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Human resources                        
strategy and organisa-                 
tional development  
2019-2023

We at the Barcelona City Council have designed a strategy for the people working here. It will help 

us become a more human, decisive, innovative organisation that anticipates the city’s new cha-

llenges.

This is a strategy that promotes an organisational model that puts people and values front and 

centre to put us in a stronger position to deal with the challenges that society poses us as a public 

administration.

To achieve this, we have identified key projects, which we have divided into five lines of action:

1. People’s 
wellbeing

2. Professional
growth

4. Digital
transformation

3. Organisational 
development

5. Staff sizing and
assessment

With the development of this strategy, the Barcelona City Council will become a more human orga-

nisation, and capacities of the people working here will be enhanced so we become true platforms 

of change.

At the Barcelona City Council, we are preparing ourselves for the new challenges with people com-

mitted to an entrepreneurial organisation that works for Barcelona.
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1. People’s wellbeing

Quality of life at work is essential to our physical, mental and emotional equilibrium. Feeling good, 

motivated and useful is the key to good job performance. This is why we are adopting measures 

that facilitate and increase our wellbeing as we work in the City Council.

The projects in this line of action are the following:

1.1   Equality plan between men and women

1.2  Uses of time

1.3  Personalised treatment throughout one’s working life

1.4  Physical and emotional health

1
People’s 
wellbeing
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1.1 Equality plan between men and women

We at the City Council have been pioneers in promoting an organisational culture that is committed 

to guaranteeing equality between men and women in all spheres, by not only promoting equality 

for citizens but also internally, with the municipal organisation itself serving as an example.

The Third Equality Plan entails reinforcing the commitment of the City Council and all the regional 

bodies and entities that have joined the Agreement to actual equality at work between men and 

women. It centres the efforts to promote the organisational changes needed so that women and 

men can fully develop our careers and capacities without discrimination on the basis of gender.

Specifically, we shall achieve these strategic objectives by stressing the following aspects:

• Institutional culture

To institutionalise equal treatment and opportunities between men and women as a basic,   

cross-cutting principle within the organisation

• Compensation policy and structure

To guarantee equal pay between men and women

• Human resources management processes

To ensure the gender perspective in human resources management in order to check that all the 

processes are conducted with equal treatment and opportunities between men and women.

• Balancing personal, family and professional life

To consolidate a policy of balancing work, personal and family life that guarantees egalitarian 

enjoyment of all of them.

• Prevention of workplace risks and health monitoring

To guarantee a healthy, risk-free environment for men and women by implementing a strategy 

to prevent workplace risks and monitor health that includes the gender perspective.
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1. People’s wellbeing

• Prevention of sexual harassment and harassment on the basis of sex

To guarantee a work environment free of any manifestation of sexual harassment or harass-

ment on the basis of sex by generating a culture of respect for equality and implementing the 

instruments needed. One of the first measures in this line will be a zero-tolerance code of con-

duct for sexual harassment in the workplace.

• Communication, language and corporate image

To institutionalise inclusive and non-sexist practices in the use of language and images, both 

formal and informal, throughout the entire organisation.

1.2 Uses of time

The Time Pact is a strategic project whose purpose is for people to appropriate their own time and 

contribute to the organisation’s effective conception of one’s own time as a right. It is grounded on 

protecting and promoting health, and on gender equality and equity, so that everyone can achieve 

greater wellbeing in their everyday lives. Furthermore, this Pact pushes organisations towards a 

new time culture in favour of more efficient models and fosters economic and social development 

based on sustainable criteria.

Now, with the Time uses project, we are establishing the City Council’s Decalogue of time mana-

gement in order to work towards healthier, more egalitarian and more efficient time management. 

With this Decalogue, we are seeking to foster job satisfaction, improve municipal services, lower 

job absenteeism, attract and retain talent within the organisation and promote equal opportunities.

We will achieve this project’s objectives thanks to:

• Guidelines for digital disconnection

We will set the criteria for using digital devices while respecting the protection of privacy to 

guarantee the right to digital disconnection outside work time, to determine how images and 

sounds collected by recording devices at work centres will be used, and to address the proces-

sing of geolocation data.
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• Meeting times

We will review the need to call meetings, the times when they are planned and the possibility of 

holding some of them virtually.

