The Debt facility will help remedy market 
deficiencies that prevent the private sector from investing in R&I at an optimum 
level. Its implementation will enable the pooling of a critical mass of resources 
from the Union budget and, on a risk sharing basis, from the financial 
institution(s) entrusted with its implementation. It will stimulate firms to invest 
more of their own money in R&I than they would otherwise have done. In 
addition, the Debt facility will help organisations, both public and private, to 
reduce the risks of undertaking the pre-commercial procurement or procurement 
of innovative products and services. 
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With regard to eco-innovation the evaluation suggested that 'given the small size 
of the eco-innovation scheme, the eventual impacts are likely to be 
correspondingly restricted, in spite of the promising results anticipated and the 
fact it is likely to be significantly over-subscribed. The implications for future 
funding should be considered'. The Commission has proposed in the next 
generation of programmes to include eco-innovation as one of the priorities in the 
Framework Programme for Research and Innovation - Horizon 2020 - and to 
expand EU intervention both in terms of budget and range of instruments. 

As regards the Information Communication Technologies Policy Support 
Programme (ICT-PSP), SMEs are addressed in the ICT PSP both as direct (project 
participant) and indirect (user of the service) beneficiaries. The programme 
however is structured so as to support mainly complex public-private projects 
focused in areas where SMEs are not major players. Hence it appears unrealistic 
to aim to attract very large numbers of SMEs into the pilots. 

 

37. What are the lessons learned for the specific follow-up programmes in the period 
2014-2020?  

Commission's answer:  

This question falls as well under the responsibility of Vice-president Kroes 

 

See the reply to question 36 for specific elements. 

In addition, the COSME programme will introduce some changes that are directly 
derived from lessons learnt from past evaluations: 

- T he relative weight of financial instruments will increase to 60% of the 
programme, in view of their demonstrated efficiency and effectiveness; 

- Financial instruments will be articulated on a common platform with Horizon 
2020; 

- Measures on internationalisation of SMEs beyond the single market will be 
scaled up, based on an on-going mapping of existing activities in Europe; 

- Other successful measures in the field of entrepreneurship (such as Erasmus for 
entrepreneurs) and enhancing framework conditions will be continued and 
improved. 

The Commission is drawing the lessons from the evaluations received to 
continuously improve its implementation of the current Framework Programme 
and its specific programmes. The evaluations have furthermore served as 
important guide points in the preparation of the new generation of Programmes 
(COSME and Horizon 2020). The Commission therefore invites the Parliament to 
make full use of these recommendations when amending the Commission's 
proposals in view of the final adoption of the programmes. As an example, when 
amending the legal base on Horizon 2020 financial instruments, it is essential that 
no overlap is created with the COSME financial instruments and, at the same 
time, that no beneficiaries are 'forgotten'. 
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As regards the Information Communication Technologies Policy Support 
Programme (ICT-PSP), besides being widely endorsed by stakeholders, Horizon 
2020 has a number of new features, which draw on the past experience in research 
and innovation funding and take into account the lessons learned from the CIP-
PSP operations. 

These include, among others, a strong focus on Innovation, thanks to the 
integration of research and innovation by providing seamless and coherent 
funding from idea to market, and more support for innovation and activities close 
to the market. 

In addition the programme will introduce a major simplification through simpler 
programme architecture, a single set of rules, and an integrated approach to tackle 
societal challenges. 

Other CIP activities will feed into the Programme for the Competitiveness of 
Enterprises and SMEs (COSME), serving the purpose of a more targeted approach 
to SMEs. 

 

With regard to operational programme regarding Entrepreneurship and Innovation 
Programme (EIP), we would like to ask the Commissioner following additional 
questions:  

38. Has the EIP encouraged business growth and employment sustainability?  

Commission's answer:  

This question falls under the responsibility of Vice-president Tajani 

 

The final evaluation of EIP came to five main conclusions: firstly, that the 
program was performing well and was on track to achieve the expected impacts; 
secondly, that in most instances, the Programme was gathering momentum, as it 
was building on existing achievements; in addition, that survey evidence 
demonstrated the ‘utility’ of the Programme, by confirming that it directly meets 
SME needs; furthermore, evaluators found that interviews and other evidence 
point to a clear European value-added. And finally that the monitoring system 
that has been developed is a valuable contribution to assessing the performance of 
the Programme on an on-going basis, but this system was still being developed in 
some areas and the data on indicators needed to be presented more consistently. 

EIP objectives were found highly relevant to the needs of businesses. 
Furthermore, it was found that ‘the programme is effectively benefiting end-
users, in particular SMEs (small and medium-sized enterprises)’. The major 
strength of the EIP is that it concentrates on core issues for SMEs in a direct and 
practical way. The EIP actions, notably the financial instruments and eco-
innovation, have effectively created conditions for real replication in the market. 

For what concerns the Financial Instruments, they have been found as achieving 
their objectives of facilitating access to finance for the start-up and growth of 
SMEs. In detail, the GIF facility and SMEG loan and micro credit windows are 



 24

found relevant to the needs of European SMEs since they fulfil a demand for 
finance which otherwise would not have been met and contribute to the start up 
and growth of SMEs. One of the most noticeable effects found in the report for 
what concerns the instruments is the leverage effect. The positive impact on the 
economic situation and business prospects of participating SMEs takes the form of 
stronger business growth and employment sustainability. Between 2007 and 2010, 
these instruments have assisted more than 90,000 companies,3 with underlying 
debt financing of 6.0 billion EUR under guarantees and with investment volumes 
of up to 1.3 billion EUR under venture capital. More than 108,000 jobs were 
created or maintained. 

Concerning the Enterprise Europe Network, the evaluators found that the 
Network was well focused on its main objectives of promoting innovation, 
business co-operation and cross-border trading, and added that there is a high 
level of client satisfaction with the Network’s services. In particular they indicated 
that 'the Network is a major policy asset for the EU’s relationship with enterprises 
and has considerable further potential in terms of the engagement of SMEs with 
the objectives and actions of the EIP'. 

The approach used for EIP eco-innovation related activities is found to be 
coherent across the Programme in terms of the inclusion of the appropriate 
elements and relevant in addressing existing market failures that restrict the sector, 
targeting both the demand and supply side of the market, as well as strengthening 
the operational environment. The evaluators found also that the scheme was likely 
to be significantly over-subscribed. 

In the following paragraphs are gathered some data further supporting the 
evaluations findings, and taken from the EIP Performance report available on the 
CIP website (http://ec.europa.eu/cip). 

Despite the existence of the Single Market, doing business across borders in 
Europe is still subject to significant barriers for SMEs. The Enterprise Europe 
Network has been in contact with more than two million SMEs each year. 
More than half of the SMEs which used the services of the Enterprise Europe 
Network confirmed that they had accessed new markets or developed new 
products. For the partnership services, on average, the impact on turnover was 
220 000 EUR per company. The total impact on sales growth is estimated at 
450 million EUR. Between 2008 and 2010, 2,400 jobs have been created by firms 
under partnership agreements. The trend of increasing number of partnerships per 
year is expected to continue in the coming years. 

The programme is also instrumental in supporting innovation policy itself and 
making sector conditions as well as business support more innovation-friendly. 

The Europe INNOVA initiative, for instance, supports the development of sound, 
targeted policy measures through partnerships of relevant stakeholders, such as 
innovation agencies, technology transfer offices, business incubators, financial 
intermediaries, cluster organisations etc. In 2009, 3 new Europe INNOVA 
partnerships were set up on knowledge-intensive services (KIS-IP), eco-

                                                 
3 Commitments for CIP financial instruments may be made until 31 December 2013; EIF has nine 
months beyond that to sign guarantee agreements with intermediaries. The availability period of loans 
may therefore run until September 2017. The total number of beneficiaries under this scheme will only 
be known by then. 
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innovation (Eco-IP), and cluster co-operation (Cluster-IP). As a result, new policy 
tools are now under development. For example, the partnerships under the 
Innovation Platform for knowledge-intensive services (KIS-IP) succeeded in the 
setting up three new sector specialised venture capital funds and two new grants 
and voucher programmes. 

The programme has also supported the market application of 134 eco-
innovation projects in various sectors such as recycling, green business, the food 
and drinks sector, and the buildings sector. These projects will have an added 
demonstration effect, by showing to the market the growth potential of these eco-
innovations. This grant scheme is highly popular among SMEs, being an 
effective means of addressing the needs of innovative SMEs in the sector. 
Approximately 65 % of participants in these three calls were SMEs. The 
programme has a significant leverage effect, given that participants are required to 
provide 50 % of the co-funding.4 

Following the first call in 2008, the very first grants were not made until 2009. It 
is therefore too early to predict what results and impacts the projects will have as 
they are still at the implementation stage.5 However, a dedicated study has 
recently been launched, to investigate the results and achievements and to analyse 
the economic and environmental impact of on-going and completed eco-
innovation projects. 

The EIP is also concerned with fostering better framework condition for SMEs. 
A key component is to facilitate exchanges of best practices between the CIP 
participating countries. For example, the EIP has financed ways of measuring and 
supporting Member States’ progress in simplifying the administrative 
procedures involved in starting up a small business, working towards targets 
set by the Competitiveness Council. This takes the form of annual checks and of 
identifying and exchanging good practices between the participating countries. 

 

39. Has the EIP proved to boost entrepreneurship and, in particular, female 
entrepreneurship? 

Commission's answer:  

This question falls under the responsibility of Vice-president Tajani 

 

Measures on female entrepreneurship were financed by the EIP in 2009 and 2010, 
in total with 2.6 million Euros. The measures aim at boosting the rate of female 
entrepreneurial activity. The actions consist mainly of the creation of 2 networks 
to promote, encourage and support female entrepreneurship. The first one is the 
European Network of Female Entrepreneurship Ambassadors. 

The Network of Ambassadors aims to have successful entrepreneurs campaigning 
on the ground to encourage women of all ages — including women in active 
professional life and students — to set up their own businesses and become 
entrepreneurs. The ambassadors seek to make women more confident about 

                                                 
4 Final evaluation of the EIP.(http://ec.europa.eu/cip/files/docs/eip-final-evaluation-report_en.pdf)  
5 Final evaluation of the EIP.( http://ec.europa.eu/cip/files/docs/eip-final-evaluation-report_en.pdf)  
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setting up and creating successful businesses. They also act as role models, to 
inspire other women to become entrepreneurs by ‘telling their story’. The 
Ambassadors’ Network is made up of around 320 entrepreneurs who act as 
ambassadors of female entrepreneurship across Europe. The ambassadors come 
from 22 countries (Albania, Belgium, Croatia, Cyprus, Denmark, France, 
Germany, Greece, Hungary, Iceland, Ireland, Italy, Luxembourg, Malta, Norway, 
Poland, Portugal, Romania, Serbia, Slovakia, Sweden and United Kingdom.). 

This Network is complemented by the European Network of Mentors for Women 
Entrepreneurs, inaugurated in November 2011. This measure is therefore 
reinforcing the ambassadors, moving from promoting and encouraging 
entrepreneurship to supporting women enterprises during the first crucial years of 
their creation. Mentors assist women entrepreneurs by providing advice and 
support with the start-up, functioning and growth of their enterprises. They have 
been selected nationally from successful and well-known business entrepreneurs 
by the contractors participating in the action. For the mentors it is expected to 
have around 170 mentors from 17 CIP countries. 

In the first year after the launch, 150 ambassadors have participated in a total of 
141 national kick-off meetings and other inspirational events and workshops, 
reaching more than 7,600 participants and resulting in a high visibility among the 
target audience ie. potential would-be women entrepreneurs. 

Data from only 6 countries participating in the ambassadors' network show that 
101 new women-led companies have been created as a result of the 
ambassadors' motivation. 

The European Network of Female Entrepreneurship Ambassadors has been very 
successful and many participating countries stakeholders are considering 
continuing the ambassadors' network nationally even after the end of the 
Commission's financial contribution, which was only foreseen for two years. 

To assist networking of women entrepreneurs, the Commission has set up the 
Women’s Entrepreneurship Portal on EUROPA. The Portal provides links to the 
websites of women entrepreneurs’ representative organisations, networks, projects 
and events that relate to the promotion of female entrepreneurship. It helps finding 
contacts for networking and mentoring.6 

Concerning entrepreneurship in general, the scheme 'Erasmus for entrepreneurs' 
has been found to be very successful, both in terms of applicants and exchanges 
and in terms of feedback. 90% of all participating entrepreneurs: exchange 
fulfilled objectives; 85% of new entrepreneurs recommend the programme; 85% 
of host entrepreneurs ready to repeat the experience and host a new entrepreneur. 

                                                 
6
 http://ec.europa.eu/enterprise/policies/sme/promoting-entrepreneurship/women/portal/index_en.htm 
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40. Is the programme of real benefit to the end-users or are there existing barriers 
which prevent SMEs to participate in it (business or country specific)?  

Commission's answer:  

This question falls under the responsibility of Vice-president Tajani 

 

Yes, absolutely (see the reply to question 38). 

