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The Forum on Human Resources Management and Tgaivas held in Skopje, capital city
of the former Yugoslav Republic of Macedonia, 3éptember 2008. It was attended by
participants from: Armenia, Bosnia & HerzegovinaaBl, Bulgaria, Canada, Croatia, Czech
Republic, Denmark, Estonia, Finland, Germany, Hapgéaly, Latvia, Lithuania,
Montenegro, Netherlands, Norway, Portugal, Rom&Risssian Federation, Serbia, Slovenia,
Sweden, the former Yugoslav Republic of Macedonhiakey, United Kingdom and United
States of America. Also the European Commissiomd&tat), the Organization for

Economic Cooperation and Development (OECD) andriteznational Monetary Fund

(IMF) attended.

The Forum was organised as a follow-up to the Senun Human Resources and Training
on the Conference of European Statisticians (CE®)gris, June 2006. The Forum was
prepared by an Organising Committee with members fnational statistical offices (NSOs)
in the Czech Republic, Canada, the former YugoRlkepublic of Macedonia, Finland, IMF
and UNECE. The Organising Committee was co-chdiethe Czech Statistical office and
Statistics Canada.

The agenda was agreed upon by the Forum. Ms. EwpsBn (Canada) chaired session 1,
Mr. Charles Enoch (IMF) chaired session 2 and Mn. Bischer (Czech Republic) chaired
session 3 of the meeting. The following particigaatted as session organisers: Ms. Eve
Simpson (Canada) for session 1, Ms. Riikka Ostgrfféinland) and Mr. Charles Enoch
(IMF) for session 2, Ms. Hana Slegrova, Ms. Mard&lavaznikova and Ms. Dana Kramova
(Czech Republic) for session 3.

FURTHER INFORMATION

The proceedings of the Forum, including this repan¢ available on the UNECE website
www.unece.org/stats/documents/2008.09.hrm.htm




Session 1: Human Resources Management in Officiata®istics

The session was chaired by Ms. Eve Simpson, StatiSanada. It was divided into three
modules.

Session 1 - Module 1

Module 1 was based on invited papers from Austr&lialand, Sweden and Lithuania. Mr.
Enrico Giovannini, OECD, acted as discussant femtfodule. The module revolved around
the issues of what competencies are needed in K8@snd in the future and how to attract
and retain qualified staff. During the discussithre, following points were made:

A main challenge for the future will be to attractd recruit high-qualified new staff. They
will have to be recruited from the new “digital” mgration, in competition with other public
and private institutions. Issues that are givenawegight by the new generation include:

- a more challenging and dynamic work environment;
- flexibility;

- responsibility; and

- career opportunities

When planning and organising future workplaces, Bl§€ed to consider the ever more
common attitude of the younger generation: it isenimportantwhat you do, not at what
time of day or how long it takes. The possibilifyiternational work was also mentioned as
a factor that NSOs might use more actively in thetruitment.

NSOs need to learn how to communicate better \wghext generation in order to attract
the best candidates. It is also possible to tdlgetommunication and recruitment to specific
groups -- university students, for example. The '¢$Jfiblic image also plays a role in
recruitment, i.e. whether the institution appearbd an open workplace engaged in
knowledge-building or a closed, “technical” institun.

To support building the future workplace, releveoinpetencies should lend more weight to
behavioural competencies, such as knowledge transfer/buildis,smedia/public relations,
communications and values and ethics. The ideatiba of future competencies enables
NSOs to plan recruitment and training activitiasj & was suggested to consider
establishing an inventory of competencies based®0 input.

The NSOs need to offer new roles and responsdsliffhe new generation may be more
demanding in terms of attention and recognitionON®eed to put more focus on well-
being. Carefully planned orientation courses aanhiing of the new generation are of critical
importance, although it was stressed that NSOsldladso be open to learn from the new
generation and allow them to influence and chahgartstitution. As an example, Statistics
Sweden reported that they created “agents of ctidhgehave empowered them to facilitate
change. At the same time focus has been put orowedrdocumentation for knowledge
transfer with the aid of new tools. In order torpleseful training programs it is important to
understand first and foremost how people learn.



