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From 1st July to 31st December 2022 the Czech Republic took over its second 

presidency of the European Public Administration Network (EUPAN). During these 

6 months we welcomed to Prague the representatives of the Member States of the 

European Union, the European Commission, observer countries (Norway and Serbia), 

as well as the speakers from EIPA, OECD and other institutions to discuss the topics 

related to the Civil Service and the Public Administration sector. 

The Czech Presidencyôs work was guided by two important documents adopted during 

the French presidency; namely the EUPAN Strategy Paper for the period July 2022 ï 

June 2025 and the Strasbourg Declaration on the Common values and challenges 

of European Public Administrations, which was approved by the ministerial 

conference in Strasbourg in March 2022. 

The Czech Presidency aimed to build on the achievements of the previous 

presidencies and strived to discuss and share ideas on the strategic domains 

established by the updated EUPAN Strategy Paper.  

1 Meetings  

During the Czech Presidency several events took place: 

¶ 5 September ï online meeting of the EUPAN 5 Secretariat (FR, CZ, SE, ES 

and the EC)  

¶ 8 September ï online meeting on international mobility (PACE flagship project) 

¶ 26 ï 27 September ï EUPAN Working Level meeting in Prague, Czech 

Republic  

¶ 31 October ï online meeting of the EUPAN 5 Secretariat  

¶ 24 ï 25 November ï EUPAN Directors General meeting in Prague, Czech 

Republic    
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2 Strategic Domains and Topics 

In accordance with the Strategic Paper approved during the French Presidency for 

the years 2022-2025, 3 main strategic domains were established: 

1. Transformation of the Civil Service and HR policies 

2. Transparent, accessible, resilient and green public services that meet usersô 

expectations 

3. Organizational changes, public innovation, digital transformation and ñgreeningò 

of the Public Administration sector 

2.1 Transformation of the Civil Service and HR policies 

Under the first strategic domain Transformation of the Civil Service and HR 

policies, the issue of top public managers in a transparent, effective and professional 

civil service, two points were addressed: 1) relations between top senior civil servants 

and the political leadership of the Ministry, and: 2) the international mobility of civil 

servants. 

2.1.1 Relations between Top Senior Civil Servants and the Political Leadership 

of the Ministry 

Establishing the right balance between political leadership and a professional civil 

service is an important aspect of the civil service system. On the one hand, civil 

servants must be apolitical and carry out their tasks impartially thus ensuring 

professionalism and stability in the administration of the state. On the other hand, the 

responsiveness of top civil servants to, and their alignment with, the program of the 

political leadership is important for the Government to be able to carry out the political 

program with which the politicians were elected. During the Czech Presidency a 

questionnaire aiming at mapping the situation in the EUPAN countries in terms of the 

organization of the political and civil service leadership, as well as the nature of their 

relationship was sent out. It also touched upon the existence and functioning of other 

bodies supporting the political leadership (e.g. cabinets, assistants, advisors etc.). 
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The organization and institutionalization of political leadership as well as of the Civil 

Service varies across the countries. In order to clarify the areas of interest the Czech 

Presidency carried out a short workshop during EUPAN Working Level meeting 

where participants discussed these questions and reached a common understanding. 

The participants were divided into 4 groups of approx. 12 members. Each group had a 

moderator who was leading the discussion. Based on the discussion in the workshop, 

the Czech Presidency finalized the questionnaire which was distributed to the 

participants involved. 

The Presidency carried out a survey among EUPAN members which was aimed at 

mapping the situation in EUPAN countries in terms of the organization of the political 

and civil service leadership. We have also touched upon existence and functioning of 

other bodies supporting the political leadership (e.g. cabinets, assistants, advisors 

etc.). 

During the EUPAN Directors General meeting, an overview along with the results of 

the survey were presented. The presentation was followed by a roundtable discussion 

with the delegates. Questions asked in the survey can be found in the attachment 

below. 

2.1.2 International Mobility of Civil Servants 

Much attention is given to the international mobility of civil servants with various 

aspects being discussed widely. Recent initiatives which took place include the 

Leadership Exchange Programme, which was initiated during the Portuguese 

Presidency and Summer school organised during the French Presidency. The 

ministerial conference which was held in Strasbourg in March 2022; and which resulted 

in adoption of the Strasbourg declaration; also focused on this topic. 

During the Czech Presidency the opportunities for participation in the PACE Flagship 

project for the international exchange of civil servants; which was organized by the DG 

REFORM within the TSI tool; were also examined. We put emphasized the sharing of 

ideas on those topics which are relevant to the Civil Service and the Public 
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Administration sector generally, in order to facilitate networking among Member States 

and identify possible common ground for realizing the international exchange of civil 

servants.  

Informal Online Meeting on 8 September 2022 

With a view to facilitating the discussions about possible participation in the PACE 

project, an informal online meeting with those Member States with an interest in this 

initiative, was organized. The idea of the meeting was to discuss topics of common 

interest for which an exchange could be organized. The aim of the discussion was also 

to support networking and help with matching the Member States interested in the 

same issues.  