Evaluations found that ‘the programme is effectively benefiting end-users, in 
particular SMEs (small and medium-sized enterprises)’. The major strength of 
the EIP is that it concentrates on core issues for SMEs in a direct and practical 
way. The EIP actions, notably the financial instruments and eco-innovation, have 
effectively created conditions for real replication in the market. 

The management by the Executive Agency for Competitiveness and Innovation 
(EACI) of important parts of the EIP (the Enterprise Europe Network and eco-
innovation, as well as IPR activities) further makes it SME-friendly. 

Based on the data from the 2008 and 2009 calls, for instance, the Eco-innovation 
scheme had achieved an SME participation rate of more than 65% of the total 
number of participants. Similarly, although not directly targeted in the Europe 
INNOVA initiative, an important number of SMEs – more than 300 per project - 
are expected to benefit from the tools developed or adopted. 

Under the financial instruments 95% of the loans are lower than €150.000, which 
reflects the SME population of beneficiaries. In this area, one barrier to accessing 
the programme is the absence of financial intermediaries in some countries, 
especially where priority is given to different types of instruments such as the 
structural funds (e.g. Greece). 

Another important asset of the EIP programme is the Enterprise Europe Network, 
which can offer a precious asset for small enterprises: proximity, be it for deliver 
simple information of EU programmes in the SME language, to find business 
partners across borders or to transfer a technology. 

 

41. Which kind of SMEs (type of business and size of companies) benefited most of 
the programme or have encountered the most difficulty and for what reason?  

Commission's answer:  

This question falls under the responsibility of Vice-president Tajani 

 

It should be reminded that, apart from exceptions like the eco-innovation scheme, 
no SME-test is performed under EIP actions, which are open to all sort of 
enterprises. This is an important simplification factor. 

Nevertheless, evaluations found that SMEs are indeed major beneficiaries of the 
programme thanks to some of its features: small size of projects/loans, access 
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points at proximity and/or specialised in dealing with and SMEs constituency (the 
Enterprise Europe Network and the EACI), simple rules (only the financial 
regulation, no specific rules of participation). 

The high SME participation rate in the eco-innovation scheme is also linked to the 
possibility to have one-enterprise, one-country proposals, provided that the EU 
added value is demonstrated through other factors. 

Feedback received on difficulties is very limited and not coming from SMEs but 
rather from intermediaries (e.g. some financial intermediaries complain about the 
EIF requirements). In addition, due to its very nature, the Enterprise Europe 
Network cannot see an even high level of performance in all its 600 network 
partners distributed in more than 50 countries and the Commission addresses 
unsatisfactory performance of some of its partners in close cooperation with the 
EACI. 

 

Cooperation with the European Space Agency (ESA) 

42. Could the Commission explain how it cooperates with ESA, in particular with 
regard to the satellite navigation programmes (EGNOS and GALILEO)? 

Commission's answer:  

This question falls under the responsibility of Vice-president Tajani 

 

The financial envelope allocated to the GNSS Programmes for the period 2007-
2013 is EUR 3405 million, including EUR 400 million made available under 
FP7. This amount covers activities related to the development and deployment of 
the Galileo programme as well as activities related to the EGNOS programme. 

While the Commission is the manager of the GNSS programmes, the European 
Space Agency (ESA), due to its technical capacity and expertise, continues to play 
an important role in implementing the programmes as the design and procurement 
agent. 

To ensure the strict division of responsibilities between the two parties, the 
Commission, respectively for Galileo and EGNOS, concluded multi-annual 
delegation agreements with ESA. These agreements lay down conditions for 
managing the funds, and in particular actions to be implemented, applicable 
procurement rules, the relevant financing, management procedures and rules 
regarding the ownership of tangible and intangible assets. 

The procurement process applied by ESA in the implementation of the delegated 
activities is governed by Union procurement rules as laid down in the EU 
Financial Regulation. 

 

Staff related questions 

43. It is understood that the DG RTD is alerted about the high staff moves in the 
Euratom programme with regard to the correspondence of the jobs to the tasks of 
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the budgets from which they are financed. Can the Commission provide more 
details? What have been the measures the Commission has taken to tackle this 
problem?  

Commission's answer:  

With the major reorganisation of DG RTD on 1/01/2011 the two former 
Directorates J (Energy - Euratom) and K (Energy) were merged to form the new 
Directorate K. The merger of the two Directorates concerned about 260 staff 
members. On this occasion a number of functions were reattributed and combined. 
Consequently the budget allocation (EC or EURATOM budget) as well as the 
corresponding Activity Based Budgeting attributions were modified. This process 
took some time to be fully implemented. An in-depth analysis was undertaken 
when the situation was stabilised at the end of 2011, during the preparation of the 
Annual Activity Report 2011 and Annual Management Plans 2012. The necessary 
modifications were implemented in the Commission's HR Management tool. 

 

44. Could you provide us with the training strategy of your Directorate General? How 
many staff operate as internal trainers (how many hours)? How many days does 
the staff of DG Research spend on average on training (internal/external)? How 
much money does the Directorate General Research spend on training measures in 
total/ per employee (contract agent/ official)? What amount of money is used for 
external trainers? What was your experience with the, in the meantime abolished, 
career development maps? Were they useful for the staff development? Were they 
followed by staff and controlled by Managers? In regard to training courses, what 
is the procedure for identifying the needs of staff?  

Commission's answer:  

The training strategy of DG RTD can be found in Annex 2. 

144 staff members in DG Research occasionally work as internal trainers.  The 
number of hours devoted to a training course depends on its subject. Some courses 
are offered once a month, others once to twice a year. Subsequently the number of 
hours given by internal trainers may vary from 2 to 60 per year. 

In 2011, the number of days spent in training by DG Research staff amounted to 
7.81 to which should be added 2.5 days estimated as corresponding to 'on the job' 
training. Therefore, the total average was 10.31 days, of which: 

- Internal training = 9.69 days per staff member 

- External training = 0.62 days per staff member 

In 2011, DG Research devoted a total amount of 652,608.87€ to training 
measures. This is an average of €363.17 per staff member. The total budget 
amount is used to finance external trainers, for internal trainers this is part of their 
professional duties. 

Contractual Agents have the same rights as statutory staff with regard to training. 
There is therefore no data available on expenditure by staff category. 

On 31 March 2011 84% of the staff of DG Research had a Training Map 
validated. 
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The training map had some usefulness for staff development since it formed a 
basis for discussions on career development and training needs at the moment of 
the annual appraisal exercise. 

Training Maps were discussed with the hierarchy prior to validation by the 
Manager. On average 40% of training courses identified in Training Maps were 
followed by staff. The gap can be explained as new training needs arose and staff 
had to manage priorities, and new training courses, more targeted to training needs 
identified, were launched after the Training Map's deadline. 

A Working Group, in the field of training activities relating to the 7th Framework 
Programme, Innovation, ERA and Horizon 2020, supports the DG Research & 
Innovation training team in: 

- Ensuring the overall coherence of DG Research and Innovation Learning and 
Developing (L&D) policy and actions; 

- Giving advice to Senior Management on L&D policy and actions to ensure that 
L&D supports coherently the organisational strategy of the DG; 

- Identifying L&D needs of staff and designing the content of the annual strategic 
framework for L&D; 

- Analysis of courses' evaluation forms, in order to improve existing courses and 
develop new training modules whenever necessary. 

 

45. Could you please provide us with statistical information regarding the application 
of the flexitime regime applied by Commission officials and temporary agents 
(each grade AD/AST 5 - 16) in your DG in 2011?  

Commission's answer:  

The participation ratio by grade, representing the population that has effectively 
registered for the flexitime regime, divided by the number of eligible persons, is 
as follows: 

 

The recovery ratio by grade, which represents the proportion of extra hours 
recovered (for those registered for flexitime), is as follows: 

 

In summary, 40,2 % of (registered) extra time worked by AD's and 65,2 % by 
AST's are recuperated. That means that 59,8 % of (registered) extra time worked 
by AD's and 34,8% by AST's are not recovered. 
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Recommendations 

46. Der Hof empfiehlt, die Qualität der Prüfungsunterlagen zu verbessern. Kann die 
Kommission ihre Prüfungsunterlagen und ihre Verbesserungsvorschläge 
vorstellen?  

Commission's answer:  

The Commission will carry out a range of visits to its contracted auditors to ensure 
that their documentation fully meets international standards and the requirement 
for public accountability. All the auditors will be visited before the end of 2013. 

 

Getting results from the EU budget 

In the part of its annual activity report 2011 concerning the "Achievement by policy 
area", DG Research and Innovation refers to its contribution to the EU 2020 strategy, 
and mainly to the Flagship initiative entitled " Innovation Union" (See COM (2010) 
546). 

The EU 2020 strategy is the Union strategy for growth and jobs supposed to be the 
response of the Union to the economic crisis (see "Europe 2020: a strategy for smart, 
sustainable, and inclusive growth", COM (2010)2020 final agreed by the Member 
States at the June 2010 European Council). 

2011 is the first full year of implementation of the Strategy. 

47. To which extend did DG Research contribute to the achievements of the main 
objectives of the Strategy?  

 
 Which SMART objectives are foreseen to this effect in the annual 

management plan of the DG?  
 Is there any mechanism in place in order to evaluate the performance of the 

DG?  
 If yes, how does it meet the requirements of the ECA in terms of relevance, 

comparability, and reliability and European added value?  

Commission's answer:  

DG Research's main objective is to contribute to one of the core priorities of the 
Europe 2020 Strategy: the development of an economy based on knowledge and 
innovation. This is the 'smart growth' component of the Strategy and includes the 
headline objective of increasing spending on R&D to 3% of GDP by 2020. 

DG Research's annual management plan gives an idea of its contribution to this 
Strategy. With 23 different activities, almost 50 specific objectives and more than 
130 indicators, this DG makes a real effort to provide a full report on its activities 
to the Budgetary Authority. 

In this context, the Innovation Union flagship initiative provides a comprehensive 
set of actions for stepping up research and innovation performance. DG Research 
is a major contributor to the Innovation Union initiative and is also responsible for 
the overall coordination and the monitoring of the efforts of the Commission in 
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this framework. DG RTD monitors and reports in its annual management plan on 
a number of indicators highly relevant to innovation, such as patent applications 
or top scientific publications. 

The European Research Area (ERA) is another major component of DG 
Research's contribution to Europe 2020. To maximise the return on the investment 
made on research and innovation, Europe must increase the efficiency, 
effectiveness and excellence of its public research system. The ERA seeks to open 
up and connect the national research systems in order to make them more 
competitive and, in the same time, to reinforce trans-national cooperation. Here 
again, through its annual management plan, the DG monitors and reports on 
relevant indicators, such as the setting-up of common research infrastructures or 
the scientific publications by authors from several member states. 

Finally, the bulk of DG Research's daily work is focussed on the management of 
the 7th Framework Programme for Research, which will be replaced by Horizon 
2020 as from next year. The DG's annual management plan contains a set of 
common indicators that assess the results obtained by each thematic programme in 
areas like scientific publications, intellectual property rights or industrial 
participation. 

The Annual Activity Report will further report on the achievement against all 
main indicators. 

The Commission considers that this is a suitable framework that allows for the 
evaluation of its work. 

 

48. How did DG Research coordinate its actions with other services of the 
Commission in order to implement the Flagship Initiative Innovation Union?  

 How many meetings of the groups of Commissioners for the 
innovation (created by the Commission on 28 April 2010) took place? 

Commission's answer:  

Following the very close cooperation in the design of the Innovation Union 
strategy coordination with other Commission services is ensured through: 

1. The Commissioners' Group on innovation, which have already met 6 times (7th 
meeting scheduled for 5 December). 

2. The dedicated inter-service group on Innovation Union. 

3. The dedicated inter-service and inter-Cabinet group on European Innovation 
Partnerships. 

 

49. As the Innovation Union flagship initiative has been developed alongside the 
flagship initiative on a Industrial Policy for the globalisation Era, and 
complements other flagship initiatives such as the Digital Agenda, Youth on the 
Move and the Agenda for New skills and Jobs (COM(2010)1161),  

 How DG Research has been involved in the achievement of those other 
flagship initiatives?  

 By which mechanism(s) the consistency between all the different flagships 
initiatives had been assured?  
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Commission's answer:  

Actions under the different flagship initiatives have been prepared through direct 
contacts between the Commissioners, cabinets and services, as well as a process 
of preparation through Commissioners groups to advance developments on the 
flagships, ensure consistency and prepare for collegiate discussion and decision 
(including, of course, also the standard inter-service consultation process). 

These Commissioner groups have worked on the basis of a mandate from the 
President, and the President's Cabinet and SG have participated in all groups. 
Notably, there is a group on Innovation chaired by Commissioner Geoghegan-
Quinn, a group on Industrial Policy chaired by Vice-President Tajani, and a group 
on the Digital Agenda chaired by Vice-President Kroes. 

