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Part 1: The Central Administration Work Program



The Central Administration Work Program

Reduce costs of ϵтос mio by 2030 equivalent to 6,500 FTEs

Reduce unnecessary administration by reducing the number of rules 
and amount of supervision

Created by the government to improve the Danish central 
administration

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



The Danish central administration has seen a sharp 
increase in administrative personnel

121.250 122.480 123.555 124.300 124.895 126.130 127.030

61.835 64.660 68.320 70.925 74.255 75.310 75.375

2019 2020 2021 2022 2023 2024 2025

+11%

Administrative personnel Non-administrative personnel

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



Layersin the Danish administration

5 regions Ą 4 regions

23 ministeries

98 municipalitiesMunicipal

Regional

National

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



The Danish central administration

DeputyPermanent 
Secretary

Minister

Administrative 
Officer

Permanent
Secretary

Head of Division

Political level

Administrative 
level

Departments

ÅSecretariatof the minister

ÅAssist and advicethe minister

ÅPolicy and pressmanagement

Agencies

Å Implementation of legislation

ÅOperation of authorities and institutions

ÅExecutive and technical 

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



Part 2: The role of the Danish Ministry of Finance



Organisationalchart of the Danish Ministry of Finance

Agency for Governmental

IT Services

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



The Danish Ministry of Finance playsa keyrole in the 
Danish Administrative system

Nikolaj Wammen

Danish minister of Finance

Interministerialcoordination

Financial management

Back-officeadministration

IT-management

The multi-year work program of the Danish state Implementationof the programThe role of the Danish Ministry of FinanceThe Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



Overall savings target of EUR 
736 m in 2030 

Sub-targets for each  
ministry

Each ministry is obliged to submit their implementation 
plan to the Ministry of Finance

Each ministry submits 
implementation plans

The multi-year work program of the Danish state Implementationof the programThe role of the Danish Ministry of FinanceThe Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



Program initiatives are organized under three key 
principles

Cutting red tape Digital transformation Prioritisation of core tasks

IT management

Administrative savings in 
ministries

Administrative saving at 
universities

Shared Services

Efficient procurement

Modernisation of state buildings

Taskforce for AIRegulatory burdens

Rule simplification

Clear objectives

Smarter inspections

Implementation of EU regulation

1 2 3

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



Part 3: A closerlook at Shared Services



Shared services are comprised of shared standards, 
systems or units and applied across the state

1) Common rules or standards for good practice to perform specific 

operational tasks 

2) Application of systems acquired by one institution, but used by 

many institutions

3) Centers/units collecting and executing repetitive operational tasks

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



The agency is both supervisor and supplier of shared 
services on behalf of the Ministry of Finance

Supervisedby the agency

Payroll and Pension 

system

HR and 

Competence System

Suppliedby the agency

Government BIFinance Systems

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



The work program for the Central Administration creates 
an incentive to implement shared services

Savings imposed on 

state institutions under 

the program

Shared services help 

deliver these savings

Incentive to implement 

shared services

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



A look at how we work with shared services under the 
program

Shared 
services

Expandexistingsharedservices to new institutions

Optimizeand improve existingsharedservices

Innovateand developnew sharedservices

The multi-year work program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



Expansion: Absorbing new institutions into the Agency for 
Governmental IT Services 

32mill. ϵThe IT and 
Development Agency 
of the Danish Ministry 
of Taxation

Takenfrom the agency
budget 

Financial gain by 
2035 (EUR mio.)

Return to the agencyfor core 
tasks

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



Optimization: Analysis of HR processesin the central 
administration

System integrations

Initiatives

Centralize tasks

Automate calculations

Reduce control intensity

Reduce duplicate entries

Minimize manual workflow 

steps

Streamline controls

Areas of optimization

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



Innovation: Identifying new cross-government solutions 
through analysis

+100 initial solutions

16 possible initiatives

4 in-depth projects

1

2

3

Selection process Selected initiatives

Cross -government concept for centralised financial

functions

Expansion of shared procurement of generic

applications

Consolidation of public grant management

Cross -government concept to effective contract and 

supplier management

The Central Administration Work Program A closer look at Shared ServicesThe role of the Danish Ministry of Finance



Questions and comments



Thank you





Commissioner Piotr Serafin 

This review is about making our organisation stronger, more 
agile, and better equipped to serve Europeans in a rapidly 
changing world. 

We want to cut unnecessary complexity, improve 
collaboration, and create a workplace where people thrive. 



Why?

Agile  

Dealing with 
volatility as the 
new normal

Efficient  

Reducing complexity & 
ǿƘŜǊŜ ǇƻǎǎƛōƭŜΣ Ŏƻǎǘǎ

Attractive  

Improving as amodern & 
innovative employer

European Commission needs to be more:

European Commission leading from the front.