During the meeting the following themes emerged as points of interest: 

Professionalization of the Public Administration Sector; Digital Transformation; 

Attractiveness; Social Dialogue; Innovation; Support of Mobility and 

Sustainability of HR Policies; Boosting Civil Servant Exchanges with the 

European Union Institutions; Improvement of the Performance of the Public 

Administration Sector. 

EUPAN Working Level Meeting  

Following on the online meeting, another session dedicated to international mobility 

was organized during the Working Level meeting in Prague. It provided the space to 

share information and further discuss the common ground for participating in 

international exchange programs. 

First of all, the DG REFORM had a presentation which introduced the PACE project 

as well as informing the participants about the current developments. The presentation 

was followed by contributions from Greece, Croatia and France. These countries 

presented those issues which have priority in their respective public administration 

sectors; in addition to sharing their initial considerations and views regarding 

participation in PACE. 
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Introducing Public Administration Cooperation Exchange (PACE), DG REFORM 

DG REFORM first presented information about the structure of DG REFORM and Unit 

Governance and Public Administration (REFORM/B2) which is in charge of 

initiatives related to public administration. Then they spoke about the flagship 

Technical Support Instrument (TSI) PACE ï Public Administration Cooperation 

Exchange and its objectives which are: 

¶ Facilitate civil servant exchanges as well as knowledge transfer and best 

practice exchanges between the public administration bodies of the EU Member 

States.  

¶ Promote direct, one-to-one dialogues and allow different stakeholders to learn 

from each other and share knowledge.  

¶ Foster cross-border cooperation between Member States, between officials and 

synergies in working methods.  

¶ Increase awareness of the European dimension in public administration bodies 

and the promotion of the values and principles of good administration. 

DG REFORM also provided further details concerning the issues, modalities, 

reimbursement schemes and timeline of processes for the 2023 PACE edition as well 

as having informed the delegates about the updates from the Expert Group on Public 

Administration and Governance which was established in 2021 under DG REFORM. 

General Thoughts on the Potential Implementation of PACE Initiative based on 

the Recovery and Resilience Facility, Croatia 

Croatia presented the areas of interest for their public administration, as well as the 

current projects realized under the National Recovery and Resilience Plan. They are 

most interested in the professionalization of public administration and digital 

transformation, including the improvement of the employment procedure in the Civil 

Service, new salary model and new ways of working in the Civil and Public Service, 

digital transformation of conservation materials and archival records, as well as 

functional and sustainable local self-government. Due to the large volume of work 
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related to the Recovery and Resilience Plans projects, joining PACE will not be 

considered this year, but remains an interesting opportunity for the following years.  

TSI 2023, PACE, Greece 

In Greece, the implementation of a comprehensive HR framework to create a new 

public administration for the citizen is currently under way. There are four priorities: 

Streamlining Public Administration, Accountability, transparency, anti-corruption 

measures, Human Resources Management and Development and HR Digital 

Transformation. The Greek administration has applied during the current PACE call 

with intended activities comprising of study visits, capacity building in people 

management and common projects in HRM and PA. Main areas of interest include: 

attracting the right candidates; improving the employer brand; onboarding of public 

servants; capacity building and motivation of staff. 

PACE 2023 ï First Ideas for a French Project  

France shared with participants the goals they would like to achieve by participating in 

the PACE initiative. These include, among others: the promotion of the identification of 

common solutions to strengthen resilience; support for future work on the 

transformation of the Civil Service; increasing the levels of expertise in public 

administration in European Union countries; as well as the dissemination of 

emblematic projects deployed in the field of public transformation and function. These 

goals could be developed by focusing in particular on the following themes: 

¶ the attractiveness factors of public administration bodies;  

¶ the renewal of public management and the evolution of the levers of motivation 

for public workers;  

¶ the adaptation to digital transformation;  

¶ the integration of the objectives of sustainable development in HR policies, 

including by questioning the exemplary nature of the state as an employer.  
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European Commission External Mobility 

The Commission had a presentation focusing on the external mobility programs in the 

Commission. Among other things; it entails mobility and secondments to national 

administrations, other EU institutions, international organizations and other EU bodies 

and agencies (both to and from the EU). There are many concrete types, e.g. SNE, 

NEPT, TAIEX, study visits, Erasmus for PA, twinning, etc.  Secondments provide a 

valuable tool for the exchange of information and practices in addition to reinforcing 

mutual cooperation. The secondees benefit from the opportunity to grow 

professionally, the secondment also helps them to better understand functioning of the 

Commission. At the same time the secondees enrich the work environment in the 

Commission by bringing new ideas, offering different perspectives and reinforcing the 

European spirit. The presentation then focused on the SNE and NEPT programs, going 

on to explain the conditions, requirements and eligibility for these programs. 

Supporting Czechs in the EU institutions, Czech Republic 

This presentation focused on the measures and tools which the Czech authorities use 

to support the Czechs in the EU institutions, owing to the fact that the Czech Republic 

is underrepresented there. This support consists of many elements, with the main ones 

contained in the Strategy to Support Czechs in the EU Institutions, which was 

adopted by the government in 2015. Concrete activities include spreading awareness, 

preparation for the EPSO competition (free of charge), coordination role of the 

Permanent Representation in Brussels and enhancing the skills and knowledge of 

civil servants by seconding them to the EU institutions (support for SNE, NEPT and 

Erasmus for PA especially). It was stressed that the crucial elements of the Strategy 

include having a central budget for activities, establishing a network of contact points 

and the creation of guidelines. 