DG Research and Innovation has been co-developing and following-through 
actions under the Industrial Policy flagship in particular on aspects related to 
facilitating investment in new technologies and innovation, promoting the demand 
for innovative goods and services, and access to finance. The DG has also been 
closely involved in ensuring progress on Digital Agenda actions especially under 
its Research and Innovation Pillar and its Digital Single Market Pillar. 

DG RTD has contributed to the Youth on the Move flagship, notably in activities 
related to promoting the attractiveness of higher education for the knowledge 
economy, knowledge partnerships and stronger links between education, research 
and innovation. The DG has also been contributing to the Agenda for New Skills 
and Jobs a multi-dimensional ranking and information tool and the modernisation 
of higher education flagships, particularly on the topics of researchers' mobility, 
skills upgrades and matching. 

The different initiatives are coordinated under the umbrella of the 'Europe 2020' 
strategy, which is coordinated across the Commission by the Secretariat General, 
under the oversight of the President. 

 

* * * 



Country

No. % euro %

AT - Austria 571 2,88% 190730864 2,81%

BE - Belgium 804 4,06% 270122444 3,97%

BG - Bulgaria 109 0,55% 15239450 0,22%

CY - Cyprus 66 0,33% 11533870 0,17%

CZ - Czech Republic 205 1,03% 48168797 0,71%

DE - Germany 2591 13,08% 1085896356 15,97%

DK - Denmark 415 2,09% 151463771 2,23%

EE - Estonia 63 0,32% 9358923 0,14%

EL - Greece 537 2,71% 153036554 2,25%

ES - Spain 1709 8,62% 543919499 8,00%

FI - Finland 364 1,84% 114007383 1,68%

FR - France 1743 8,80% 687137130 10,11%

HU - Hungary 232 1,17% 46795479 0,69%

IE - Ireland 299 1,51% 96250339 1,42%

IT - Italy 1748 8,82% 563219504 8,29%

LT - Lithuania 63 0,32% 7341381 0,11%

LU - Luxembourg 25 0,13% 10749903 0,16%

LV - Latvia 38 0,19% 6337422 0,09%

MT - Malta 28 0,14% 2637178 0,04%

NL - Netherlands 1199 6,05% 475431553 6,99%

PL - Poland 350 1,77% 74440661 1,10%

PT - Portugal 311 1,57% 77846070 1,15%

RO - Romania 140 0,71% 19532918 0,29%

SE - Sweden 614 3,10% 240702692 3,54%

SI - Slovenia 118 0,60% 23369589 0,34%

SK - Slovakia 65 0,33% 9562248 0,14%

EU - European Union (JRC) 55 0,28% 15238579 0,22%

UK - United Kingdom 2634 13,29% 1083622799 15,94%

Total for Member States 17096 86,28% 6033693356 88,76%

HR - Croatia 79 0,40% 17539013 0,26%

IS - Iceland 52 0,26% 17558959 0,26%

ME - Montenegro 6 0,03% 86558 0,00%
MK - Former Yugoslav Republic of 

Macedonia 14 0,07% 1046131 0,02%

RS - Serbia 55 0,28% 6799704 0,10%

TR - Turkey 220 1,11% 30709718 0,45%

Total for Candidate Countries 426 2,15% 73740083 1,08%

AL - Albania 3 0,02% 217583 0,00%

BA - Bosnia and Herzegovina 3 0,02% 558685 0,01%

CH - Switzerland 644 3,25% 300219943 4,42%

FO - Faroe Islands 2 0,01% 455749 0,01%

IL - Israel 312 1,57% 141109202 2,08%

LI - Liechtenstein 3 0,02% 735501 0,01%

MD - Moldova (Republic of) 6 0,03% 581318 0,01%

NO - Norway 357 1,80% 122616913 1,80%

Total for Associated Countries 1330 6,71% 566494894 8,33%

Third Countries Total for Third Countries 963 4,86% 123674487 1,82%

Total 19815 100,00% 6797602820 100,00%

Report generated on: 2012/11/19,04:05 PM

E-CORDA extraction date: 2012/10/18

Candidate Countries

Associated Countries

Table 1. FP7 Paricipation and Requested EC Financial Contribution in Signed Grant Agreements by Country

All Project Participants

Projects Signed in 2011

Member States

Participants from a 

Country

EC Financial Contribution for 

Participants from a Country
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1 INTRODUCTION  

DG RTD has a number of policy dossiers in progress and at different stages of implementation 

(Horizon 2020, Innovation Union, ERA, International Cooperation, Bio-economy, etc). They all 

reflect the direction our DG is taking towards becoming a more policy-oriented DG within the 

Commission. Over time, this will lead to a correspondingly reduced focus on programme/project 

implementation and management.   

 

Accompanying measures for supporting and helping staff to adapt their skills (knowledge and 

know-how) to this gradual shift of role are fundamental in making a success of this transition. A 

new Learning and Development policy should therefore be put in place over the coming years to 

assist this process. 

 

The content of the LDF 2012-2013 is structured in order to give to the reader: 1) a background 

on the Commission L&D policy and the related main HR and RTD actors, including recognition of 

the work provided by RTD internal trainers who are the representatives of DG RTD's knowledge 

base; 2) an assessment of some of the main challenges ahead which our DG will have to face in 

the coming years (L&D and Organisational change; mind shift and physical move).  

 

The subsequent chapters (3 to 5) have been structured in order to give an overview of the main 

actions and activities, both current and under development, which are planned for 2012 and the 

beginning of 2013, taking into account the identified priorities. Chapter 4 will focus on courses 

which support staff in usual and on-going core business activities and Chapter 5 will focus on 

specific target groups and recommended training.  

  

1.1 The Commission Learning and Development (L&D) Policy 

In line with Article 24a of the Staff Regulations and the Commission Decision of 7 May 2002 on 

staff training, DG HR ensures the overall coherence of training policy and actions in the 

Commission, identifies training needs which lie in the interest of the Commission as a whole, and 

designates training actions which have a compulsory character or are essential prerequisites for 

individual career development. These actions are generally presented annually in the 

Commission's Learning and Development Framework (LDF). To complement this, each DG 

develops its own strategic framework for learning based on needs deriving from the policy of the 

DG. 

 

The main principles of the Decision of 7 May are still pertinent. However in 2006, after the 

Commission-wide Learning Day, the Training Unit in DG HR (at that time ADMIN) changed its 

name into the Learning and Development Unit.  DG HR realised that the 2002 strategy implicitly 

requires motivational, organisational and ground work that goes beyond the sphere of individual 

learning of competencies (training). This therefore defined the need for a larger and deeper 

paradigm of "learning and development".   

 

The Central Learning and Development Unit (HR.B.3)  
This Unit identifies L&D needs which are in the interest of the Commission as a whole. Based on 

these needs, it communicates recommendations and instructions, as appropriate, to DGs covering 

L&D activities in the interest of the Commission, including specialist skills areas and functions 

which are found in all DGs. Since 2006 HR.B.3 has been piloting a number of initiatives and 

exploring new ground to better refine and implement the Commission L&D strategy.  

 

The Local L&D Team (RTD-R.1(general training) and R.3 (IT training))  
It establishes a strategic framework for L&D (LDF) within the DG which is usually published in the 

first trimester of each year. It is based on needs expressed by Directors, Heads of Unit and Staff 

during the consultation exercise launched by the L&D Team in November and the instructions 

received from DG HR B.3.  The L&D team liaise with the internal trainers concerned to organise 

new courses.  However, the content and delivery of such courses relies on the input of the 

specialists in that particular field and is not therefore the remit of R.1 who are responsible for the 

management and organisation. 

 

  

http://www.cc.cec/guide/publications/infoadm/1994/no_839.pdf
http://myintracomm.ec.europa.eu/hr_admin/en/training/policy/Documents/com_training_decision_7may2002_en.pdf
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The RTD Learning and Development Working Group 

The Working Group on Learning and Development Activities for Research and Innovation (L&D 

WG) was formally established in 2011. Members representing each Directorate were nominated 

and the mandate clearly defines the role the WG will have in supporting RTD R.1 in defining the 

L&D policy and activities for DG RTD in the coming years. In particular the members will act as 

spokespersons for each Directorate in terms of L&D needs as well as offers in their specific field of 

competence.  

 

The Learning and Development Framework (LDF) 2012-2013 has been designed with the support 

of the L&D working group and three sub-groups (Policy, ERA and Innovation and FP7).  

 

The internal trainers 

Courses on our core competencies are given by internal trainers who currently number around 90 

of our staff. Initially DG RTD staff undertook this task in addition to their normal workload on a 

personal motivation basis. The next step, as defined in the note ARES (2011)1151325 of 27 

October 2011, signed by the RTD Director of Resources and addressed to all Directors, will be to 

include this ad-hoc task in the job description of each internal trainer. R.1 will make every effort 

to implement this by September 2012.  

 

1.2 L&D and Organisational Change: an Obligatory Synergy  

The essential nature of the role of learning in adapting to changes, modernising working methods 

and helping staff to adapt is a key element in organisational success. 

 

R.1 and the L&D Working Group are developing the L&D policy for RTD for the years to come. 

L&D policy is, however, only one aspect of the whole issue of organisational change that lies 

ahead brought about by the changing profile of the DG from project management towards policy 

design. The challenges are manifold. DG RTD should take advantage of its human capital and 

collective intelligence.  The L&D policy should be based on two main pillars: formal learning and 

informal learning. 

 

1.2.1 Human Potential 

DG RTD's major asset is its human potential. It needs to be attractive to the best talents and be 

an employer of choice by promoting an attractive working environment and offering learning and 

development opportunities. In this respect RTD L&D activities will be linked to the DG's talent 

management programme and associated with flexible working arrangements to attract and retain 

the best staff. Investing in human capital means giving the possibility to everyone to develop 

personal talent and build up the necessary skills to better serve the institution. This includes 

promoting changes in the career path to achieve "the right person in the right place at the right 

time".  

 

In a strategic human resources planning perspective, L&D activities can be designed to deliver 

specific skills in a short period of time to meet an immediate need, or designed to achieve 

broader requirements over a longer period.  

 

1.2.2 RTD Collective Intelligence 

The EU's innovation agenda is a complex policy area in which several actors overlap (DG ENTR, 

REGIO, MARKT and research family DGs), and it requires coordinated efforts to manage 

meaningful policy dialogues and find new ways of collaboration with external and internal 

stakeholders in the related policy fields. In addition, in view of the trend towards externalisation 

of project management and implementation and the Commission's staff reduction programme, 

DG RTD's Human Resources management strategy will require new management modes, building 

on existing resources and expertise already within our walls. All these complex challenges provide 

an excellent opportunity to bring a novel organisational and working culture to life in which both 

management and staff participate together to deliver on the Europe 2020 innovation agenda, 

exploiting the collective intelligence that already exists within the Commission. 

 

Successful organisational change should ideally be based on the engagement and mobilisation of 

all staff, building the vision and designing the necessary actions together. Participatory practices 



 6 

and co-creation processes are effective ways of delivering on such an agenda and many examples 

exist Commission-wide. 

 

Furthermore, teamwork is essential to create an effective environment for policy-making needs. 

Policy design is not a one-man show, not even the work of one unit, and the complexities of the 

issues require versatility, flexibility and the exploration of multiple perspectives and expertise. 

Working in teams develops communication and organisational skills, facilitates collaborative 

learning (informal learning) and creates a sense of "unity" and results in common ownership for 

delivering results.  

 

Teamwork and policy-making go hand-in-hand for the following reasons: 

 

 both policy-making and teamwork are interactive processes that require open 

communication channels (dialogue), collaboration and networking with (internal and 

external) stakeholders;  

 

 both necessitate bringing together individuals with various and complementary 

skills/competences/expertise/backgrounds/perspectives/interests to mobilise collective 

intelligence in dealing with complex issues (everything we need for a complex task is not 

found in one person but more likely in groups/teams);   

 

 both processes facilitate unlocking individual potential by making the individual part of 

the knowledge creation process (= ensures engagement) which involves constant 

learning from one another and from our collective experiences where self-reflection 

further improves the process;  

 

 both build on co-operation and collaboration to co-create solutions;  

 

 Both involve design thinking, process engineering, experimentation and risk taking that 

is conducive to innovation. (NOT: linear thinking along established procedures or 

“routine”) 

 

1.2.3 Formal and Informal Learning 

Research demonstrates that 80% of learning occurs informally whether through on-the-job 

training, peer-to-peer coaching, internet, social media, etc. It is a key component of a talent, 

performance and career management strategy which is structured in two pillars: formal learning 

and informal learning.  

 

DG RTD L&D strategy for the future will focus on the delivery of formal learning actions in such a 

way as to create the right conditions to make informal learning occur spontaneously and optimise 

its effects.  Informal learning cannot be directed or imposed but can be supported through a 

suitable working culture and a solid formal training programme.    

 

Formal learning (i.e. classroom training, seminars, master classes, E-learning, coaching etc) 

 

In the context of formal learning, a coherent learning offer will be developed and implemented 

both at central and local level with an increased attention to who is best placed to deliver what, in 

a cost-efficient way.  It will be structured according to political and strategic priorities and provide 

learning solutions which are customised on the basis of identified needs and target population. 