It was recommended to establish transparent receunit procedures where all posts are
advertised, both internal and external. Performagceements and a regular, open appraisal
system were suggested, as well as reward mechahideed to performance and efforts.
Mobility opportunities need be established and m@yinked to career development. Staff
surveys are useful and should be conducted regularl

Leaders and managers do not necessarily needebpleets in statistics; their primary role is
to lead and motivate staff. Smaller NSOs may haffieulties in implementing full-scale
programs for training of leaders or managers; mesastances the most experienced are
selected and offered management training afterwards

The following conclusions and suggestions were made

» The recruitment of high-qualified staff is a keyute challenge for NSOs; they need to
attract the best candidates as it is costly (iretand money) to recruit persons of the
wrong fit.

» The NSOs’ public image influences their capabiidyattract high-qualified candidates,
and NSOs need to act on this.

* NSOs need to learn how to communicate better \wgghfuture generation, in their own
language. This may include targeting communicaioa recruitment activities with
specific groups of candidates.

* NSOs need to offer to the new generation more ehgihg work and career
opportunities, balanced with more work flexibility.

e Competencies should reflect future NSO needs aridde behavioural and
communication skills and building-and-transfer-oiekvledge skills.

» Establish an inventory of competencies includirsgof common or minimum
competencies in official statistics.

* Exchange of staff survey questionnaires among NS8@=arn from other’s experiences.

Session 1 - Module 2

Module 2 was based on papers submitted by the OB@Federal Statistical Office of
Germany and Statistics Canada. Mr. Luigi Bigge3iT/AT) served as discussant. The
module focused on issues related to the organizafitiRMT, resources, and evaluation of
HRM activities. During the discussion, the followipoints emerged:

Positions may be grouped into “job families” toifiate better and more generic job
descriptions. While it is often difficult to disgish between various groups — such as an
economist and a statistician — it was neverthdkdsthat the move towards more generic
descriptions would help facilitate recruitment axageer planning.

The role of a flexible versus a rigid contractuahfiework for recruiting of adequate
personnel was raised as an important issue. Astidliapproach was proposed, i.e., treat
legal and contractual issues as an integral pavefall HR policy, not in isolation.

It is a major challenge to keep older employeesvated and open to change. The younger
generation, on the other hand, embraces the dysarhithange (based on recent OECD
focus group meetings).



The Federal Statistical Office of Germany repodadhe establishment of @ssessment
Centre responsible for learning. As one activity, the Cemssesses the leadership potential
of staff on a pre-established scale, to facilisgkection of leader candidates. Strong social
competences are important for the integration of siaff.

Mapping of competencies and gaps is an importait ¥#&/hile it requires cooperation, it has
proved to be a useful tool for staff recruitmend &maining, and places the supervisor in a
better position to recommend options for the emgéolp best apply his or her strengths.

Statistics Canada highlighted the use otdbour Management Committee, chaired by the
Chief Statistician. The Committee resolves HR issuefore they escalate. There is
continuous dialogue with local union representativeluding an effective dispute resolution
mechanism co-developed with the unions. Involvensétdp management had proven to be
useful and has led to more focus on HR managerasu¢s. The importance of keeping some
flexibility in the system was underlined: procedsieand mandates should not be too rigid.

Consolidation of job descriptions in Statistics @ada was accomplished by creating generic
work descriptions for a number of staff groupsiéfedent levels. Generic job descriptions
facilitate collective staffing, making it possitite staff a large number of positions at the
same time. The move to generic descriptions allcaveer paths to be established and has
made job requirements more visible and transpdoenibhe employees.

Another important issue identified was the timifgd® development activities and
resources in relation to the strategic plan.

The question of how to measure the effects of HRAdflvities was raised. For some
concrete activities it is possible to measure ihectior immediate effects. However, it is
often difficult to measure indirect and longer-tegffects, for example the relationship
between a positive work environment and generalbathg among staff. It is not possible
to point out a single measure that applies toasdks, but a number of measures were
suggested, such as staff surveys, rates of semaréie number of applicants responding to
job advertisements, and attendance rates.

The introduction of “functional organisation” inre@ NSOs has posed additional challenges
for HR management.

The following conclusions and suggestions were made

* NSOs were advised to establish frameworks for défyatbevelopment and career
planning, linked to the business plan.

* More knowledge on to how measure the effects of HR8nheeded. Exchange of good
practices and experiences on how to measure teetefif HRMT was encouraged. The
measurement of HRMT effects was also suggested ssae for further international
work.