EUPAN Directors General Meeting 

During the EUPAN Directors General Meeting a session dedicated to discussing the 

benefits of the international exchange (not only from the point of view of the individual 
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civil servant, but also from the point of view of the sending and receiving institutions), 

the requirements demanded of the potential candidates and the challenges presented 

by the exchanges were discussed. 

The main benefits of an exchange lie in broadening civil servantsô horizons and 

professional expertise. The exchange can be viewed as a factor increasing the prestige 

and attractiveness of the Civil Service as a vocation. Exchanges are beneficial also for 

organizations, because they provide inspiration for applying a different approach to 

finding solutions to similar issues and problems across the countries.  

In terms of preparing an exchange program, the crucial role played by detailed planning 

was stressed. In particular, it is necessary to clarify the objectives of the mission and 

to think whether the organization will participate in order to share its knowledge with 

others or to learn from others. It was advised to use digital skills where appropriate, 

since not all activities necessarily require the physical presence of civil servants 

abroad. Attention should be given to the length of the exchange, since both shorter 

exchanges (one week) and longer ones (in the order of several months) serve different 

purposes and both types have their own benefits and challenges. Other issues that 

were mentioned include finding a suitable partner organization in another Member 

State, the working language of the exchange, the financial resources for realizing the 

exchange and finding and directing a stand-in for civil servant who is on exchange. 

Overall, the delegates highlighted the positive impact on cultural exchange, knowledge 

sharing and networking. On the other hand, some expressed uncertainty whether this 

is what we need to increase the efficiency of government. It was generally agreed that 

this topic was important for the development of the Civil Service in all Member States, 

and therefore recommended that efforts be made to further develop this area in the 

coming years.  This is to be done regardless of whether it concerns mobility of civil 

servants at bilateral or multilateral level, as well as between Member States and the 

European Commission. At this level, a TSI or LEP is already underway, the 

conclusions and outcome of which will certainly contribute to further initiatives and 

programmes for the mobility of European Union civil servants. 
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3 Transparent, Accessible, Resilient and Green Public 
Services that Meet Usersô Expectations 

Under the second strategic domain, the topic of integrity and ethics in civil service was 

addressed by means of workshops dedicated to the sharing of experience and 

discussions on the development of ethical culture and values in the Civil Service. The 

themes of the workshops were: Civil Service Ethics Education; Civil Service Ethics 

- Between Theory and Practice and Crisis; Public Administration and Civil 

Service Ethics. In order to facilitate the discussion, the EUPAN meeting participants 

had been divided into 4 groups of approx. 12 members. Each group had a moderator 

who was leading the discussion. The questions posed were discussed during the 

workshops of the EUPAN Working Level meeting and of the Directors General 

meeting as well. 

3.1 Civil Service Ethics Education 

In recent years, plenty of attention has been given to civil service ethics, which is 

considered to be an effective tool to combat corruption and generally make the Civil 

Service more efficient and appealing to the public. This, of course, also led to the 

emergence of various forms of education concerned specifically with civil service 

ethics. Yet, this kind of education is often viewed by civil servants as a mere formality. 

There seems to be a recurrent belief that morality and good manners are mostly 

acquired in childhood ï and therefore teaching ethics to adults cannot really change 

their behaviour. 

During the workshops, the following questions were discussed. Is this belief justified, 

or is it possible to teach ethics to civil servants in a way that will actually have a positive 

impact on how they perform their duties? And what are the most effective approaches 

to teaching and promoting ethics to civil servants?  

3.2 Civil Service Ethics - Between Theory and Practice 

The relation between various branches of the administrative sciences and practitioners 

in the domain of administrative ethics is a complicated one. To assess the efficiency of 
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the various tools and elements of the ethical infrastructure, researchers (whether from 

academia, intergovernmental organizations, or NGOs) would like to study in detail what 

is happening inside the walls of various state authorities. Accessing and analysing 

publicly available records could reveal a lot but having direct knowledge of internal 

processes is invaluable. Yet institutions often have measures in place that guard them 

against such openness. At the same time, the push toward evidence-based decisions 

is on the rise across many areas of governance. It implies an effort on the side of 

institutional actors to get acquainted with the newest scientific results in the domain of 

administrative ethics. However, people in charge often have limited resources to follow 

the relevant literature and other sources. Relatedly, many countries run dedicated 

programs for educating future administrators and it is often assumed that graduates of 

such programs will be in a perfect position to implement scholarly results to practice. 

Yet it is not clear whether in the domain of ethics such an assumption is justified. 