• Remote work

We will provide for appropriate systems to monitor the workday and will analyse possible workpla-

ce risks, workloads and isolation, as well as possible access to the home with the prior consent 

of the remote worker. Plus, we will bear in mind the importance of technological security.

• Municipal commuting plan

We will define the mobility solutions for the different municipal buildings bearing in mind the 

commuting needs of the people who work there both to get to and from work and throughout 

the workday.

1.3. Personalised treatment throughout one’s 
working life 

In 2010, the Barcelona City Council created the Staff Service Office (Oficina d’Atenció al Personal, 

OAP), which provides the municipal staff with information, referral, advisement and paperwork 

services. Its mission is to provide global, personalised attention on any aspect related to the hu-

man resources services and paperwork, such as leaves of absence, licenses, work hours, service 

commissions, retirement or any other paperwork or personal inquiry.

Now, with this project we’re taking the functions of the OAP a step further to create a model of 

attending to the municipal staff that is more approachable and personalised, bearing in mind the 

important junctures in people’s work life.
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1. People’s wellbeing

To achieve this general objective, we are planning the following actions:

• Onboarding plan

We will review the current onboarding and expand the set of actions to facilitate the adaptation 

and integration of people joining the organisation.

• Offboarding plan

We will design a set of actions that people will go through when they leave the organisation, 

especially those who are retiring. We will do this bearing in mind first the system that should 

guarantee that the cumulative knowledge of the person leaving remains within the institutions, 

while also mentoring and guiding retirees through this life change. Finally, we shall focus on 

maintaining the bond with the City Council once the person leaves the organisation.

• Recognition and sense of belonging

We will identify the specific junctures throughout one’s personal life that should be recognised 

and set the most optimal formulas for doing so.

• Care model of the human resources network

We will revise the role played by people in the network of staff referents and particularly add 

factors stemming from the detection of the recognition and sense of belonging model.

• Advisement of people in special situations

We will create an action protocol to deal with any delicate or sensitive situations which may arise 

throughout one’s working life. Thus, we will be able to stand by people in these situations and 

guarantee their health and labour rights.

• My Time service

We will develop a tool that facilitates paperwork and inquiries into the workdays of all staff, such 

as hours in the collective bargaining agreement, time receipts and holidays, on a single webpa-

ge that provides more information on the status of work time at a single glance.
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1. People’s wellbeing

1.4 Physical and emotional health

According to WHO (1948), Health is a state of complete physical, mental and social well-being and 

not merely the absence of disease or infirmity. This definition frames the bio-psychosocial nature 

of health. Later on, WHO (1986) added that health is also the capability of individuals... to cope 

successfully in the face of significant adversity or risk, thereby also including functional conside-

rations in addition to physical, mental and social ones. These definitions encompass a wide range 

of variables, approaches and areas of intervention. Likewise, the factors that affect health in the 

aforementioned terms depend on a variety of direct and indirect issues.

Therefore, we are planning to work on the physical and emotional health of the municipal staff. We 

want to improve

the staff’s perception of the support they receive from the organisation in terms of health and to 

lower job absenteeism. We will bear in mind factors related to the organisation and the variables 

that affect temporary incapacities in accordance with the gender perspective.

We will do so via two actions:

• Health plan

We will construct a personalised health plan for the different areas and jobs within the organisa-

tion which will serve as an indicative instrument and framework on health matters.

• Psychological advisement service

We will reinforce and improve the psychological support and advisement services for groups 

who have a working environment that is more likely to cause problems. Likewise, we will develop 

new practices that allow for rotation, decompression and temporary distancing from the jobs 

that generate these problems.
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2. Personal growth

Expectations of professional development encourage and motivate professionals. Professional 

growth is possible through actions that make our aspirations for professional improvement com-

patible with the organisation’s needs.