Session 1 — Module 3

Module 3 was based on papers submitted by Statisiocway, the Hungarian Central
Statistical Office and the Brazilian Statisticastitute. Ms. Tine Stets, Statistics Denmark,
served as Discussant. The module focused on thefédlR management in the NSO. Two
basic challenges were identified:

* How to ensure that HRMT is both systematic andesgjia; and
* How to integrate HRMT into the organization and @@ porate Plan

The Hungarian Central Statistical Office informéé Forum about the implementation of
their 2005 HR programme and the experiences maugecoing recruitment and training.
The HR programme also includes an appraisal sysddarge number of staff is trained
every year. The internal recruitment is relatedde and education as well as participation in
task forces and working groups. As part of its wibik HR Unit aims to measures the
capacity of all units in the NSO and to estimagergsource requirement.

The Brazilian Institute of Geography and Statis{iB&GE) reported on the implementation of
a TQM framework as a part of which the core compats for professionals in statistics are
now in place and in line with the central valueshaf IBGE. The competencies have been
mapped by degree of management level which has mpdssible to identify what
competencies are needed and where gaps may oaou@ weight has been put on
communication competencies and less on “traditiostatistical work. One experience
identified the necessity of having clear strategals in order to develop the relevant
competencies. In general, there is a growing aveaenf the importance of HR management
and the need to integrate it in the business plan.

Statistics Norway runs a comprehensive trainingy@m for staff. The planning of the
training courses is based on input from the marsagenwhat courses they would like
organized. Some courses are obligatory, but intimedio these staff may apply to attend any
course — in principle they are free to all. Ithe responsibility of the manager to approve the
application. Training is also an integrated parthef annual performance review, where gaps
in competencies are identified and a personalitrgiplan is agreed upon.

In 2007, Statistics Norway implemented an HR sgnafecusing on knowledge-sharing, on-
the-job training, and training of statistical exgsetmplementation of the so-called functional
organization in 2008 created a need for new compeds.

The following conclusions and suggestions were made

* The map of competencies should be based not ontyiwant roles, but on the corporate
vision: future longer-term (10-15 year) needs.

* A major future challenge for NSOs is moving frone ientification of required
competencies to the planning and design of trainmgses.

* There is a need to further consider how to devidagership skills in official statistics.

» Itis essential that statistical organizationsirethe “institutional” memory by having
knowledge-builders to transfer knowledge.



Session 2: Training in official statistics
The session was chaired by Mr. Charles Enoch, IMkas divided into two modules.
Session 2 — Module 1

Module 1 was based on invited papers from UK, Bato&)SA and Czech Republic. Ms.
Aija Zigure from Statistics Latvia served as disarg for module 1.

“Career paths as a method of organizing continlearsing in the office” was discussed,
based on the paper from ONS, UK. The ONS has aléwa@t competence framework which
helps staff with their career development. Contimilzarning has been established as part of
the culture in the government offices. To widenrtkaowledge and skills, staff is

encouraged to move throughout all government deyaants. The staff is encouraged to take
different e-learning courses or learn from colleegyyVhen applying for promotion staff has
to provide their “learning log” to the interviewpal. While staff requires general and broad
knowledge to rotate to institutions outside theistiaal office, the need to ensure strong
statistical competencies was also recognized.

The question of whether — or to what degree —sstedi experts and leading statisticians
need managerial competencies was also raised.ny oases the competence framework
deals only or mainly with technical statisticalllskand does not include managerial
competencies.

The different level of centralization of the NSOasaraised as an important issue. Some
NSOs are almost completely centralized, while atlaee decentralized with the major part
of the staff located in regional offices. This cituges very different conditions on which to
plan and conduct training activities.

Eurostat explained that its courses are organizedaperation with member states which
are asked to complete a questionnaire on theiripei® and needs. In addition, participants
and trainers complete evaluation questionnairethemasis of which specific adjustments
are made to the courses. Eurostat focuses on isslegant to the European Statistical
System, and aims to complement rather than comyp#tenational training activities.

Eurostat asked member countries to sulsoriipetence profiles; it received profiles from 13
countries. On this basis Eurostat plans to disthespossibility of developing a set of
internationally-harmonized competence profile(sPictober 2008. The broader perspective
would be to develop an internationally harmonizedaept of statistician’s competencies.