3.3 Crisis, Public Administration and Civil Service Ethics 

In times of crisis (pandemic, energy, war) public administrations face unprecedented 

challenges that require the use of unprecedented methods for finding solutions. For 

instance, sometimes public officials have to take a decision about an urgent matter 

despite a lack of time and/or sufficient information. This can create a stressful situation 

accompanied by a growing feeling of uncertainty about the extent of oneôs 

accountability for the decisions made. At the same time, some public officials can be 

tempted to circumvent standard procedures and deliberations for the sake of a faster 

delivery of administrative outcomes, even if the circumstances do not require that. 

While the importance of ethics in administrative decision making obviously grows 

during times of crisis, politicians often view administrative ethics as a low-priority issue 

against the background of a set of immense practical problems to be solved. They 

might think that we should not waste precious time on such secondary matters such 

as ethics management and ethical culture until the crisis is over.  
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3.4 Summary of the Workshops on Ethics in the Civil Service 

An important part of the EUPAN Working Level and Directors General meeting 

programme consisted of workshops on ethics in the Civil Service. The first workshop 

dealt with Civil Service Ethics Training and Education. There was extensive 

discussion among delegates on, for example, what key topics should be included in 

ethics education and training; what methods are most appropriate for ethics training 

and education in the Civil Service; how to promote ethics training and education and 

motivate officials to take an interest in ethics; how to make ethics training and 

education be seen as an important part of civil service education and not as "just a 

formality" and whether managers be educated in ethics differently to other civil 

servants. 

In terms of contents and key topics in ethics education, the discussion showed that in 

many Member States, training courses on ethics focus on topics related to the 

prevention of corruption and conflict of interest. For instance, the Greek delegate 

described a new national anticorruption scheme that has commenced. The scheme 

participants are required to undertake a thorough training which is given via blended 

learning sessions of 150 hours in total. This training does not only consist of an in-

classroom presence, but also contains a video project to make the education more 

interactive. The Italian delegate stated that ethics training mainly covers anti-corruption 

courses, as this is viewed as an important topic in Italy. In relation to corruption, the 

French delegate raised the question of how to deal with the concrete issue of, e.g., 

gifts to civil servants, who are in touch with a private company, etc. Also, the more 

general question of the relationship between the private and public sectors was raised 

by some members, who added that training courses focusing on the area of public 

procurement were an important part of ethics education as well. This frequent 

connection of ethics and anti-corruption themes is, however, not the case for all 

Member States. For example, in Poland, the prevention of corruption and ethics have 

separate trainings. 
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The other most common topics for education in ethics included the values and 

principles of the Civil Service and Public Administration, including knowledge of ethical 

codices, and the prevention of various forms of unfair treatment in the workplace 

(discrimination, harassment, mobbing), civil service impartiality, civil servantsô integrity 

and risk management. It was also noted, that new fields where ethics is applied are 

emerging, such as digital ethics or ethics on social media. This part of the discussion 

concluded with the recommendation that ethics must be part of sustainable Human 

Resources Management and that it is essential to combat discrimination.  

Further discussion focused on the scope of ethics training. Many Member States stated 

that ethics training is not given separately, but rather forms a part of a more general 

and compulsory training for civil servants. During the discussion suggestions were 

made that apart from such general trainings there are also specialised training courses 

focusing on particular groups of civil servants, such as managers, newcomers or 

ethical advisors. Some delegates stated that due to their higher levels of responsibility, 

managers receive special training, including in ethics, while for other Member States 

this was not the case, since it could be argued that ethical principles should be 

observed by all civil servants, regardless their position. Regarding the filling of vacant 

managerial positions, in some Member States the recruitment process includes 

elements of ethics by testing candidates on stress resistance, leadership skills, 

integrity etc. It was emphasised that such testing is important, because the Civil 

Service needs leaders who not only have good analytical skills and perform well, but 

also have vision and leadership skills. 

Concerning the appropriate methods for, and ways of training ethics in the Civil 

Service, the questions of the online and in-person trainings were discussed. While 

online training and online tools may be more appealing to some civil servants 

(especially younger ones); for others the face-to-face training sessions are more 

effective. Eventually, a combination of e-learning and face-to-face courses is likely to 

be the most effective method for ethics training. A couple of delegates stated that they 

are using role playing scenarios in ethics trainings. There was an overall agreement 

on the importance of bringing concrete examples of situations that may occur in 



 

15 
 

practice into the training session. Otherwise, there is a risk, that the training will be too 

abstract. As was pointed out by Belgium, sometimes it had to be explained to the 

participants of the training exactly what behaviour was corrupt, as very often people's 

first reaction to the examples given was that they did not consider it to be corruption. 

By presenting and discussing practical examples, the ethical dilemmas can be 

demonstrated most effectively.  

In the next part, the question of how to promote ethics and motivate officials to take an 

interest in ethics was discussed. First of all, some Member States expressed certain 

doubts about how possible it is to ñtrainñ ethics, since ethical values should already be 

internal to civil servants. This is also the reason why some delegates spoke about 

promoting ethics (discussing ethical dilemmas, presenting concrete examples), rather 

than teaching it. Some Member States consider a top-down approach to promoting 

ethics to be key to successful ethics enforcement, because it fulfils the principle of 

ñleading by exampleò. Polish colleagues promote ethics through the head of the Civil 

Service, who talks about ethics when meeting with the Directors General. In the 

Netherlands, regular meetings of top public managers dedicated to ethics are 

organised. However, there were also Member States which stressed the bottom-up 

approach in which the ethical culture in an organisation should be supported and 

cultivated also by the civil servants themselves. It was also pointed out that a mature 

and sound ethical culture in public organisations increases the trust of citizens, and at 

the same time increases the attractiveness of the given organisation on the labour 

market. 