In order for the people working in the City Council to grow professionally, we will expand and rethink 

the fundamental tools that make this possible, namely: 

2.1   Professional development plan

2.2  Learning resources

2.3  Modern, diverse hiring

2
Professional
growth
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2.1 Professional development plan

Developing ourselves professionally means gradually increasing our ability to efficiently provide 

citizens services at all times. Given the speed at which contexts change and the uncertainty invol-

ved in responding to these changes, it is clear that we have to be prepared to adapt to the environ-

ment and provide innovative solutions to the professional challenges of public services.

Therefore, we are suggesting a paradigm shift that can lay the groundwork for a new learning mo-

del that goes beyond traditional training and helps us to:

• Achieve the organisation’s objectives and projects

We will focus our development actions to contribute to helping people implement the projects 

established in both the PAM and the GPDO Strategy.

• Increase proactive leadership and team cohesion

We will work on the leadership capacities within the organisation to achieve the expected per-

formance, both individually and from a collective perspective.

• Update knowledge, skills and attitudes, particularly focusing on the capacity for 
innovation

We will promote strategies to develop tools and support that combine the development of inno-

vative competences with basic capacities. Therefore, we will be prepared not only for what we 

have to do today but also to reinvent ourselves and accelerate changes that constantly improve 

our provision of public services.

• Professionally update and capture new trends

We will seek spaces to connect to the world and share what is happening beyond the walls of 

our institution.

• Integrate the values that comprise the organisational culture into organisational 
practice

We will permeate the actions to develop the organisational values, and to ensure that we are 

familiar with the model, we will integrate the corporate values and apply them in our work.
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2. Personal growth

2.2 Learning resources

To ensure that our learning takes place as or even more quickly than our context is changing, we 

have to shift towards a new learning model which boosts the resources available to us and modu-

lates the methodologies.

Traditional learning methods are more limited when people have to adapt quickly to the environ-

ment. This is why we will create agile and diverse new learning resources, both individual and 

collective. Only in this way will we quickly gain the knowledge we need at all times.

The learning resources are framed within the following axes:

• Independent learning

We will develop a digital repository with all the different kinds of learning resources so we can 

choose the best resources to develop our work at any time, in accordance with our learning 

style.

• Global vision and new trends

We will design actions targeted at assisting in understanding and interpreting our environment, 

and learning about and capturing new trends.

• Co-creation 

We will share and generate knowledge collaboratively, both internally and externally.

• Classroom learning

We will continue to develop the virtualisation plan that identifies which classes can be made 

virtual, with what model and what methodology should be used to create and produce them 

digitally.

• Individual mentoring

We will boost the action aimed at personalising learning solutions and knowledge.

• Support for personal development

We will provide support beyond the specific needs of our professional sphere.

With this entire series of resources, we will foster learning in action at the workplace and boost the 

existing knowledge in the organisation.
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2.3 Modern, diverse hiring

To access any public administration, a regulated administrative procedure must be followed which 

starts with the job announcement and ends with the appointment, acceptance of the job and as-

signment of the workplace.

At the City Council, we believe that it’s time to reconsider the ways people are hired to work in this 

institution. This is why we will analyse the current legal framework and jurisprudence on staff hiring 

within the public administration and develop new hiring formulas by adjusting the current model, 

always within the bounds of legality. We will also try to ensure that the administration is a reflection 

of the diversity in society.

To address this project, we will work on the following aspects:

• Values-driven hiring

We will incorporate techniques that enable us to assess the degree to which the candidates 

match the City Council’s values with the goal of ensuring that the people hired to work in the 

organisation fit and better integrate into the City Council, and vice-versa.

• Interculturalism plan

We will conduct a diagnosis in order to assess what kinds of measures can be adopted so that 

the diversity of Barcelona society is reflected in the composition of the municipal staff.

• Mentorship for people with hiring internships

We will reconsider how the internships phase is being conducted and propose a global mento-

ring model during this period.



12

2. Personal growth

• Automation of procurement and selection

We will review the processes for including technology in order to become more efficient and ef-

fective. To do so, we will bear in mind hiring criteria in accordance with the professional profiles.

• Hiring individuals with intellectual disabilities

We will reinforce our commitment to the rights of individuals with disabilities. To do so, we will 

hire individuals with intellectual disabilities to work in the organisation. This action will have di-

rect and indirect benefits for both the City Council and the teams working with these individuals.