 

Informal learning (i.e. shared information with colleagues, staff meetings, knowledge networks, wikis, 

communities of practice, participatory approaches, mentor programmes, reading, internet research, etc.) 
 

Informal learning processes create positive dynamics and conditions to optimise learning by 

boosting motivation, engagement, and the transmission of knowledge. 

 

Since informal learning is related to more "on-the-job" training, Heads of Unit should be prepared 

and trained (formal learning) to assume their responsibilities in this respect.  
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L&D is not a miracle solution to all the challenges ahead of us, but it can certainly significantly 

contribute to the adjustments in our staff policy in the mid-term context of reducing our 

resources and it has a strategic role in maintaining and developing the organisation's capacity to 

deliver successfully its political priorities. There is scope for more qualitative HR management 

which will aim at getting the best out of each staff member through enhanced HR processes.  

 

1.3 Mind Shift and Physical Move  

DG RTD staff is engaged in a process of change and transformation both in terms of a mind shift 

(from programme/project officer to policy officer) and physical move (to Orban/COVE + 

externalisation). 

  

We are moving from:  
 

 Programme implementation to Policy design with an externalisation of our programme 

management and implementation activities which will be made progressively until 2017.  
 FP7 to Horizon 2020, Innovation Union, ERA, International cooperation and more.  
 The current organisational structure to the new one foreseen by the end of 2012 

(reorganisation). 
 Our current buildings (SDME and CDMA) to ORBAN and COVE by end of 2012.  
 Programmme/Project officer of today to the experienced Policy design officer of tomorrow. 

   
This is an intense programme which will consume a large proportion of our resources in the next 

two years. Management and Staff need support to ease the transformation and build up a 

Research and Innovation internal community which must be able to contribute fully to the mission 

of our DG. The Learning and Development team from R.1, the L&D Working Group and the 

Internal Communication team from A.1 will help and support our DG in this process. They are 

working together to prepare "the shift".  An enhanced internal communication structure, whose 

activities will be complementary to dedicated learning, training and development, will 

constitute the reference pillars in the years to come which will help us to move gradually to the 

future taking the full benefit from all our talents.  

2 L & D:  THE APPRAISAL EXERCISE AND THE COMMISSION TARGET 

The appraisal exercise 

The new 2012 appraisal exercise includes a section on training in the self-assessment and 

appraisal report in Sysper2 and training is an integral part of this exercise. The appraisal dialogue 

between Reporting Officer and Jobholder should include a discussion on the evaluation of the 

training actions followed in 2011 and an assessment of needs for 2012.  

 

The new approach will ensure that the learning needs of staff members are identified at least 

once a year during the appraisal exercise.  The Line Manager and the staff member will discuss 

and record the learning needs in order to develop the skills necessary to achieve the objectives 

set, including compulsory learning.  After the dialogue, staff members are encouraged to play an 

active role in promoting their own learning, by taking appropriate measures to develop the 

necessary skills and fulfil the needs identified.  The Training Passport, recording all training 

activities undertaken by the staff member, is kept up-to-date and will serve as a basis for the 

dialogue of the next appraisal exercise. 

 

As set out in the 7 May 2002 Decision on Staff Training, and stated in the Internal Control 

Standard N° 4, an effective staff development plan should take into account individual training 

requests and the collective skills and competences needed to meet the DG's/Directorate's/Unit's 

objectives. Therefore, performing an analysis to detect significant gaps between required and 

available skills and competencies in the entity can be an effective means of improving staff 

development. 

 

The individual training plan, which must list the training needs, should take into account the:  

 

o priorities determined by the Commission’s general Learning and Development Framework, 

o priorities as determined by this document, 
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o jobholder’s self-assessment and evaluation, 

o job description, competency and conduct framework and work objectives, 

o occasional functions carried out by the Jobholder, 

o personal interest of the staff member in the wider organisational context. 

 
Commission L&D target 

The overall objective of the Commission is to achieve an average of 10 days of learning activities 

per person. As an indication, these 10 days could, for instance, be distributed as follows: 

 

 3.5 days of attendance in formal learning events per staff member; 

 2.5 days of language learning on average per annum for all staff (which amounts to one 

out of five staff members attending a language course), with first priority given to training 

for staff covered by Article 45(2) of the Staff Regulations; 

 1.5 days of end-user IT training per staff member; and 

 2.5 days of on-the-job learning per staff member, such as tutoring, mentoring, job 

shadowing etc. (to be organised by the line manager). 

 

The figure of 10 days is a target average and is neither a mandatory objective nor limiting factor 

for any member of staff. Any training must be justified by a genuine need. There may be, 

therefore, a large difference in the amount of training required by a new entrant and that 

required by an experienced official.  

3 DG RTD L&D PRIORITIES  

The main objective of the DG Research and Innovation Learning and Development Framework 

2012-2013 (LDF 2012) is to ensure a coherent approach at DG level in the identification of 

training priorities for 2012, while at the same time safeguarding the cost effectiveness of the 

training budget in the definition and implementation of training activities.  

 

At the end of 2011, R.1 launched a consultation with the Directorates with a view to determining 

learning, training and development needs and priorities for 2012.  The response from this 

consultation together with the reflections of the L&D Working Group have enabled R.1 to define 

the following priorities for Learning and Development in DG Research and Innovation for 2012 

and beyond:  

 

 The shift to a policy oriented DG: policy officers as the designer of the EU research and 

innovation policy 

 The European Research Area and the Innovation Union flagship:  broadening staff 

knowledge & competences 

 FP7 and Horizon 2020: the on-going training support and the transition 

 

Furthermore, actions which concern L&D as a support to organisational change and staff 

engagement have also been considered as a priority by the L&D Working Group and R1. 

 

Unit R.1 reserves the right to add new training priorities during 2012. These additional training 

priorities may arise, for example, as a result of feedback from the participants or as a result of 

internal audits. Directorates may also request new courses in the course of the year. 

 

3.1 The Shift to a Policy Oriented DG: Policy Officers as the Designer of the EU 

Research and Innovation Policy 

The Innovation Union flagship initiative as well as the 2011 reorganisation of our DG to reflect a 

"Research and Innovation DG" has led to the strengthening of policy-related activities. The 

forthcoming ERA Framework and the new orientation of the framework programmes starting with 

Horizon 2020 (with a substantial increase of the percentage of EU funds for which the 

management will be externalised) calls for a further strengthening of our DG's policy role. To 

comply with the current and progressive shift, our DG needs highly skilled policy officers able to 

design the EU research and innovation policy of the future.  

 

Policy training has therefore become essential at all levels of responsibility.  
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3.1.1 RTD Policy Training  

The need to identify the optimal policy officer profile responding to the current and future 

challenges facing DG RTD has become imperative in order to identify L&D needs for management 

and staff. In this light and with the objective to respond to pressing L&D needs, R.1, with the 

support of the L&D Working Group, has proposed a series of pilot courses which are regularly 

fine-tuned following feedback from participants.   

 
3.1.1.1 Local courses organised by RTD 

R.1 with the support of the L&D sub-group on Policy training has designed a series of three 

training modules which, when taken as a whole, will constitute the essential RTD-specific training 

for policy officers and all those who want to consolidate their knowledge of research and 

innovation policies. 

 

This "essential training" aims to contextualise and analyse EU research and innovation policy in 

relation to: the history of European integration; developments in national research and innovation 

policies in Europe and beyond; developments in other EU policies. 

  

Participants will attain a broad understanding of the research and innovation policy dynamics as 

well as the ability to make connections among EU, Member States and Third Country research 

and innovation policies, strategies and programmes.  

  

The three modules are complementary to more specific training modules (see chapter 3.2) on 

current developments (Innovation Union, Horizon 2020, ERA, etc) as well as modules on policy 

support tools and processes (forward-looking activities, evaluation and impact assessment, etc.) 

which will be developed in the near future. 

 

More specific training modules supporting the broadening of the policy officer "culture", such as 

the  'Vademecum on working relations with the EEAS' and the 'Vademecum on the external action 

of the Union (GICE)', provided by Sec Gen F.3, have been included in DG RTD's catalogue. 

 

3.1.1.2 Courses organised by other DGs 

At this stage, in order to explore what is existing and could be useful to broaden staff skills 

(knowledge and know-how) on policy and working relations with other International Institutions 

and DGs, special attention has been given to existing courses organised by other DGs with a 

general content on European Policy and decision-making processes (see some examples in the 

box below from the Syslog catalogue). Information on these courses will be highlighted through 

our DG communication channels (RTD Training Bulletin, Newsletter, and Intranet) and will be 

organised locally at a later stage should demand exist and resources permit.  

 

General Knowledge (Syslog catalogue) 

Basic training on decision-making procedures: 

 Understanding EU Decision Making: Principles, Procedures and Practice 

(CTO_DECMAK) 

 ARIANE I - Internal and inter-institutional decision-making procedures 

Internal policies and procedures: 

 Policy Making - EU Practice in the light of theories (CTO_POLICY_MAK) 

Inter-institutional relations: 

 ARIANE IV – Inter-institutional Relations: Relations with European Parliament - 

Basic level (The "Advanced level" course only if particular need arises) 
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 ARIANE IV – Inter-institutional Relations: Relations with the Council of Ministers 

Leadership and management/strategic management: 

 ARIANE IV - ABM - Hands-on workshop; Objectives and Indicators 

 

R.1 and the L&D Working Group will, in the coming months, also propose to management and 

staff one set of highly recommended courses (some examples are given in the box below from 

the Syslog catalogue) which could be grouped together under the heading  'Evidence based 

policy making'  composed of courses on ex-ante and ex-post evaluation. This should be 

considered as a "must" to be included in any policy officer's skills portfolio.  

 

Evidence based policy making (Syslog catalogue) 

Impact assessment (ex ante) 

 Impact Assessment (CTO_IA) 

 ARIANE IV - Impact Assessment  

 Adv. workshop I: The Analytical Steps of Impact Assessment 

 Adv. workshop II: Introduction in the use of modelling in IA 

 The Economic Evaluation of Projects and Policy Decisions (Advanced course) 

(CTO_ECONOMIC_ADV) 

Evaluation (ex post) 

 ARIANE IV - Evaluation  

 Module 1 - Evaluation and its use in the Commission 

 Module 2: Managing the Evaluation Process (CTO_EVAL_MOD2) 

 

In the current "Essential Policy training" modules, monitoring and evaluation receives a two-hour 

session but it needs to be made into a more practical (one or two-day) course with special 

attention to Research and Innovation related issues. 

 

Courses more focused on RTD policy will be developed and designed upon request.  

 

3.1.2 Skills/competences Development for Policy Officers 

People learn how to do their jobs informally – talking, observing others, "learning by 

doing"/hands-on experience, or simply working with people they know (e.g. teamwork). It has 

already been stated that training and workshops (formal learning) account for only 10 to 20% of 

what people learn at work.  

 

In this context, R.1 will enlist the help of ad-hoc "conversation groups", to propose for discussion 

in the L&D Working Group, by the end of 2012, a "Policy maker's tool kit" (for policy making and 

innovation) where both formal learning and informal learning opportunities will be considered. 

The conversation groups would be composed of members of the L&D Working Group, experienced 

colleagues and, possibly, experts from elsewhere in the Commission. 

 

The draft structure of the tool kit might be similar to the following: 

 

Policy maker's tool kit  

a) Knowledge and effective use of analytical tools and methods, problem 

solving techniques and process design (e.g. SWOT analysis, formulation of the right 

questions, concept mapping, cause and effect analysis, intervention logic, scenario 
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building, establishing roadmaps, etc.) 

b) Horizon scanning, strategic (S&T) intelligence, foresight activities; 

d) Effective use of available resources, knowledge management [e.g. a) journals, 

analytical reports (e.g. OECD, national reports, international organisations, etc.), b) 

human resources: other colleagues in Policy DGs whose policy fields are related to the 

issue at stake, stakeholders, etc.]; 

c) Collaboration and teamwork - teamwork needs to be encouraged so that informal 

learning can take place (team roles, collaborative environments, tools, etc.). 

e) Networking and effective communication (with internal and external 

stakeholders). Good opportunities for informal and social learning. 

 
3.2 The European Research Area and the Innovation Union:  Broadening Staff 

Knowledge & Competences 

The Directorate-General for Research and Innovation's mission is to develop and implement the 

European research and innovation policy with a view to achieving the goals of Europe 2020 and 

the Innovation Union. 

 

The development of in-house training measures is one of our main priorities. RTD-run training 

actions to assist staff in understanding, communicating and implementing the new research policy 

have been established. 

 

In the context of the Innovation Union, a flagship initiative in the Europe 2020 Strategy, training 

courses were developed by and for DG Research and Innovation staff last year.   These courses 

(one mainly oriented towards the needs of policy officers, the other towards the needs of 

programme officers) will continue to be offered this year. 