Another widely used tool to promote ethics is the creation of a position of ethical 

advisors/counsellors/mediators (e.g. in Poland, the Netherlands, Portugal or Latvia), 

whose function is to support the sound ethics culture in the organisation, provide 

guidance and answers to civil servantsô questions related to ethics. Other tools that 

were mentioned during the discussion included questionnaires on the topic of ethics, 

lectures on how to prevent corruption, brochures on ethics, organisation and 

participation at conferences dedicated to ethics. 
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In terms of promoting ethical conduct, there was also a strong positive response among 

participants to the example from Croatia, which, in addition to reducing the number of 

complaints of unethical conduct, also focused on regular praise in internal 

communications, where staff across the hierarchy of the ministry had the opportunity 

to express praise for selected ethical conduct. 

The next workshop focused on Civil Service Ethics - Between Theory and Practice; 

in particular on experience with sharing information about civil service ethics with 

researchers; the impact of research on ethics in the Civil Service on the real-life 

institutional practice and evidence-based decision-making, as well as the importance 

of dedicated university programmes in public administration in order to increase the 

knowledge and skills of civil servants in the field of civil service ethics.  

In general, the delegates agreed that academic research, questionnaires, etc. can be 

very useful for the development of public administration. It was confirmed by many 

Member States that there is cooperation with academia but it often focuses on field 

other than ethics, such as corruption. It was also pointed out that the cooperation is 

very rarely long term and systematic. Rather, it occurs on an ad hoc basis according 

to actual needs. Nonetheless, examples of dedicated university teams for studying 

ethics in public sector exist as well, e.g. in Finland. With regard to cooperation with 

academic institutions, it is quite common for Member States to have universities or 

institutes focusing on public administration (e.g. Malta, Hungary, Norway, Portugal, 

Bulgaria). It was noted, that these institutions may provide training in civil service ethics 

as well. In France, the National Institute of Public Administration (INSP) is in charge 

of cooperation with the universities. 

Another feature of the cooperation with academia and researchers which was 

mentioned is the theoretical nature of the outcomes. This means that all the outcomes 

and findings of the research may not always be possible to use in practice.  For carrying 

out research and studies some Member States contract advisory or consulting 

companies from the private sector; e.g. in Poland, recently a large project on the 

integrity culture in the Civil Service was carried out. Other international institutions and 
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organisations, such as OECD or the European Commission were also mentioned as 

a partners for research activities. 

Next, delegates discussed specific university programs dedicated to public 

administration and whether their graduates have better prospects of becoming civil 

servants. It was noted, that in some Member States such university programs, or at 

least university courses, dedicated to public administration exist. However, the 

delegates stated that graduation from such programs is not a necessary condition for 

obtaining a post in the Civil Service. Other programs may provide adequate preparation 

as well, e.g. legal study programs were viewed as quite appropriate, since they provide 

students with good overview of public administration. At the same time, a career in 

public administration often requires specialised knowledge, and so graduates from 

highly specialised courses, such as IT, are welcome. 

Finally, during the Directors General meeting one of the workshops was dedicated to 

ethics in times of crisis. The delegates discussed whether there were any ethically 

problematic situations in the Civil Service during times of crisis and what was the 

interaction between top public managers and politicians like in these situations.  

Many delegates responded that there was no grave conflict between top civil servants 

and politicians, since the civil servants have clearly defined competences, which 

followed even during the time of crisis. Moreover, continuity plans, crisis teams and 

other institutes which guide the public administration processes during the crisis were 

activated as well. Some delegates mentioned that regular procedures could not be 

followed due to the speed of legislative processes or the extent of consultations, but 

no serious problems were mentioned. It was also noted that during a crisis there is less 

time to think about ethics, because ñthe things need to be done quicklyò.   

The introduction of working from home on massive scale was mentioned as an issue 

which brought many new questions. Some of the problems which emerged were often 

connected to the challenging communication styles and interpersonal relations among 

civil servants, less social contact and increased symptoms of burnout.  
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With regard to preparing for future crisis, it was noted that that it is not clear whether 

we can fully prepare for a potential future crisis, which, by definition, comes suddenly 

and often takes us by surprise while bringing previously unseen phenomena. What can 

be done is to evaluate the management of the current crisis and learn from the 

conclusions? Some delegates mentioned that one of the lessons learned is to prepare 

better for communication, also among the authorities themselves. Many of the 

networks and various groups, which were created during the crisis, produced good 

results which gives rise to the tendency to let those groups function also during normal 

times.  