• Professional growth and mobility

We will consider strategies that facilitate people’s mobility without limiting it exclusively to verti-

cal promotions. The system should allow a person to be assigned to the job that best suits them.

• Better administration for academic internships

We will allocate a line to promoting and managing internships in our organisation with advise-

ment for managers for promotion, helping and mentoring students’ experience. To do so, we will 

develop lines of collaboration with universities, institutes and other teaching centres to offer 

internships in developing organisational projects and set compensation criteria coherent with 

the students’ contributions.
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Organisational development refers to the set of actions that change the cultural or behavioural as-

pects of internal organisation. They are the aspects that determine the working climate and make 

it possible for organisations to achieve outstanding results.

At the City Council, we are focusing on a strong culture and want to create it with the following 

plans and measures:

3.1   Internal communication plan

3.2  Values-driven management

3.3 Promoting innovation

3.4  Harmonisation of conditions in the municipal Group

3
Organisational
development
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3. Organisational development

3.1 Internal communication plan

Internal communication is a tool serving the organisation, the management and the people working 

at the Barcelona City Council. With the Internal Communication Plan 2020-2023, we will place the 

people working in the organisation front and centre within a framework of trust in order to show-

case the public service work we perform.

The Plan should help everything that happens within the organisation become visible and contri-

bute to such important aspects of organisational culture as values, gender, the climate emergency, 

time uses and diversity. It should provide for different ways of channelling messages and most 

importantly make them accessible to everyone.

The Plan will have four axes of action:

• Information

We will promote videos and audiovisual content and focus our action on the people who develop 

the projects.

• Knowledge of others

We will implement actions to exchange experiences and learn from internal sources. Our knowle-

dge is vast, and our experience is the best source of enriching the projects we undertake. In ad-

dition to professional enrichment, with these actions we will increase internal actions aimed at 

experiencing and listening first-hand to what is being done in another service.

• Participation and collecting opinions

We will create spaces of participation and foster participative processes, assemblies or consul-

tations to hear the opinions of the municipal staff when creating projects so that they are more 

realistic and enriching for the institution.

• Co-creation and intrapreneurship

We will offer scenarios and opportunities with methods to foster intrapreneurship so that people 

are convinced that if the institution grows, so will they.
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3.2 Values-driven management

The main lever in transforming a culture is unquestionably leadership. In today’s context, and with 

an eye on possible future contexts, the people who lead have to be capable of rising to the main 

challenges and managing complexity, uncertainty and constant transformation. And they must do 

so with the utmost commitment of their teams.

In this sense, values-driven management is the leadership model that allows human values to 

become an integral part of organisational development. If we manage to lead under this model, 

given that values give meaning and coherence to day-to-day work and the organisational mission, 

people will feel more satisfied, and this enhances their commitment and professional performance.

In order to promote this model, we will go through the following phases:

• Identification and definition of the organisation’s values

We will do this through a participative internal process.

• Evolution and harmonisation of our own leadership model

We will integrate the features of values-driven management into goal-driven and competen-

ce-driven management in order to get leaders with a common, shared, people-centred appro-

ach. To do so, we will design a management development programme that is coherent with the 

values-driven management model.

• Implementation of the model

We will maximise the impact of the project so that it lasts over time by undertaking a participati-

ve communication process that helps everyone working in the organisation to broadly integrate 

the values at work.

• Integration into the human resources policies

We will define the foundations for incorporating the values into the institution’s human resour-

ces policies: hiring, development, internal communication, compliance, etc.
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3. Organisational development

3.3 Promoting innovation

Innovation has become an organisational priority. When the volatility, uncertainty, complexity and 

ambiguity in which we operate upset strategic programming and professional routines, innovation 

is the engine of change that makes us prepared to deal with the new complexities.

We plan on encouraging the people who work at the City Council to contribute ideas, projects or 

new processes that respond to current problems or any that may arise.

We will do so with different tools:

• Internal opinion survey

We will administer this survey on commitment, culture and values so that everyone can express 

their opinion on the City Council anonymously and confidentially. With the responses, we will be 

able to identify the main improvement actions to take within our organisation.