 

During the Induction Day, newcomers receive a general introduction to the Europe 2020 initiative, 

including the Innovation Union and Horizon 2020. 

 

In 2010, DG RTD developed an internal training course on ERA.  This will continue to be offered 

again in 2012 and it will include a section on the implications of the Commission Communication 

on the ERA Framework. 

 

3.2.1 Updated Courses 

The Innovation Policy for Policy Officers (RTD_INNO_POLICY): The course aims to provide 

a better understanding of innovation, including questions relating to the measuring and analysis 

of innovation performance, the implementation of the Innovation Union flagship initiative and our 

role in building the Innovation Union, as well as support for policy officers through theoretical and 

practical examples and tools.  It will be offered twice this year, to up to a total of 100 colleagues.  

The Innovation Policy for Programme Officers (RTD_INNO_PROG): This version of the 

course is more specifically geared towards the function of a programme officer.  It will also be 

offered twice in 2012, to up to a total of 160 colleagues. 

European Research Area (RTD_ERA): the course gives insight into achievements, state of 

play and next steps to create the European Research Area and in particular on the preparation 

and implications of the Commission Communication on an ERA Framework "Completing a unified 

European Research Area - Fostering Efficiency, Excellence and Growth".  This course is open to all 

RTD staff and will be offered two to three times this year, to a total of between 100 and 150 

colleagues. 
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3.2.2 New courses 

R.1, with the support of the L&D sub-group on ERA/Innovation, will propose in 2012 a series of 

modules covering the evolution of the European Research policy, designed in-house, in order to 

assist staff to understand and facilitate their daily work.  These modules are:  

 

 

Horizon 2020 – (RTD_HORIZON2020): this training aims to outline the issues at stake in the 

new Framework Programme for Research and Innovation and compare it with FP7. 

 

Executive Agencies REA and ERCEA – (RTD_EX_AGENCIES): The course aims to explain the 

mandate, the internal functioning for both Executive Agencies and the relationship between them 

and DG RTD in the present FP7 and in the future Horizon 2020. 

 

Joint Programming Initiatives – (RTD_JPIs): Participants will understand what the JPIs are, 

their context, nature, objectives and evolution since the creation of the JPI concept in 2008. 

 
Joint Technology Initiatives JTIs - (RTD_JTIs): This will explain the concept and objectives of 

JTIs (IMI, Hydrogen & Fuel cells, Clean Sky), as well as their own particularities regarding their 

internal management and content. 

 

 

All these courses aim to highlight major issues in Horizon 2020 with comparisons to FP7.  Each of 

these modules will be offered at least twice this year. 

 

More modules focusing on the basis for policy making are under development and pilot courses 

will be introduced during the year: 

 
Training on Research and Innovation - Basis for Policy Making  

 

European Research Area (ERA):  Joint and Open funding programmes  

  

European Research Area (ERA): Scientific and Technological excellence and cooperation in 

Europe – FP7 thematic areas 

 

Europe 2020 – R&D intensity target: International flows of business, R&D investments 

 

Europe 2020 strategy:  Structural change towards a more knowledge-intensive economy  

 

Innovation Union:  A more efficient R&I system bringing knowledge to the market 

  

 

In addition, a new course "Euraxess – Researchers in Motion" will be piloted in 2012 for 

Project Officers and will highlight the four axes of the initiative:  Euraxess jobs, Euraxess 

Services, Euraxess Rights and Euraxess Links. 

 

3.3 FP7 and Horizon 2020: the On-going Training Support and the Transition 

In 2012, DG Research & Innovation will continue to offer internal training courses to broaden staff 

knowledge and competences related to FP7. FP7 is beginning to reflect the transition to Horizon 

2020 and is adapting to the new directions the DG is taking. For example, the last FP7 work 

programmes and evaluation criteria are focusing more and more on keywords such as innovation, 

environmental impact, exploitation of results, socio-economic impact. Training offers are 

therefore adapting progressively to these changes. 

Since FP7 still represents DG Research and Innovation's core activity and will do so for at least 

another five years, the continued offer of in-house training measures to assist in its successful 

implementation is one of the main priorities. These courses can be found in the catalogue Syslog 

Web Training/ my DG/ 7th Framework Programme:   

http://www.cc.cec/di/syslog_formation/catalogue/catalogue.cfm 

http://www.cc.cec/di/syslog_formation/catalogue/catalogue.cfm
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Quick Guide for Project/Scientific Officers 

 

At the end of 2011, the Sub-Group on FP7 Training Paths proposed to link, through the Quick 

Guide for Procedures, the training path for Project Officers to Syslog Web Training.  Concretely, a 

"training" button was inserted in each box of the Quick Guide. The purpose was to offer easy 

access to new Project Officers arriving in the DG to the essential training courses to follow in 

order to be operational, depending on the "season" (life cycle) of the project at the time of their 

arrival. This new training path is being "tested" in early 2012 by 3 newly-arrived Project Officers. 

 

The Quick Guide has a webpage on our intranet: 

 (http://intranet-rtd.rtd.cec.eu.int/politique/quick_guide/index.html) 

 

Three other training paths are under construction for the following functions:  
Training path for Policy Officers 

Training path for Financial Officers  

Training path for Contract & Legal Officers 

 

In order to help to define a Policy Officer Profile and the related training path: a pilot Policy 

Officer Training Path (tool kit) will be proposed end 2012-beginning 2013. The compulsory nature 

of each activity will be decided by R.1 and the L&D Working Group following feed-back from 

participants. 

 

You will find below some examples, in different fields, of new courses and "old" courses, 

(re)designed following current L&D needs, which will be proposed to staff in 2012. 

 

3.3.1 Updated FP7 Courses:  

FP7 Legal & Financial Aspects: The internal trainer delivering the presentation on "funding 

schemes, WP and calls" will expand the scope of the Work Programme module to highlight some 

of the key points to be borne in mind when drafting a work programme. This course is given four 

times a year, targeting Project, Financial and Legal Officers with an average of 30-35 participants. 

 

3.3.2 Updated Horizon 2020 Courses:  

Innovation Support for SMEs in Horizon 2020 and Lessons Learnt from Previous 

Framework Programmes: the SME training is to be reshaped with the aim to prepare for 

Horizon 2020, in which SME support will be a cross-cutting issue based on a new strategy (SME 

instrument). The new SME training would aim to explain and prepare for Horizon 2020, while still 

drawing on experience with SME support in FP7, notably via the presentation of the SME progress 

report. This course is given two or three times a year, targeting all DG RTD staff with an average 

of 25-30 participants. 

 

3.3.3 Horizon 2020 New Courses:  

The Horizon 2020 proposal represents a significant break from previous programmes, as it 

integrates previously separate elements to provide seamless financing from research to market.  

There are a number of new instruments and different approaches.  Preparing and training our 

colleagues is critical to the success of the proposal.  For this purpose, R.1, together with the units 

in charge in the DG, will develop specific training courses on new instruments, SMEs, funding 

rules, etc, as and when the adoption process of Horizon 2020 is completed.  

 
3.3.3.1 Policy Aspects: 

Programme Evaluation:  Basic Training for staff involved for the first time in programme 

evaluation or who have a basic knowledge or experience but not specific to RTD. The training 

course consists in two half-day modules (see boxes below): evaluation of research programmes 

and presentation and guidance - from setting a realistic planning that takes into account public 

procurement procedures, to communicating and using evaluation findings.  

 

http://intranet-rtd.rtd.cec.eu.int/politique/quick_guide/index.html
http://intranet-rtd.rtd.cec.eu.int/politique/quick_guide/index.html
http://intranet-rtd.rtd.cec.eu.int/politique/quick_guide/index.html
file:///C:/Documents%20and%20Settings/fonsece/Local%20Settings/Temporary%20Internet%20Files/Content.MSO/WordWebPagePreview/7AB7A7CF.mht
file:///C:/Documents%20and%20Settings/fonsece/Local%20Settings/Temporary%20Internet%20Files/Content.MSO/WordWebPagePreview/24D4EF0.mht
file:///D:/Documents%20and%20Settings/fonsece/Local%20Settings/Temporary%20Internet%20Files/Content.MSO/WordWebPagePreview/DD829ADC.mht
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Module 1  

 Programme evaluation vs. proposal evaluation, new strategy for evaluation in 

H2020. 

 How to conduct an evaluation: time planning, budget. Working with consultancies 

or independent experts: terms of reference (guidelines, best practice, template), 

how to use the framework contract, quality assessment. Internal dissemination 

and use of evaluation results 

 

 

Module 2 

 Overview of the most commonly used tools (analytical, methods and indicators) in 

evaluation of research programmes.  

 Presentation of the monitoring system.  

 Indicators and sources of data. 

 

Ex-ante Impact Assessment:  The course will address the following elements briefly: the role 

of impact assessment in European policy making and the major lines of the IA guidelines with 

RTD relevance.  It will go into more depth on topics related to the field of RTD policy, such as,  

the need for public intervention; the subsidiary principle/European Added Value; objectives and 

the intervention logic; options and analysis of options; monitoring and evaluation (ex post); 

mapping available evidence and designing means to collect data that is not available;  assessing 

the potential impacts and expected effects of public intervention (on stakeholders, economy, 

societal and environmental impacts) and related indicators (with the possible collaboration of C6 

and/or JRC, modelling team). 

 

3.3.3.2 Financial Aspects:  

What are the Existing and Future EU Financial Instruments for RDI? An Operational 

Perspective: This operational training will focus on the current achievements of existing financial 

instruments (e.g. RSFF). It will present the foreseen future financial instruments for debt and 

equity financing proposed under Horizon 2020 (in connection with the proposed COSME 

programme). It will give opportunities to discuss the articulation between funding through grants 

and through financial instruments in thematic areas. It is designed for programme officers and 

colleagues involved in the financing of innovative projects or thematic areas that could benefit 

from financial instruments.  

 

Innovative Financial Instruments for a Better Access to Risk Finance for RDI: a Policy 

Perspective:  This policy training will describe the rational of EU financial instruments to finance 

Research, Development and Innovation. The trainers will explain their key principles to leverage 

private funding, with two main components: debt and equity instruments. Some examples will be 

presented, such as the current RSFF. The focus will be on how financial instruments contribute to 

the policy objectives of the Innovation Union, to notably help innovative SMEs better access to 

risk finance. The increased use of financial instruments in the proposed Horizon 2020 will also be 

presented, in close relationship with the COSME programme.   The course is aimed at policy 

officers and colleagues involved in the design of policies contributing to the Innovation Union or 

dealing with financial instruments for innovation. 

 

3.3.3.3 Ethical Aspects:  

The Ethics Fundamentals from theory to practice in ethics review: workshop including three 

lectures on the basis of ethics in science, proposing in-depth discussion on the integration of 

ethics in FP research projects. This course is given twice a year, targeting Project and Legal 
Officers with an average of 30-35 participants. 
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3.3.3.4 Information Sources: 

Research & Innovation on the WEB: Europa, the Participant Portal, CORDIS. The objective of 

this course is to understand the distinct purpose of each of the Commission's three Research & 

Innovation web portals (EUROPA, the Participant Portal, and CORDIS) and know how to retrieve 

relevant information from each of them. This course is given four times a year, targeting DG RTD 

all staff with an average of 30-35 participants. 

 

3.4 Development of Management Potential  

As in any organisation, senior and middle managers play a key role. The role of Heads of Unit is 

regarded as particularly important in that they must possess specialised professional skills 

(knowledge + know-how) and experience, but also have a high ability to engage and lead teams. 

Specific training actions are needed to raise the level of management skills and create a common 

management culture across the DG. Training programmes will be targeted at improving the 

quality of management and building a strong group of talented and skilled managers. 

 

As first steps:  an ad-hoc training path for line-managers, focusing on innovative practices for HR 

management, and Management Cafés, preparing the ground to establish a common and shared 

HR management style, will be proposed to line-managers in the coming months.  

 

The European School of Administration (EuSA) will continue to be the major provider of 

leadership and management training to Commission managers. Their programmes will be 

complemented by a comprehensive range of e-learning courses on the full range of management 

topics, available via the Syslog catalogue.  

 

The "External Management Development Programme" initiative will continue.  It is designed 

to open the Commission further to modern thinking on management in private as well as public 

organisations and to strengthen the Institution's ability to use innovative management 

approaches, especially in the field of managing change.  Each year, the programme enables a 

number of Heads of Unit and Directors to attend a one-week management development 

programme at a prestigious business school worldwide.  The Learning and Development Unit in 

DG HR organises a cycle of lunch-time conferences with the aim to share practical models 

and/or approaches EC managers have learned during the programme. 

 

"Management Matters", DG HR's monthly online newsletter dedicated to managers, will 

continue to advertise a series of events, such as master classes, to be held on a regular basis.  

Read more on:  

http://www.cc.cec/home/management_matters/mm112/page05_en.html#1.  

 
Even where such courses are not compulsory, DG Research & Innovation’s managers (and where 

appropriate, Deputy Heads of Unit and Heads of sectors) will be highly encouraged to participate 

in and to take advantage of the learning programmes for middle and senior managers which 

support the transfer of management theory to the workplace.  