In terms of interactions with politicians, it was stated that civil servants primarily should 

guard the ethics, as it is their vocation. Research carried out by the OECD shows, that 

the public places more trust in civil servants than in politicians. According to another 

view, ethics is not always top priority for politicians, yet they always expect ethical 

behaviour from civil servants. With regard to the topic under discussion, Finland, during 

their presentation, informed us that in their country special discussion forums were 

created during the crisis, which included politicians, officials and the public. In this way, 

various points of view were brought together and discussed.  
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4 Organizational Changes, Public Innovation, Digital 
Transformation and ñGreeningò of Public Administration 
Bodies 

Presentations and follow-up discussions on various sub-topics within this strategic 

domain took place during the Working Level Meeting as well as the Directors 

General Meeting. 

4.1 EIPA Services for EU Member States and EU Institutions, EIPA 

EIPA and the activities it offers to EU Member States was introduced. Currently EIPA 

focuses on 5 main areas: Better Governance; Effective Public Administration; Global 

EU; Management of Public Funding and EU Policies and EU Law. A lot of attention is 

paid to the area of Effective Public Administration, where EIPA focuses on issues 

related to Human Resources and New Work; Quality and Effectiveness; 

Digitalization of Public Administration or Negotiations; communication and soft 

skills. EIPA also provides advice and support to Member States for applying to the EU 

funds, for example within the TSI instrument. EIPA is currently introducing a series of 

online training on the Moodle platform and the Digital Training Hub. It has also 

established a database of European Public Sector Awards (EPSA), i.e. awards that 

reward significant projects in public administration, and operates the CAF resource 

centre. 

4.2 Strengthening the Resilience of the Public Administration Sector: 

Lessons Learned from CAF Users from the COVID-19 Pandemic, 

OECD 

The main aim of this OECD project has been to support more resilient public sector 

administrations and organizations in EU Member States. The objectives included 

collecting data on public administration responses to COVID-19 and sharing studies 

and examples from practice, promoting innovative topics to make the Public 

Administration Sector more resilient in the future, and last but not least, the support of 

the CAF Network in revising the use of the CAF model. Results suggest that, in 

general, the authorities responded effectively to the crisis, especially by establishing 
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health protocols, social safety nets and business continuity plans. However, there is 

room for future improvement when it comes to speed, scale and transparency in the 

processes. Lessons can be learned also in the areas of strategy, planning, leadership, 

human resources management, relation to stakeholders and processes. The final 

report should be published at the beginning of 2023. 

4.3 European Commission HR Strategy 

The Commission informed us about its new HR Strategy. The strategy focuses on 4 

main areas: attractiveness, flexible careers and mobility, selection and recruitment and 

HR processes. In terms of attractiveness, new approaches are needed in order to be 

appealing to young people, who are often not interested in a lifelong career but would 

rather have flexible employment and working conditions. One of the problematic issues 

is the length of the external selection procedure, which is too long and needs to be 

shortened. The Commission also places emphasis on other areas, e.g. the greening 

of the administration, anti-harassment policies or support for inclusion and diversity. 

Among other things, the Commission tackles the issue of geographical balance among 

Commission officials by preparing Action Plans for individual Member States. 

4.4 Implementing Quality Management in Service Authorities, Czech 

Republic 

Delegates were presented with a model for implementing quality management in state 

administration which was applied in the Czech Republic. In order to support the 

introduction of quality management a project co-financed from the European Union 

funds has been carried out under the auspices of the Civil Service Section of the 

Ministry of the Interior. Improvement in quality management was defined within 10 

criteria (e.g. strategy of the development of service authority, defining measurable 

goals, communication, Human Resources Management, employee satisfaction survey 

etc.), each of them establishing minimum standards of quality management which have 

to be adopted by each service authority. In order to implement the individual steps, a 

methodological tool was prepared. Service authorities may go beyond the minimum 

standards and further implement one of the certified tools, such as CAF or ISO. 
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4.5 Training Programme for Analysts in Public Administration, Czech 

Republic 

The presentation told of an upcoming training event for the development of analytical 

skills of Czech civil servants. This is a pilot version of the program created as a follow-

up to the Czech strategy Client-Oriented Public Administration 2030. The goal of 

this pilot version is to train 120 analysts from the Civil Service. During the 4-day 

training, participants will learn about quantitative and qualitative research methods, 

open data and data visualization. 

4.6 Geolocation Data as a Tool for the Public Administration Spatial 

Structure Adjustment, Czech Republic 

An EEA and Norway grants project implemented by the Ministry of the Interior of the 

Czech Republic aims to examine the mobility patterns of individuals gained from the 

geolocation data from the mobile phone network. According to those patterns, the 

location of public services should be overly determined. The crucial idea of the 

assignment is to bring public services closer to the people and not people to the 

services. This contribution opens the discussion of the adjustment of the administrative 

borders of the territorial units of the state based on data on the inhabitants' mobility. A 

discussion followed the presentation of the project. 
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5 Political Leadership and Top Civil Servants in the 
Ministry 

A) Political Leadership of the Ministry 

1. What functions in the ministry, apart from the minister, are considered to be 

Ăpolitical functionsñ (e.g. Deputy Ministers, Junior Ministers, Under Ministers, 

Secretaries of State etc.)? 