• Intrapreneurial tools

We will include a co-creation and intrapreneurship axis to foster innovation. We will promote co-

llaborative spaces like “Apunta’t a un repte” (Sign up for a challenge), organisational innovation 

communities, circles of expertise, “Si acabes d’arribar” (If you’ve just arrived) and the organisa-

tional leadership community.

• Participation tools

We will promote processes to incorporate professionals’ knowledge and encourage feedback on 

certain topics. We will thus find out what they think and know, which will contribute to improving 

decision-making thanks to the invaluable information they provide.
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3. Organisational development

3.4 Harmonisation of conditions in the municipal 
group

The organisation’s perspective on its services encompasses the different entities comprising the 

municipal group. To be coherent, this vision must also be incorporated into the management of the 

people in all the entities comprising the municipal group. This vision should not be standardised, 

but it should be harmonised.

We will accomplish this via two lines of action:

• Harmonised management model and working conditions

Without ignoring the uniqueness of each service, all the entities in the group will have a com-

mon human resources policy, and we will create a shared organisational and workplace culture 

with common indicators that allow for standard assessment.

• Sharing good practices and talent

We will create working groups with representation from different groups and entities that con-

verge in specific spaces where we will share knowledge and indicators of results.
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4. Digital transformation

4
Digital
transformation

The digital transformation has become even more strategically important in organisations since 

the COVID-19 health crisis. The digital transformation means disruptively incorporating new tec-

hnologies into working processes and thus changing ways of doing things. Therefore, now that 

COVID-19 has prioritised remote over face-to-face processes, we believe that it’s a good time to 

give a new impetus to this transformation.

The projects to be undertaken in this line of action are:

4.1   Digital professionals

4.2  Digital organisation

4.3  Augmented analytics
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4.1 Digital professionals

The digital transformation requires an organisation with professionals who have digital competen-

ces, that is, digital professionals who know how to interpret the solutions needed and are familiar 

with the applications of the new technologies.

We have to improve the digital skills of the municipal staff, integrate the human resources data of 

the entire group into a single corporate information system, get multidimensional information in 

order to take decisions and assess human resources policies and provide the organisation with 

tools and data on human resources matters that enable it to analyse and simulate in the different 

areas of development and management.

In order to ensure that the professionals use digital tools at work with excellence, we are planning 

to undertake the following projects:

• Postgraduate digital training

We will launch specialised training that promotes digital talent, such as seminars and postgra-

duate programmes, to learn about business intelligence and data mining and analysis tools.

• Municipal TEDTalk/webinar

We will promote tools and methodologies to hold sessions on virtual communication platforms, 

like webinars and TEDTalks. Thus, professionals can do virtual workshops that are accessible 

and effective for everyone.
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4. Digital transformation

• New professions in the Job List

We will have a study on the evolution in municipal services and citizens’ needs to identify what 

job categories will be required in the future and to apply them.

• Attracting digital competences

We will ask new hires to have a basic mastery of areas of digital knowledge such as setting up di-

gital devices; word-processing programmes; presentations and spreadsheets; mastery of basic 

image editing programmes; searching, checking and choosing digital information; knowledge 

of the citizen dimension like habits, citizenship and digital identity; and understanding ethical, 

legal, security and sustainability aspects of digital society.

4.2 Digital organisation

The City Council should facilitate communication between citizens and the administration. One 

effective way of doing this in a context of digital transformation is to foster e-administration and 

digital organisation. This is why we believe that different projects should be completed and furthe-

red on technological platforms in order to have 100% electronic procedures.

In recent years, we have been working to integrate data from the different areas of human resour-

ces management and organisation into a single IT system. Now we want to continue this process 

by incorporating the data from all the entities that depend on the City Council and implement 

automation, electronic communication and improvement in the information from the different pro-

cedures.

To do so, we will work on four projects:

• Implementation of the tech platform

We will work towards digitalisation of internal processes and the electronic procedures and pro-

ceedings stemming therefrom using the corporate tools available. Thus, we will improve the 

handling and response time of requests received, achieve 100% digital signatures and lower the 

amount of unnecessary documentation in records, etc.
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• Virtualisation of training and hiring processes

We will equip ourselves with technological solutions that enable us to expand the rage of trai-

ning and hiring services. Thus, we will continue the virtualisation of classrooms and training 

materials, interviews and internal meetings of hiring and procurement committees, and of work 

communications and meetings.