Joint training on survey methodology has been é&stedal in the USA. Some 50 agencies
that employ statisticians participate in the prograhich applies to all who hold a three-year
degree and have a minimum of required specifi¢sskilhe program also includes video
courses conducted among different universities.

The Czech Statistical Office reported on the tragrof statistical experts which is conducted
by expert statisticians, some with training fromcetal. There is no pedagogical courses for
the trainers, however. Participants are selectexigh the annual evaluation meeting with



superiors and participation is approved by top rganent. Evaluation of the training
activities is conducted at several levels and famyzortant feedback to the planning of
future training courses.

The following conclusions and suggestions were made

* Investigate what factors stimulate staff to imprenaning programs (for example, self-
education)

» Establish or improve links between the NSO androgogernment departments and
universities to improve training activities.

» Different levels of centralization constitute diéat conditions on which to plan and
conduct training activities. Problems related #orting in decentralized NSOs may be
addressed in future HRMT work.

Session 2 — Module 2

Module 2 was based on papers submitted by Canadagal and IMF. Mr. Peter Struijs,
Statistics Netherlands, served as discussant.

Based on the invited papers a number of reasonsftertaking training were identified:

- enhance statistical literacy;

- increase the use of and demand for statistical data

- improve the position of the NSO;

- ensure inflow of qualified staff;

- encourage co-operation of respondents;

- increase use of statistical standards;

- technical assistance; and

- financial benefits (some NSOs need to generatemedoom training for their
budget).

The target groups for training courses includessttaans within the NSO, government
officials, press and other media, the general publiucation (primary, secondary, post
secondary) and other specific groups of data users.

A variety of means can be applied, including wedss{ivith good metadata about concepts
and data quality), e-learning, courses and workshiogining on the job, partnerships,
ambassador approach, volunteer programs, andrgdine trainer.

Knowledge-sharing and the transfer of knowledgeavweentioned as equally important as
knowledge itself, and NSOs should try to institnibze this in their HR management and
organisational structure.

A number of conditions for a successful traininggram were noted:
- institutional stability (the importance of maiimtiag training programs);

- stable policy at corporate level;
- support from stakeholders;



- professional basis;

- training expertise;

- user orientation;

- regular evaluation;

- environment for successful assimilation; and
- link to the corporate strategy.

The importance of being user-oriented and demaivaéiaivas highlighted. The need to
educate trainers in pedagogical methods was alssssid, as was the need to conduct critical
evaluation of training activities. Although diffittuo do, the usefulness of measuring the
effects and cost-benefit ratio of training actestivas underlined.

The following conclusions and suggestions were made

e Training activities should be demand-driven anarporated in the strategic plan.

* A fluctuating training budget makes planning angamizing of training activities
difficult; the preference would be a stable budgétich facilitates better planning.

* NSOs should consider training not only of its owadfsdbut also to the outside, to increase
statistical literacy and generate positive feedback

» Establishing or strengthening partnerships wittversities may help to improve the
quality of the training; a variety of means exisigl should be further explored.

« There is a need to develop methods to evaluateftiteency of training activities.

e It was suggested to develop an inventory of exasnplgood practices in training in
different NSOs, for example on how to apply e-l&agn

Session 3: Panel discussion: Human resources managmt in periods of major changes

Mr. Jan Fischer, President, the Czech Statistifi&chaired the session. The panel
members were Ms. Blagica Novkovska, Director, tteeSStatistical Office of the Republic
of Macedonia, Ms. Aija Zigure, President, Statstiatvia and Ms. Thana Chrissanthaki,
Head of Unit, Eurostat.

The discussion centred around two key questionsdobyg the chair:

* What are the typical changes that affect HR managéin statistical offices, whether
imposed externally or from within the statisticffice?

» What are the factors or issues that are specldRiananagement in official statistics and
what are the consequences of these on HR managenstatistical offices?

In the discussion the following conclusions andgasgions were made:

In most if not all institutions, there will be sonmertia and resistance to change. Open,
timely and efficient communication is crucial irder to manage change. Communication
also needs to address expectations (including @g)rthat may exist among staff. In general,
it is important to perceive change as an opporgunidt as a threat to the institution.
Managers also need to adapt to change rather ¢éhaormr traditional procedures.



An example of externally-imposed change is thaugriice from national or international
legislation, e.g. the EU. Examples of internal demincluded adoption to new
methodologies and standards, organizational chaagéeschanges in IT systems. Changes
may also be divided into predictable and unpretlletahanges, where the former allow the
NSO to prepare and plan. It was also noted thalugdechanges are preferred, as they allow
for better management.