2. Is the minimum and/or maximum number of these positions set? 

3. Who appoints them to, and removes them from the function? 

4. What are their main tasks and responsibilities? 

 

 

B) Top Civil Servants (Secretary General/Permanent Secretary and Directors 

General)1 

1. Who appoints them and removes them from the function? 

2. What is the form of selection process (e.g. political appointment, selection 

commission, political appointment based on shortlisted candidates etc.)? 

3. Is there a fixed term of appointment? If so, what is the length of the term. 

4. What is the process, and conditions, for removing them from the function? 

 

C) Advisors and Advisory Bodies to the Minister (e.g. Cabinets) 

1. What type of positions or bodies exist to advise the minister in policy areas? 

2. What is their employment status (civil servants or employees)? 

3. What are their main tasks and responsibilities? 

 

                                                           
1 A thorough study concerning Top Public Managers was conducted by the Dutch presidency in 2016 (see Top 
Public Managers in Europe: Management and Employment in Central Public Administrations, Ministry of the 
Interior and Kingdom Relations, The Netherlands, 2016). The group of Top Civil Servants, in understanding of 
this questionnaire, includes Level 1+ and Level 1 functions as specified in the study (p. 15-16).  
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6 Outcomes of the Questionnaire2 

One of the priorities of the Czech Presidency was future-oriented strategic, efficient 

and effective HRM. Within this priority, the Czech Presidency focused in particular on 

the relationship between the top public management and political leadership in the 

ministry. In line with the expected results, a questionnaire on this topic was developed 

and sent to all participants of the EUPAN DG meeting on 24 and 25 November 2022 

in Prague.3 The questionnaire was divided thematically into three areas with several 

specific questions - the political leadership of the ministry, top civil servants and 

advisors, and advisory bodies. 

6.1 The Political Leadership of the Ministry 

The first area targeted the political leadership of the ministry. Specifically, the aim was 

to find out what functions are considered political within the ministry structure. Other 

questions focused on whether there is a minimum and/or maximum number of these 

positions, who appoints and removes candidates to and from these positions, and what 

their roles and responsibilities are. 

6.1.1 Political Positions in the Ministry 

As shown in the chart below, the majority of participating states indicated the Secretary 

of State or State Secretary to be a political position, specifically in 15 cases. The next 

two most frequently cited positions were Political Advisors and Deputy Ministers. Two 

states mentioned the position of Secretary General as a political position. The 

exception was the post of Under Minister, which only one country, Greece, had. 

Similarly, only Slovakia has the position of Government Deputy in certain cases. In 

                                                           
2 The following countries were approached with a request to complete the questionnaire: Austria, Belgium, 
Bulgaria, Croatia, Cyprus, Estonia, Finland, France, Germany, Greece, Hungary, Iceland, Ireland, Italy, Latvia, 
Lithuania, Luxembourg, Malta, Netherlands, North Macedonia, Norway, Poland, Portugal, Romania, Serbia, 
Slovakia, Slovenia, Spain, Sweden, Switzerland, Turkey 
3 The following countries completed and submitted the questionnaire: Austria, Belgium, Bulgaria, Croatia, 
Cyprus, Denmark, Estonia, Finland, France, Germany, Greece, Hungary, Latvia, Lithuania, Netherlands, Norway, 
Poland, Portugal, Romania, Slovakia, Slovenia, Spain, Sweden, 
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three states there is no political position in the structure of the ministry, except for the 

minister himself. 
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6.1.2 Minimum or Maximum Number of Political Positions 

As can be seen in the attached chart below, the majority of respondents indicated that 

they have no set maximum number of political positions in the ministry. In contrast, 

only one respondent is allowed to have a maximum of 2 of these positions, and two 

respondents have a maximum limit of 3 political positions and three states mentioned 

that they have set up maximum of these positions on 1. An exception in this matter is 

one respondent who stated in their response that they have the ability to have 5 to 10 

of these positions perceived as political in certain cases.  
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6.1.3 Appointment and Dismissal 

This section focused on the appointment and removal process, more specifically on 

the authorities who appoint and remove political positions in the ministry. As can be 

seen from the chart below, in the vast majority of states that responded to the 

questionnaire, policy positions in the ministry are appointed and removed by the 

executive authority, i.e., the government, the prime minister, the relevant minister or 

the president. Two participating states indicated that the tenure of political positions in 

the ministry is linked to the tenure of the minister.  

 

  



 

27 
 

6.1.4 Main Tasks and Responsibilities of Political Positions 

Equally important for political positions in the ministry is the scope of the tasks 

connected with the job and attendant responsibilities. Within this framework, the 

questionnaire aimed to find out what agenda the political positions are responsible for 

and what their role is in the functioning of the ministry. The chart showing the result 

received shows that in a large majority of participating countries these positions are 

primarily tasked with assisting the minister in the performance of his or her duties. In 

some countries, people in policy positions are assigned specific tasks by the minister; 

in others they are responsible for planning and coordination in the department as well 

as overseeing the work of subordinates, and in rest they are in charge of implementing 

government policies in the field.  
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6.2 The Top Civil Servants 

The second part of the questionnaire focused on the most senior civil servants within 

the ministry. Like the first part, this part also contained several questions directed at 

the position of top civil servants in the ministry. Specifically, the questions focused on 

the form taken by the selection process, who appoints and removes these civil 

servants, their tenure, and the form and conditions of their removal from office. 