• Autonomous devices

We will continue the administrative collaboration which allows the technological platforms to 

operate within the organisation and with third parties. Therefore, we will increase the intercon-

nection of our systems with those of the administrations which supply us with data on the pe-

ople applying to our hiring processes in order to get this information automatically. We will thus 

prevent them from having to apply physically and reduce the need to travel of individuals with 

physical and intellectual disabilities.

• Digital security in human resources management 

We will make a regulation with solutions to keep the City Council’s cybersecurity up-to-date and 

to protect us from current threats. We will also provide the cybersecurity rules to be followed at 

work and the tools to make us aware of the risks of cyberattacks we are facing.

4.3 Augmented analytics

Decision-making based on data analysis is a priority. This is why we want to continue working 

towards integrating the data of the City Council and the regional bodies into a single information 

system in order to share information, management tools and tools aimed at facilitating individuals’ 

professional development.

We will do so using the following tools and projects:

• Human resources data mining

We will identify people with analytical skills who are familiar with the processes and data in their 

work areas to conduct broader and more accurate organisational analytics. These individuals 

will learn how to represent data graphically in a simple fashion, to analyse data cubes, to ge-

nerate reports and to use office applications to mine datasets generated in day-to-day human 

resources management.
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• Digital forecasting and prediction

We will give the bodies that manage people and knowledge the tools to obtain information sys-

tematically and to forecast behaviours based on past data. For example, we can systematically 

forecast the execution of budgetary chapters, plan them and simulate their impact in different 

scenarios.

• Interconnection of the Group

We will integrate and unify data on people and on the organisational development of the entire 

municipal Group (City Council, autonomous bodies, publicly-owned companies and consortia) 

to systematically track the data that are currently collected in unintegrated systems.

• Integrated balanced scorecard of people

We will expand the scope of data mining in terms of both the number and range of indicators 

and the analysis and simulation of possible scenarios. By automating the systematic collection 

of these indicators, we will be able to better analyse our human resources policies. Once again, 

we need people who are familiar with how data mining tools work and who can automate the 

generation of indicators.

4. Digital transformation
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5
Staff sizing and
assessment

In order to provide the public services we need both today and tomorrow, we have to plan for the 

appropriate professionals. This is why we have to appropriately size the municipal staff with the 

right professionals and jobs and assess them in order to properly compensate them.

Therefore, these two projects must be undertaken:

5.1   Sustainable staff sizing

5.2  Job assessment
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5. Staff sizing and assessment

5.1 Sustainable staff sizing

The City Council has historically controlled and assessed job needs to guarantee the associated 

costs. In recent years, the containment regulations brought about by the economic crisis have 

restricted the usual job coverage.

During the past mandate, we implemented a hiring plan which entailed boosting the municipal 

staff by 1,000 people. This increase focused on the essential areas that had to be staffed due to 

urgent, undeferrable needs.

This is why we are now promoting a new staff sizing plan for 2019-2023, which guarantees budge-

tary sustainability with an increase limited to urgent, undeferrable needs, in accordance with the 

current staff in each area.

5.2 Job assessment

In December 2018, an initial list of jobs was approved and their assessment got underway. Now we 

want to prepare the assessment process in order to have a definitive list of jobs in the City Council.

The assessment should enable us to determine the value of each job and ensure that this value 

becomes the framework on which compensation is based.

We will bear the following factors in mind during the assessment process:

• Organisational design

We will make the tasks that the services must deliver fit with the jobs needed to deliver them.

• Revision of the gender-based salary gap

We will use gender-neutral criteria to ensure that there is no gender bias during the assessment 

process. Therefore, we will prevent the assessment factors from negatively affecting primarily 

female or male jobs.

• Participation of the organisation

People will participate in the assessment process through descriptive questionnaires on the 

jobs they perform. We will also hold working groups to share the process and make it more cros-

s-cutting. The entire process will be worked on by a committee with equal representation from 

the union’s general negotiation board.