 

You can find in the box below some examples of such courses provided by DG HR (central level): 

1. Engaging and Motivating your Staff (CTO_MOTIVATING):  

The training programme focuses on fundamental concepts underlying the engagement of people 

at work and the positive working environment. It addresses the diagnoses of issues and the 

development of practical solutions to enhance engagement (practical engagement toolbox) and 

commitment of teams and individuals. More information at the wiki page: 

http://www.cc.cec/wikis/display/learninganddevelopment/Engaging+and+motivating+your+staff 

2. Motivating Members of Staff (CTO_EL2MOTIVATE) e-learning course – Defining the 

concept of involvement; motivation theory (Cartwright, Vroom), impacts of management style 

on staff engagement. 

3. Coaching Skills for Managers (CTO_COACH2) – The course focuses on the concept and 

the key factors of effective coaching practice: the importance of asking questions; structuring 

http://www.cc.cec/home/management_matters/mm112/page05_en.html#1
http://www.cc.cec/wikis/display/learninganddevelopment/Engaging+and+motivating+your+staff
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coaching, enhancing abilities to extract people's full potential.  

Related workshop: Coaching skills follow-up and 'One to one coaching' (CTO_EL2121COACH) e-

learning course 

 

In addition, the 'Art and practice of participatory leadership' workshop, courses on 

teamwork and 'Horizon scanning' are highly recommended for managers also. Courses which 

focus on managing people (instead of tasks) and building learning organisations should be 

selected for this purpose. 

 

3.4.1 Mentoring and Coaching 

All new Heads of Unit, Deputy Heads of Unit and Heads of Sector will be offered a Mentor to help 

them to integrate into their new position and environment.  These mentors will be drawn from a 

pool of existing experienced DG Research & Innovation managers specifically trained for this 

purpose.  

 

In 2012, all newly recruited Heads of Unit and senior managers will also continue to have the 

opportunity to request a personal coach who will accompany them at the very beginning of their 

careers. Coaching accelerates the individual's progress by providing greater focus and awareness 

of possibilities leading to more effective choices. It is designed to help people define an efficient 

and effective management style to get the best out of their team. A Commission-wide community 

of internal consultants already exists who can be called upon and external coaches may be 

contracted as required.  

 

As before, individual coaching continues to be offered for existing management staff.  

 

3.5 Team Coaching 

Team coaching for a Director and his/her Heads of Unit or for a Head of Unit and his/her unit, will 

continue to be offered in 2012.  Such team coaching and its facilitation, is a highly skilled activity. 

It always starts with a careful diagnostic phase where the coach meets all or some of the team 

members on an individual basis to learn what the key issues are. From there he/she designs a 

team workshop, according to the needs defined. It concerns the performance and development of 

human and professional potential.  A prerequisite to team coaching actions will be that the 

manager requesting the team coaching has him (her) self-followed an individual coaching, so that 

he(she) is aware of the process and of its importance.   

 

One team coaching was supported by the training budget in 2011 and it had a fundamental 

impact on the teamwork of the unit.  This type of exercise is highly recommended to all Heads of 

Unit who wish to lead a high performing team where every member is equally committed to the 

team's vision and mission. 

 

Action: team coaching is the ideal tool at this stage to improve effectiveness of team work at 

unit level. It would be worthwhile to propose it in two or three Directorates, starting with two 

units per Directorate, as a first step. It would be followed by Team Building at Directorate level. 

Team coaching regrouping two units who are frequently working together should also be 

envisaged. In the future, following the outcome from pilot Directorates, it could be made 

compulsory at DG level to greatly contribute to harmonising Head of Unit skills on people 

management.  

 

 

3.6 Team Building  

As before, structured team building actions aimed at achieving specific, clearly identified 

objectives to improve the quality and performance of teams will continue to be supported in 

2012, through the use of external and/or internal facilitators. The emphasis will be placed on 

intra-Unit actions or, in the context of any reorganisation, at Directorate level.  
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In order for team buildings to be effective, follow-up actions will only be authorised within a 

maximum six-month period after the team building has taken place.  Due to the costs involved in 

team exercises, particular attention will be paid to the needs in terms of professional objectives to 

be achieved.  For organisational reasons, the dates for team building actions must be commonly 

agreed between the applying unit/directorate and the training team. Social activities are not 

considered to be team buildings. Hybrid versions of team coaching (half a day structured activity 

with facilitator and the other half day social activity) will also not be financed by the training 

budget due to the lack of cost effectiveness.  DG Research & Innovation's guidelines for team 

buildings are available on R.1's training intranet at the following address: 

http://webrh1.rtd.cec.eu.int/DGR.1/indexFormation.php?page=Teambuilding%20&lang=en. 

 

At the Commission level, a working group on group learning activities was set up in 2010 to 

reflect on a common position on team buildings.  The document by the group was subsequently 

approved by DG HR's Learning & Development Head of Unit.  This document, "Organisational 

development: guidelines for group learning activities", can be found on COFOPEDIA, DG HR 

Learning & Development's wiki at the following address: 

http://www.cc.cec/wikis/display/communities/Glossary+_+Team+Building. 

 

4 ON-GOING SUPPORT TO CORE BUSINESS 

Where resources allow, R.1 will continue to organise courses relating to the smooth running of 

the DG's core business.  Such courses essentially cover the following areas: 

 

 Communication 

 Development of Personal and Professional Competences  

 Human resources 

 Financial Management  

 IT Training  

 Language Learning  

 

4.1 Communication 

Effective communication continues to play a crucial role in our daily work and DG Research and 

Innovation will continue to offer its staff training in this area.  Staff will be encouraged to follow 

centrally-organised courses wherever possible and additional courses will be offered in-house 

when resources allow and insufficient places are available centrally.  The Clear Writing 

Workshops will continue to be offered as in 2011, and at the request of several Directorates, the 

course Writing for the Media and the Public will be organised should central courses prove 

insufficient. 

 

Speaking in public to convey the messages from the Innovation Union remains an important 

competence to be acquired and courses will continue to be offered in this context.  In addition, in 

order to offer the best assistance to internal trainers, "Train the Trainer" courses specific to DG 

Research and Innovation's requirements will be organised. 

 

Communication Courses offered by DG RTD: 

RTD - Writing for the Media (RTD_WRIT_MEDIA) 

RTD - Clear and Effective Administrative Writing (RTD_CLEAR_ADMIN) 

RTD - Writing Effective Briefing Notes (RTD_BRIEFINGS) 

RTD - Legal Writing (RTD_LEGAL_WRIT)  

RTD - Correspondance administrative (RTD_CORR_ADMIN)  

RTD - Public Speaking (RTD_SPEAK) 

RTD - Public Speaking Clinic (RTD_SPEAK_CLINIC) 

RTD - Workshop 1 - Make your Writing Readable (RTD_WRIT_READ)  

RTD - Workshop 2 - Structure Documents Effectively (RTD_STRUCT_DOC) 

RTD - Workshop 3 - Get it Write (RTD_GET_WRITE) 

RTD - Workshop 4 - Writing Clinic (RTD_WRITE_CLINIC) 

RTD - Publications: Policy, Procedures and Services in DG Research (RTD_PUBLICATIONS) 

RTD - Mastering your Communication Skills (RTD_MAITR_COMM) 

http://webrh1.rtd.cec.eu.int/DGR1/indexFormation.php?page=Teambuilding%20&lang=en
http://www.cc.cec/wikis/display/communities/Glossary+_+Team+Building
http://www.cc.cec/wikis/display/communities/Glossary+_+Team+Building
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4.2 Development of Personal and Professional Competences 

It is important for each staff member to have the possibility to enhance their particular skills in a 

given domain, whether personal (for example: Assertiveness) or professional (for example: 

Document Management Skills) and the need for such training of course differs from person to 

person.  In this regard, a diverse offer of courses aimed at the development of personal and 

professional competences will continue to be promoted in 2012.  

 

Courses aimed at the development of personal competences (for example, Assertiveness and 

Emotional Intelligence) will only be organised should resources allow and centrally organised 

courses be over-subscribed or unavailable. 

 

4.2.1 Coping with Organisational Change 

In view of the future reorganisation in line with the implementation of Horizon 2020 and in order 

to change the organisational culture to better deliver the Innovation Union, the course entitled 

"Coping with organisational changes" will be offered.  This course aims to provide DG RTD staff 

with a clear overview of the main concepts underlying the effective implementation of 

organisational changes and the tools to develop one's potential to (re)act and to adapt to the 

consequences of such changes.   

 

4.2.2 Daily Document Management (DMC) 

With staff in the SDME and CDMA buildings moving to new premises, the importance of efficient 

archiving and document management is paramount and courses in this area will be organised on 

a regular basis.  In addition to the existing courses "Daily Document Management", "Request for 

the Creation of Files in Ares" and "DMC:  the Tour" which are all highly recommended to new 

staff, the course "DMC in a Nutshell" will be compulsory for all new staff in the categories AST and 

AC GFI, II and III. 

 

4.2.3 BE(ing) AWARE! - Identifying and mitigating fraud (risks) in RTD projects 

In the context of the implementation of a fraud prevention and detection strategy for DG 

Research and Innovation, units M4 and M1 will continue to organise monthly training sessions on 

fraud prevention and detection.  This course is aimed at Scientific/Project and technical officers, 

and financial staff.  It is intended to raise awareness on the fraud dimension at different stages of 

the project's lifecycle (evaluation, negotiation, payment, etc).  

 

4.2.3.1 New course for Auditors 

Internal RTD.M.1 training programme for auditors: (possibly to be opened up to RTD.M.2 and 

other RDGs auditors) aimed at increasing the common understanding of audit rules and 

procedures, use of best practices, ensuring consistency and coherence of audit findings and 

reports. Areas to be covered: personnel costs, indirect costs, subcontracting, netting-off, IT tools, 

joint audits with ECA, technical audits, bonus payments, time-recording system, etc. 

 

4.2.4 Ethics in the Working Environment  

Raising awareness and understanding ethics and integrity issues in DG RTD continues to be a 

priority for our work, in view of the permanent contacts with stakeholders and the public often 

involving sensitive issues and situations. 

 

DG RTD continues to offer a training course on "How to deal with lobbyists".  In addition, twice a 

year a round table with the R.1 officers responsible for ethics in DG RTD will be organised to 

discuss how to deal with ethically delicate situations linked to project management. 

 

At the central level, DG HR will continue to offer a number of courses, including e-learning 

modules, on various aspects of ethics and integrity. 
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Development of Personal and Professional Competences Courses offered by DG RTD 

RTD - Proactive Assistant (RTD_PRO_ACTIVE) 

RTD - Common Mail Procedures for Secretaries (RTD_SECRETARIAT) 

RTD - Active Reading (RTD_LECT_RAPIDE) 

RTD - Efficient Communication by e-mail (RTD_EFFIC_EMAIL)  

RTD - The Request for Creation of Files in ARES: Practical Approach (RTD_CRE_DOS_ARES) 

RTD - Daily Document Management (RTD_ARCHIVAGE) 

RTD - Document Management Centre in a Nutshell (RTD_DMC-NUTSHELL) 

RTD - The Document Management Centre: the Tour! (RTD_CAD) 

RTD - Central and DG Research & Innovation Libraries and their Online Resources (RTD_LIBRARY) 

RTD - BE(ing) AWARE! - Identifying and Mitigating Fraud (risks) in RTD Projects 

(RTD_BE_AWARE) 

RTD – Emotional Intelligence (RTD_EMO_INTE) 

RTD - Assertiveness (RTD_ASSERTIVE) 

  

4.3 Human Resources 

4.3.1 Newcomers: 

Offering appropriate assistance to newcomers to facilitate their swift integration into their new 

working environment is key to a motivated and competent workforce and the two half-day 

sessions specific to DG Research and Innovation will continue to be offered in 2012.  In addition 

the course "DMC in a Nutshell" will be compulsory for new colleagues involved in administrative 

tasks. 

 

4.3.2 Equal Opportunities  

New Courses: 

A new course on Gender Inclusive Language will be developed and tested in 2012.  This will be 

targeted at all staff in an effort to promote equal opportunities and gender balance as a reflex in 

daily work.   

 

Updated Courses: 

In order to encourage mobility and more gender-balanced middle management, the course 

"Preparing for Middle Management" will be relaunched in 2012 and four sessions will be 

organised in the first trimester with possible additional sessions in the autumn if required.   This 

course is aimed at AD8 officials and above who have an interest in becoming Heads of Unit.  

Following on from this, and with the same aim, the courses "Selection Interviewing" and 

"Interviewing Skills for Interviewees" (specifically aimed at AD8 officials with an interest in 

middle management) will also be organised.   