 

6.2.1 Appointment and Dismissal 

The purpose of the first question was to determine what authority has the power to 

appoint and dismiss the top civil servants. The data collected shows that in almost 75% 

of the countries participating in the questionnaire, the Government, relevant minister 

or president appoints candidates to these positions. The same applies in the case of 

dismissal from these positions. In two countries this is done by the Prime Minister and 

in an equal number of countries by the Secretary General.  The remainder of 

respondents said that top civil servants are appointed and dismissed by the Ministry 

of Interior, the Public Service Commission or the Government Hiring Committee.  
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6.2.2 The Form of Selection Process of Top Civil Servants 

The second question focused on how the top civil servants in the ministry are selected. 

Slightly more than half of the states responded that they select top civil servants 

through an open selection process in which a selection committee chooses from 

among the candidates. In three cases, the competition is then carried out by a 

permanent central committee. In four states, the top civil servants are then selected by 

political appointment. Two respondents stated that top civil servants are selected in an 

internal recruitment process. In only one country it is an open competition without 

centrally set rules. 
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6.2.3 The Term of Appointment of Top Civil Servants 

This question was designed to determine whether there is tenure for top civil servants, 

or how long, or whether it is a lifelong career. Here, the answers varied quite 

considerably. In less than half of the cases, the answer was that these positions are 

appointed for an indefinite period. In seven countries, the term of office is 5 years, and 

in three countries it is 6 years. The remaining responses were isolated cases one 

country at a time, specifically the tenure of these positions for a maximum of 4 years, 

or 5-6 years, or 7 years.  
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6.2.4 The Process and Conditions for Removing them from the Function 

This particular question was chosen in relation to the first and second questions, as 

the process of selection and appointment to these positions is closely linked to the 

process of removal from these positions. The answers are also consistent with this 

fact, namely that in most cases the authority to dismiss the top civil servants rests with 

the government. However, the answers differ on the conditions for dismissal from 

office. More than two-thirds of respondents said that top civil servants can be removed 

from office for reasons specified by law, such as medical unfitness to serve, disciplinary 

punishment, performance evaluation, serious breach of duties or incompetence. In the 

remaining third of the countries participating in the questionnaire, top civil servants 

could be dismissed on the basis of organisational changes, political decision or 

termination of probationary period. 
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6.2.5 Advisors or Advisory Bodies at the Ministry  

The last part of the questionnaire dealt with the positions of advisors or advisory bodies 

to the minister. The structure of the questions was similar to the previous ones, namely 

the questions related to what positions or bodies exist within the structure of the 

ministry, what employment status these positions have and what their role depends on 

the activities of the ministry. 

 

6.3 Type of Positions or Bodies that Exist to Advise the Minister in 

Policy Areas 

As mentioned above, the first question focuses on the actual description of the 

positions or bodies that can be considered to be advisory entities within the structure 

of the ministry with direct subordination to the minister. Slightly more than half of the 

participating states indicated that they had established a Cabinet of the Minister.  In 

five cases, the advisor position is that of personal assistant or advisor. Two 

respondents stated that they have a special body within the ministry whose agenda is 

to advise the minister on policy areas. As part of the responses, we also received 3 

other positions or departments within the Ministry, namely a special office, an ad hoc 

advisory body and an ad hoc committee established in the Office of the Government.  



 

33 
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6.3.1 Employment Status of Advisors 

The main purpose of the second question was to find out the employment status of the 

advisors or employees assigned to the advisory body; whether they are civil servants 

or employed in a regular employment relationship. It is quite clear from the chart below 

that in most of the participating countries these advisers or employees in the advisory 

body are employed in regular employment relationship. On the other hand, in four 

cases they are civil servants in these positions, and in the same number of countries 

it is possible to have both types of employment status.  
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6.3.2 Main Tasks and Responsibilities 

As with political positions, the position of the advisory bodies and advisors in the 

ministry is important. Therefore, the last question is directed at their main tasks and 

responsibilities within their agenda. Over 80 % of respondents indicated that the main 

task of these positions and bodies is to perform professional, organizational, advisory 

and coordination tasks for the minister and the state secretaries. The remaining less 

than 20% of the countries participating in the questionnaire indicated 4 other types of 

agenda for which these advisors are responsible. Specifically, the study of issues and 

the gathering of the necessary data to provide appropriate information, taking care of 

communication with parliamentarians, citizens, representatives of social organizations 

and public officials in general, as well as taking care of the correct fulfilment of ethical 

obligations, supportive in the development of the political work, in the fulfilment of 

parliamentary tasks and in their relations with the institutions and the administrative 

organisation as well as discussing and harmonising draft regulations submitted by the 

minister and in one state all ministry staff including advisors should help the institution 

to achieve its strategic goals. 

 