The present and (most likely) the future are chteramd by continuous change. It was seen
as a major task of both top management and the thu@saurces management to prepare and
train staff to have a positive and active apprdacthange and to develop and provide tools
to manage change.

HR managers need to have a vision of how the statli®ffice will look like in 10 years and
which competencies will be needed. They need tbésh long-term plans in accordance
with strategic goals of the office. Likewise, itimportant for HR managers to establish
cooperation with others (e.g. technical managedsssatisticians) to ensure coherence with
the business plan and success of the organizatianwdnole. HR managers should be
involved more in the development of the strategialg in the NSO.

It is important for the Statistical Office to bamsparent both internally and externally. A
good Intranet system is a very effective mediumarhmunication with the staff.

The need for further international activities onMRfor HR managers in statistical offices
was noted. Although HR is often identified as thmgke most important factor for NSO
development to meet future demand, the Forum weasety first of its kind.

Countries were encouraged to follow examples ofigdB practices presented at the Forum
and to further exchange views and experiences.

Concluding session — proposal for follow-up activies
The session was organized by Statistics Canad¢handzech Statistical Office.

Ms. Simpson, Statistics Canada, presented thetsesithe survey on possible follow-up
activities to the Forum (see Annex 1). The survegsjonnaire was prepared by the
Organising Committee and distributed and collectedhe first day of the Forum. The
results of the survey were inconclusive, as theontgjof the participants were in favour of
all activities proposed by the Committee. Secondilyjng the Forum participants came up
with new proposals which are not reflected in t&uits of the survey.

After discussion the Forum agreed on the followisgof possible follow-up activities:

1. Competences in official statistics

* What competencies are needed in future; statistixqaérts, generalists,
communicators, project managers, etc.?

» (Different) competencies for expert statisticiand éor managers?

» Compilation of an inventory of competencies



« Common set of competencies (minimum standards&tébirin official statistics
* How to measure competences?

2. Training

* How to apply e-learning in training of staff in wifal statistics?

« The involvement of universities in the training.wlto attract universities to be
involved in the training of staff, different orgaational set-ups?

* How to ensure training is demand driven?

* How do we measure the efficiency/cost-benefit aining activities?

e Training to the outside - of users, respondentsptblic, researchers, teachers, etc.

* Training to the outside: as part of the technicaperation activities.

3. Cross-cutting issues in HR management

* The role of HRM in the NSOs. HRM and the busindag phe strategic goals and
the top management; centralised and de-centradisgidtical systems
 How to move from a purely legal system to an iragepl business approach?

4. How to attract and retain staff for tomorrow

* How to attract and retain the most qualified?

* How to attract and retain the ‘digital’ generation?

» External versus internal recruitment

« How to identify and develop/train future leader®fficial statistics?

* Development of an inventory of staff survey quest@ires — or common/comparable
standards?

» Career development.

Since the proceedings of the Forum are availabla the web, the Forum agreed not to
publish these in a printed version.

Presentation of the Statistical System of the Statetatistical Office of Macedonia.

Ms. Blagica Novkovska, Director, the State StatadtOffice of Macedonia, presented
important milestones in the development of thesttes in Macedonia and provided an
overview of the statistical system and the orgdiaral structure of the statistical office.

The achievements included adoption of major Eurostandards and classifications,
application of the International and European stathsl for demographic and social surveys,
improvements in the area of business statistiagmeal accounts, agricultural and
environmental statistics, developments of IT systeifme dissemination policy and, more
general, cooperation with international organisaiand other NSO. Ms. Novkovska
highlighted the importance of accurate and reliatdistics, and expressed willingness to
further improve the statistical system.
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Annex 1: Results of the questionnaire on the follow-up actities of the HRMT Forum in
Skopje, September 2008.

Yes No Don’t know
1. Organisation of a seminar and/or 32 4 6
production of guidelines and training
materials on official statistics
2. Organisation of a seminar on how to 33 6 3
attract and retain well qualified staff in
the statistical office
3. Organisation of a seminar and/or 36 4 4
production of handbook/guidelines on e-
learning
4. Publication of the proceedings of the 36 5 4
HRMT forum in Skopje, September 2008

Total replies: 45
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