 

An RTD Senior Management Training Day on Equal Opportunities will be organised in the 

3rd quarter of 2012 to discuss the results of the EO staff survey and staff policy.  The DG HR half-

day course "An Equal and Flexible Workplace:  Managing Team Diversity" will be 

compulsory for management including team leaders and will be organised in-house if there is 

sufficient demand.  There is a possibility that the course will be adapted and developed in 2012 to 

target all RTD staff. The one-day course "Respect and Dignity at work for a high performing 

team" will be compulsory for DG RTD managers and will be organised locally if there is sufficient 

demand.   

 

In addition, the course "Gender Dimension in Research" will be redesigned as a half-day 

module and developed towards the end of 2012 to include the results of the Gendered 

Innovations project currently funded under FP7 and managed by colleagues in Unit B.6. 

 

4.3.3 Quick training sessions:  

In 2010, R.1 launched "quick training sessions" on various themes related to human resources, 

such as leave, certification, appraisal and flexitime. These last on average an hour and provide 

information to all staff or to a specific target audience depending on the subject with a section 



 20 

dedicated to questions and answers. Following their success, it was decided to extend the offer 

again in 2012 and to include it in our catalogue in Syslog Web Training.  

 

4.3.4 ERL and CAST 

Regular training sessions on CAST (Contract Agent Reserve List) and ERL (Electronic 

Reserve List) databases will continue to be organised for staff concerned by recruitment on an 

ad-hoc basis. 

 

Courses on Human Resources offered by DG RTD: 

 

RTD - Preparing for Middle Management (RTD_BE_MANAGER) 

RTD - How to Manage your Career in the Commission and in DG RTD (RTD_CAR_MANAG_1) 

RTD - Selection Interviewing (RTD_SELECTION) 

RTD - Interviewing Skills for Interviewees - Introduction and Debriefing (RTD_INTERVIEWEES) 

 

 

4.4 Financial management 

As regards financial management, general training with regard to the financial, legal and 

administrative aspects of the 7th Framework Programme will continue to be provided during 2012 

(for more information, see point 3.3). In addition, specific training on the IT tools supporting the 

negotiation, grant agreement production, amendments and payments will also be continued, 

improved, and enhanced for financial officers in the Administration and Finance Units (see point 

4.5) 

 

DG BUDG devotes a significant budget to the provision of financial management courses and will 

continue to liaise with DG HR in 2012 in this respect. Since 2009, DG HR has been closely 

monitoring the availability of the basic financial courses such as the Expenditure Lifecycle, ABAC 

AI/VA basic, procurement basics and grants and made sure that training places are available 

within six weeks, if necessary by adding courses.  

 

Expenditure Lifecycle : This one-day course offers an overview of the main aspects of financial 

management in the Commission and it is an appetiser before enrolling for more specialised 

courses. It is also obligatory for persons requiring access to ABAC. 

 

An overview of all courses offered by DG BUDG can be found in the Budgweb "training 

guide": 

http://www.cc.cec/budg/dgb/training/dgb-040-030_guide_en.html 

 

Besides information on the course, course material and a link for applications in Syslog is 

also provided.  In addition training material is also available at the following link offering an 

opportunity to refresh skills or learn independently: 

http://www.cc.cec/budg/dgb/training/dgb-040-090-010_trainingmaterial_en.html 

 

4.4.1 Training Courses in DG RTD 

Whether courses are organised by DG BUDG or in-house, their content is updated on a regular 

basis, incorporating changes to the Financial Regulations or the Implementing Rules or of other 

relevant texts in order to offer up-to-date information. 

 
ABAC training courses: providing there is a sustained need within the DG, DG Research and 

Innovation will supplement the central offer in 2012 with ABAC for Initiating Agents training 

courses, ABAC Invoices training courses and ABAC Contract training courses. Courses are 

organised every month or every two months depending on the demand for people who need to 

work in ABAC.  Each course accepts a maximum of 12 participants. 

 

Early Warning System (EWS): training on the EWS, describing the practical implications for 

their daily work, will be targeted at staff involved in financial management (financial initiators, 

file://sdme-res1/DG-RTD/Directorates/RTD-R/R1/RTD_Training/1_RAPPORTS_STATISTIQUES/2_LDF/LDF_RTD_2012/Documents_de_travail/financial-management_en.html
http://www.cc.cec/budg/dgb/training/dgb-040-030_guide_en.html
http://www.cc.cec/di/syslog_formation/home/formation.cfm
http://www.cc.cec/budg/dgb/training/dgb-040-090-010_trainingmaterial_en.html
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verifying and authorising officers) as well as project officers. This course is organised on request 

for Directorates or Units six times a year with a maximum of 50 participants each time.   

 

Public Procurement training courses: Local courses on public procurement adapted to RTD's 

environment will also continue to be provided for staff involved in tenders. 

 

These training courses will be mandatory within DG RTD for each new Procurement 

Correspondent (and their backup) and for each person who will be dealing with public 

procurement files. Courses are organised twice a year in French and English for colleagues 

involved in procurement with a maximum of 20 participants each time.  

 

Training courses on "Management of Experts with Appointment Letters":  Course aiming 

to assist those dealing with the management of experts with appointment letters (evaluators, 

observers, reviewers, monitoring and expert groups) and their payment within the internal and 

legal time limits. The course provides assistance on the entire lifecycle of an expert from the 

experts' selection, contract preparation, creation of LEF and BAF, requests to payment and their 

payment. The use of the IT tools (EMI, ABAC) is explained. Six courses are organised per year 

with a maximum of 50 participants each time. 

 

Training courses on "Time to Pay": Course aimed at those involved at any stage with any 

payments and providing assistance in respecting the internal and legal time limits, be it for 

projects, grants, experts or suppliers, thus improving the Commission's efficiency and image. The 

course tackles the main problems resulting in unjustified delays and will provide advice and tips 

on how to improve. The role and correct use of IT tools will be explained. Six courses are 

organised each year with a maximum of 50 participants each time.  

 

New course – Organisation of Meeting/event – Financial Aspects (Presto) will be 

provided for secretaries and assistants involved in the organisation of meetings and events  

(maximum 50 participants each course). 

 

To ascertain the required financial courses per specific function, staff should contact 

the Local Profile Manager: Mailbox: RTD ABAC LPM 

 

 

4.5 Information technologies (IT) training 

IT training in DG RTD consists of two parts: training related to Framework Programmes (FP6/FP7) 

and training related to office automation and Commission information systems).  

DG RTD concentrates on courses that are specific to RTD needs, applications and processes. 

 

Commission information systems 

ARES Advanced Records System 

RAMSES Research Archiving Management System 

MIPS Mission Processing System 

TSAR Tracking Smart Assistant Request 

 

DIGIT Training Services (DTS) is used for more generic training. 

 

4.5.1 Office Automation Training 

In 2012, DG RTD will continue to provide a complete offer of basic office automation training 

courses, supplemented by modules aimed at further improving the skills enabling the personnel 

to have a sufficiently solid competence base to complete current tasks. Upon request, specific 

tailor-made courses could be organised to fulfil specific needs of a particular target audience. 

 

mailto:RTD%20ABAC%20LPM
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Regarding the upgrade to Windows 7 and Office 2010 (migration date: as from 1st March 2012), a 

training plan has been established. It includes a 2-hour hands-off presentation given by DTS 

(highly recommended for all RTD staff). An e-learning module dedicated to the new Office 

applications is also at the disposal of RTD staff. Moreover, complementary presential courses are 

available in the catalogue ("What's new in Word/Excel/PowerPoint/Outlook" hands-on courses). 

Standard office automation courses will be available as of April 2012 (adapted to the new office 

automation platform).  

 

4.5.2 Training in the Information Systems of the Commission 

The training strategy e-Domec/ARES continues and has been broadened to cover all the 

necessary qualification levels. For newcomers at DG RTD, the participation in one of the courses 

is a prerequisite for acquiring access to ARES. The ARES hands-on and hands-on light courses, 

mandatory for all newcomers to DG RTD, will continue to be given. These courses are regularly 

updated in order to meet user needs. 

 

Parallel to this, the "RTD IT Starter kit" is a compulsory training course aimed at newcomers. This 

course is planned twice a month, in English and in French. 

 

Courses on TSAR (briefings management), MIPS (missions management) and RAMSES will 

continue to be given on a regular basis. 

 

Training in the other information systems of the Commission is organised centrally by DIGIT, SG, 

etc. If necessary, taking into account the specific needs of DG RTD, local training will be 

organised. 

 

4.5.3 Training in the Information Systems of DG RTD - FP7 and Earlier Framework 

Programmes 

Training in the tools and IT systems supporting the management of FP7 will be continued on a 

modular basis, using the RTD’s framework contract.  All training modules for FP6/FP7 IT systems 

are regularly updated in order to reflect the latest changes in the IT applications. Moreover, new 

modules are being developed to cover the new stages of programme management. E-modules 

aimed at external coordinators will be developed for the "Participant Portal", in collaboration with 

Unit A3. Gradually e-modules will also be produced to enlarge our current presential courses 

offer. FP courses are open to all Research DGs and JTIs/Agencies. 

 

Training on FP6 IT tools will be continued in order to ensure effective management of the 

remaining projects from the 6th Framework Programme, but will be scaled down according to the 

FP6 remaining workload and demand. 

 

Training workshops are implemented to either update the knowledge of participants on a new 

release of an application, or to increase participants' knowledge in a specific area within an 

application. 

 

"Business/IT sessions" ("From End of Evaluation to Signature of Grant Agreement" and "From 

Signature of Grant Agreement to End of Project") will most probably be offered only during the 

second semester of the year. They are open to everybody within Research DGs and 

JTIs/Agencies. 

 

4.5.4 Training in the Information Systems of DG RTD – Non-FP 

In so far as non-FP applications developed by RTD IT Unit are concerned (eg. RAMSES), support 

and advice in the definition of training sessions will be granted to System Owners (designated 

people to be responsible for IT systems or projects). 

 

4.5.5 Specific Training Courses 

For IT specialists, training specific to IT governance, methodology, and development tools will be 

organised according to needs. 
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4.6 Language Learning 

Language learning will continue to occupy a privileged position in the Commission. Article 45.2 of 

the Staff Regulations has made eligibility for a first promotion dependent on the ability to work in 

a third language, so priority continues to be given to colleagues who find themselves in this 

position, including those colleagues working outside Brussels. Language learning requests can 

also be made in the interest of the service but the volume of demand resulting from Article 45.2 

has limited access for other colleagues, especially in languages other than EN, FR and DE. 

 

Language learning in an organisation like the Commission should serve to improve professional 

effectiveness and job-related needs. Emphasis will be put on the use of new learning 

methodologies as well as new information and communication technologies to be able to offer a 

wide variety of language learning alternatives and better respond to the language learning needs. 

The language policy also addresses questions like priorities, the role played by the different actors 

(staff member, managers, training managers, leave manager and central Learning and 

Development Unit) and special needs of certain populations (e.g. translators, interpreters, 

delegation staff or people with disabilities). 

 

In addition, the e-learning offer for language learning will be enlarged and DG HR will continue 

with the on-going development of pilot projects using modern learning methodologies. 

 

4.7 Provision of External Training in the Interest of the Service and on Individual 

Initiative  

With regard to self-directed learning activities, the offer on the free market is becoming ever 

more diversified, both in terms of volume and quality. 

 

DG Research and Innovation will continue to offer its staff the possibility to follow external 

training courses in the interest of the Institution/Directorate General/Unit, within the budgetary 

limits allocated.  As an indication, nearly 38.000€ were spent in 2011 on 60 such external training 

courses, provided by, e.g.,  IIA BEL, ACCA, Institute of Risk Management, MIS Training Institute, 

etc. 

 

DG HR will continue to offer the possibility to follow external training courses on the applicants' 

own initiative.  In this context, Commission staff will be actively encouraged – by means of the 

updated Personal Interest Training policy adopted in 2010 - to plan and manage their own 

learning and development (for more information, please see here: 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/general_training/external_training/

Pages/external_training.aspx).  In 2011, DG HR allowed 27 external training courses on individual 

initiative to be taken by our staff in RTD. 

5 TARGET GROUPS: COMPULSORY, RECOMMENDED AND CONDITIONAL COURSES   

5.1 Compulsory Learning 

With the development of learning paths for specific jobs and functions, the concept of compulsory 

training has developed considerably in recent years. In line with the strategic needs of the 

Institution and Article 6 of the Decision of 7 May 2002, together with a move towards the 

continuing professional development of staff, the courses designated as compulsory in 2012 

primarily target the following groups of staff: Newcomers, Management, Human Resource 

Managers and Local Security Officers as well as staff with responsibility for specific functions, such 

as all new initiating and verifying agents (operational and financial), Local Security Officers, new 

Data Protection Coordinators (DPCs), new Training Managers (COFOs), new Confidential 

Counsellors, new Local Career Guidance Officers (RELOPs), all Local Informatics Security Officers 

(LISOs) and Registry Control Officers. 

 

Monitoring of participation in compulsory training courses is required from the management in the 

context of reporting under Internal Control Standard N°4. 

 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/general_training/external_training/Pages/external_training.aspx
http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/general_training/external_training/Pages/external_training.aspx
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5.2 Compulsory Courses 

5.2.1 Newcomers 

Induction training is a key element of learning and development policy in any learning 

organisation. The quality of welcome and the relevance of the information/learning provided on 

entry set the tone for the rest of an individual's career. Induction training at the Commission is 

adapted to the profile and contract duration of each individual and combines both information 

provision and broader learning activities. This is complemented by an induction programme of 

four courses at DG RTD level. 

 
Target group Training concerned Duration 

(days) 

Provider Timing 

All staff new to the 
organisation without 
previous experience at the 
Commission 

Welcome! 

In 2012, the "Welcome" 
programme will undergo a 
re-design. 

2 HR B3 Immediately on 
recruitment (No 
registration 
necessary – 
participants invited 
directly by HR B2) 

All staff new to the 
organisation without 
previous experience at the 
Commission 

Module for new entrants: 
Integrating in a 
multicultural context 

1 HR B3 Within 4 months 
after recruitment 
(registration done 
via Syslog by the 
participant) 

All new staff with no 
previous working experience 
at the Commission or in 
another Institution/European 
Agency 

Working for the EU: 
Realities and Challenges 

3 European 
School of 
Administrat
ion 

Within 4 months 
after recruitment 
(registration done 
via Syslog by the 
participant) 

New officials temporary and 
contract agents 

 

How to Make the Most of 
Your Appraisal? 
(e-learning module) 

30 min HR B3 Minimum 5 months 
after recruitment 
(registration done 
via Syslog by the 
participant) 

New officials temporary and 
contract agents 

The Promotion Exercise 
(e-learning module) 

30 min HR B3 Minimum 5 months 
after recruitment 
(registration done 
via Syslog by the 
participant) 

All new staff Ethics & Integrity 1 HR B3 Minimum 5 months 
after recruitment 
(registration done 
via Syslog by the 
participant) 

All new staff at the DG RTD RTD-Induction 
Programme 

2 x ½-days RTD R.1 Within 1 to  
6 weeks 
Participants will be 
registered by the 
course manager 

All new AST (including CA) 
at the DG RTD 

Document Management 
Centre in a Nutshell 

1 h RTD R.1 Within 1 to  
6 weeks 
Participants will be 
registered by the 
course manager 

All new staff at the DG RTD RTD– IT Starter's Kit 2 h RTD R3 Within 1 to  
6 weeks 
Participants will be 
registered by the 
course manager 

All new staff at the DG RTD ARES – basic course 1 RTD R3 Within 1 to  
6 weeks 
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Target group Training concerned Duration 
(days) 

Provider Timing 

(AST-grades)
1
 Participants will be 

registered by the 
course manager 

All new staff at the DG RTD ARES – General 

presentation (AD-grades)
2
 

2 h RTD R3 Within 1 to  
6 weeks 
Participants will be 

registered by the 
course manager 

 

For more details on this programme and profile of participants, consult the Learning and 

Development Unit (HR B3) site at the following link: 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_obligatoirycourses.asp

x 

 

5.2.2 Managers 

Target group Training concerned Duration 
(days) 

Provider Timing 

All Managers Risk Management - 

Advanced Module 
(prerequisite: to have 
followed the course 
"Introduction to Risk 
Management") 

1 HR B3 in the course of 

2012 and 2013 

 Five steps to save a life 

 

2 hours 

 

HR C3/DG in the course of 
2012 and 2013 

All new Heads of Unit Internal Control Standards 
for Effective Management – 
Module for Managers 

1 HR B3 Before end of 
probation period 

 Risk Management - 
Advanced Module 
(prerequisite: to have 
followed the course 
"Introduction to Risk 
Management") 

1 HR B3 Before end of 
probation period 

 Setting Out as a Head of 
Unit 

4 European 
School of 
Administrat
ion 

Within 12 months 
after appointment 

Heads of Unit (1-5 years 
experience) 

The Effective Head of Unit 
(a shorter course is being 
developed) 

5 European 
School of 
Administrat
ion 

 

Heads of Unit (more 
than 5 years experience) 

(new course under 
development) 

 European 
School of 
Administrat
ion 

 

                                                 
1
  DG RTD Specific disposals: Access to ARES for advanced users will be granted provided to require course has been 

followed. 

2
  DG RTD Specific disposals: Access to ARES for advanced users will be granted provided to require course has been 

followed. 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_obligatoirycourses.aspx
http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_obligatoirycourses.aspx
http://www.cc.cec/di/syslog_formation/application/catalogue.cfm?cou_cd=CTO_IC_MGR
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For more details on this programme and profile of participants, consult the Learning and 

Development Unit site at the following link: 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_obligatoirycourses.asp

x#manager 

5.2.3 Specific Functions 

In recent years, the Commission has placed great emphasis on the professionalisation of certain 

key functions. The training set out below is designed to ensure that staff with responsibility for 

these functions have the required professional knowledge and skills. 

 
Target group Training concerned Duration 

(days) 
Provider Timing 

New Authorising Officers 

 

Expenditure Life Cycle for 
Authorising Officers 

1 HR 
B3/BUDG 

In compliance with 
the Charter of 
Authorising Officers 
by Delegation/Sub 
delegation 

 ABAC for Authorising Officers3 2 HR 
B3/BUDG 

In compliance with 
the Charter of 
Authorising Officers 
by Delegation/Sub 
delegation 

Staff involved for the 
first time in financial 
management 

Expenditure Life Cycle 1 HR B3/ 
BUDG 

As soon as possible 
after appointment 

Authorising Officers Authorising Officer in Practice 
Workshop 

1 HR 
B3/BUDG 

In compliance with 
the Charter of 
Authorising Officers 
by Delegation/Sub 
delegation 

New Data Protection 
Coordinators (DPCs) 

An introduction to the 
protection of personal data 
and the processing thereof 
(Regulation 45/2001) 

1 HR B3 Within six months of 
designation as DPC 

 Training for newly appointed 
DPC (introduction to the IT 
tool) 

½ day DPO Within six months of 
designation as DPC 

New Confidential 
Counsellors 

 

Moral and Sexual 
Harassment: Role and 
Competences of the 
Confidential Counsellor - 
Introduction 

2 HR B3 Within twelve months 
of designation 

Module 1: Understand and 
Practice Efficient 
Communication in Help 
Relations 

2 HR B3 Within twelve months 
of designation 

Module 2: Give Support in the 
Workplace as a Confidential 
Counsellor 

2 HR B3 Within twelve months 
of designation 

                                                 
3
  Attendance on ABAC courses for Initiating or Verifying Agents is considered to give an 

equivalent level of knowledge. The knowledge required for Authorising Officers can also be 
acquired by experience or self-study. 

 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_obligatoirycourses.aspx#manager
http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_obligatoirycourses.aspx#manager
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Target group Training concerned Duration 
(days) 

Provider Timing 

Module 3: Confiding in 
Transparency 

2 HR B3 Within twelve months 
of designation 

Module 4: Conciliation and 
Mediation 

2 HR B3 Within twelve months 
of designation 

Module 5: Sexual Harassment 2 HR B3 Within twelve months 
of designation 

New Local Career 
Guidance Officers 
(RELOPs) 

Career guidance 
(Introduction) - Module 1 

2 HR B3 Within six months of 
designation as RELOP 

Career guidance (Diagnostic 
interview) -Module 2 

2 HR B3 Within six months of 
designation as RELOP 

Career guidance (Helping 
beneficiaries to make career 
choices) - Module 3 

2 HR B3 Within six months of 
designation as RELOP 

Career guidance (Analysis and 

formalisation of skills) - 
Module 4 

2 HR B3 Within six months of 

designation as RELOP 

Career Guidance (Screening) - 
Module 5 

2 HR B3 Within six months of 
designation as RELOP 

All Local Security 
Officers (LSOs) 

Initial Training for LSOs 1 HR DS Within three months 
of designation 

All Local Informatics 
Security Officers (LISOs) 

Initial Training for LISOs 1 HR DS Within six months of 
designation 

Registry Control Officers Classified Document Handling 2 HR DS Within six months of 
designation 

New Document 
Management Officers 
(DMOs) 

The role of the DMO, of the 
CAD and of the DMO 
correspondents 

2 HR 
B3/SG B2 

Within six months of 
designation as DMO 

EMAS correspondents Introduction to EMAS – 
Communication, Verification 
and Internet Audit Trainings 
(upon invitation) 

1 HR D5 Within six months of 
designation 
(upon invitation) 

 

 
5.3 Courses as an Essential Pre-condition  

5.3.1 Appointment for the First Time to a Middle Management Post 

Under Article 7(3) of the Commission Decision of 28 April 2004 on middle management staff, 

applicants for a middle management post must have completed a management preparation 

course4 before the deadline for submission of applications. 

Under Article 7(3)(3), as an alternative, the official may demonstrate to the appointing authority 

that he or she has already acquired the management qualifications required by successfully 

completing other courses of training for management functions. 

                                                 
4
 http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_preconditioncourses.aspx# 

 

http://www.cc.cec/di/syslog_formation/application/catalogue.cfm?cou_cd=CTO_CAREER5
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Satisfactory completion of the “First Steps in Managing People” course – or the EAS course "Making Your Team Work" - 
meets the above requirement. 
 

Career move 
concerned 

Conditional Training  Duration 
(days) 

Provider Timing 

First appointment as 
Head of Unit 

The Essentials of 
Management 

3 European 
School of 
Administrat
ion 

Prior to deadline 
for applications 

 
5.3.2 Appointment for the First Time to a Senior Management Post 

Under paragraph 5 of the Compilation Document on Senior Officials Policy approved by the 

Commission on 26 October 2004, “Senior officials should prove, before their appointment, either 

to have the necessary management experience, or have received adequate training in 

management techniques*. Satisfactory completion of a management training course before the 

date of effect of any appointment decision should be compulsory for all those aspiring to a 

promotion to a senior management function.”  
 
* Satisfactory completion of the course below satisfies this requirement 

Career move 
concerned 

Conditional Training  Duration 
(days) 

Provider Timing 

First appointment as 
Director 

"The Experienced Head of 
Unit" 
(will be replaced by a new 
course from +/- June/July 

2012) 

3 European 
School of 
Administrat
ion 

Before the date of 
effect of any 
appointment 
decision 

For more details on this programme and profile of participants, consult the Learning and 

Development Unit site at the following link: 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_preconditioncourses.a

spx 
 
5.4 Highly Recommended Courses 

 
5.4.1 All Staff Members 

 
Target group Training concerned Duration 

(days) 
Provider Timing 

All Staff Members 

 

Introduction to EMAS: the 
Commission's Eco-
Management and Audit 
Scheme 

(e-Learning module) 

(* pilot phase in 7 DGs: ENV, 
EPSO, CLIMA, COMP, MARKT, 
RTD and OIL - launched to all 
DGs in early 2012) 

45mn HR 
D5/DIGIT 

 

Course available in EN 
since 12.12.2011 5 

The FR version will be 
launched mid- 
January 2012. 

All Staff Members How to Make the Most of Your 

Appraisal? 
(e-Learning module) 

30 min HR B3 Before the start of the 

Appraisal and 
Promotion exercise 

                                                 
5
 http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_recommendcourses.aspx#pilot 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_preconditioncourses.aspx
http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_preconditioncourses.aspx
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Target group Training concerned Duration 
(days) 

Provider Timing 

All Staff Members The Promotion Exercise 

(e-Learning module) 

30 min HR B3 Before the start of the 
Appraisal and 
Promotion exercise 

All Staff Members Introduction to Risk 
Management 

1 HR B3  

All Staff Members Introduction to Internal 
Standards Control 

1 HR B3  

For more details on this programme and profile of participants, consult the Learning and 

Development Unit site at the following link: 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_recom

mendcourses.aspx 

 
 
5.4.2 Specific Functions 

 
Target group Training concerned Duration 

(days) 
Provider Timing 

New Training Managers 
(COFOs) 

COFO Starter Kit e-Learning 
module + 
2h round 
table 
discussion 

HR B3 Within six months of 
designation as COFO 

 

 
5.4.3 All Managers 

 

Target group Training concerned Duration 
(days) 

Provider Timing 

All Managers, including 
senior management 

Coaching Skills for Managers 1 HR B3  

All Heads of Unit New Appraisal System for 
Reporting Officers 

½ day HR B3  

 Selection Interviewing 2 HR B3  

 Internal Control Standards –
 Advanced Level 

1 HR B3  

 Public Speaking for 
Managers 

1 HR B3  

All Managers – also open 
and recommended for 
Deputy Heads of Unit 
and Team Leaders 

An Equal and Flexible 
Workplace – Managing Team 
Diversity 

1 HR B3  

For more details on this programme and profile of participants, consult the Learning and 

Development Unit site at the following link: 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_recommendcourses.as

px 

 

 

http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_recommendcourses.aspx
http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_recommendcourses.aspx
http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_recommendcourses.aspx
http://myintracomm.ec.europa.eu/hr_admin/en/training/offer/Pages/offer_recommendcourses.aspx
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