! ǿƻǊƪƛƴƎ ŎǳƭǘǳǊŜ ǿƘŜǊŜ ŜǾŜǊȅƻƴŜ Ŏŀƴ ǘƘǊƛǾŜ Φ



OECD: "Government unstuck"

Unleashing governments' capacity to deliver
ά{ƛƳǇƭƛŦȅƛƴƎ ŦƻǊ ǎǳŎŎŜǎǎέ

Increase governments' capacity to create momentum of change and empower 
civil servants
Improve governments' efficiency and effectiveness at delivering change
Increase governments' responsiveness to citizens andbusiness needs



What?
Actionable recommendations by end of 2026  the latest

Structures
Optimise who does what, 

governance and allocation 
ƻŦ ǊŜǎƻǳǊŎŜǎ  

Processes
Reduce bureaucracy, 
improve efficiency 

People & culture
Build a collaborative working culture with shared values, 

aligned purpose, nurtured talent and accountable 
leadership 

!ƭƛƎƴƳŜƴǘ ōŜǘǿŜŜƴ /ƻƳƳƛǎǎƛƻƴΩǎ ƳƛǎǎƛƻƴΣ ǾŀƭǳŜǎ ŀƴŘ ǎǘŀŦŦƛƴƎ ǿƛǘƘ ǇƻƭƛǘƛŎŀƭ ǇǊƛƻǊƛǘƛŜǎ 



15 workstreams
People & Culture

Purpose and values

Leadership 

Careers 

Talent acquisition 

Processes 

Innovation and AI

Simplification

Compliance and impact

Financial management

Structures  

Directorates-General

Collaboration

Unlocking resources
Service model

Offices and agencies

Presence in MemberStates

Discontinuation/de-prioritisation

AGILE 
EFFICIENT 

ATTRACTIVE

Large-scale review workstreams

https://eceuropaeu.sharepoint.com/sites/hr-large-scale-review/SitePages/workstreams.aspx


Leadership and values 

άStrengthen leadership at all levels in the Commission, reinforcing the critical role 
leaders play in shaping organisational culture and mobilising staff around our 
ǎƘŀǊŜŘ ǇǳǊǇƻǎŜΦέ 

ά9ƴǎǳǊƛƴƎ ǘƘŀǘ ƻǳǊ colleagues across all levels are motivated and engaged, 
ƛƴŎƭǳŘƛƴƎ ōȅ ǊŜƛƴŦƻǊŎƛƴƎ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ƻŦ ǘƘŜ /ƻƳƳƛǎǎƛƻƴΩǎ ƎǳƛŘƛƴƎ purpose and 
values ƛƴ ǘƘŜ ǿƻǊƭŘ ƻŦ ǘƻŘŀȅΦέ

Purpose and values

Leadership



IT governance 

άEmbed innovation and position AI, IT and data management as key drivers in modernising how we 
work. The rapid pace of technological change makes this essential for preparing the future of the 
Commission civil serviceΦέ

Innovation and AI



High-level group 

Role: external sounding board for the large-scale review 
Chaired by Catherine Day, former EC Secretary-General

8 members: 
Marco Daglio, Head of the Observatory of Public Sector Innovation, OECD 
5ŀǊƧŀ LǎŀƪǎǎƻƴΣ 5ƛǊŜŎǘƻǊ DŜƴŜǊŀƭΣ {ǿŜŘŜƴΩǎ LƴƴƻǾŀǘƛƻƴ !ƎŜƴŎȅ ±Lbbh±! 
Luukas Ilves, Advisor to the Deputy Prime Minister of Ukraine (former Government CIO and Undersecretary for Digital 
Transformation, Estonia)
Maria Schack Vindum, Permanent Secretary, Danish Ministry of Green Transition
Miroslawa Boryczka, Director of Management and Finance, OSCE
Giorgios Pitsilis, Governor, Greek Independent Authority for Public Revenue 
Theresa Twachtmann, Managing Director, Die Partnerschaft Deutschland (PD) ςBerater der öffentlichen Hand GmbH
Luis Romero Requena, former Commission Director-General of the Legal Service and Budget 



External Benchmarking 

The external benchmarking will provide fact-based insights to help guide the 
transformation to a more agile, efficient and attractive employer:

To understand the broader landscape in which the European Commission operates
To add an objective outside-in perspective 
To learn from others and provide inspiration

The benchmarking exercise will run in parallel with the large-scale review and 
support the development of concrete and actionable recommendations.



Benchmarking for the workstreams

Benchmark
9ŸůƓċƖĲШċŰĬШůĲċƚƨƖĲШċŰШŸƖŊċŰŔƚċƣŔŸŰќƚШƚƣƖƨĦƣƨƖĲЯШƓƖċĦƣŔĦĲƚЯШ
performance etc. with those of other organisations to identify 

opportunities for improvement

Best practice
Aspect of a business, process, approach, system that consistently 

delivers superior results

Emerging trend
Evolving pattern, behaviour, technology  that is gaining traction 

across a certain filed e.g. technology

The benchmarking approach can vary, ranging from comprehensive external benchmarking to a focus 
on best practices only and/or emerging trends depending on what is appropriate and meaningful



Some milestones

October 

High-Level Group
first meeting

21 November 

Workstreams kick-off 

Final report prepared by the 
review team based on 

recommendations
from 15 workstreams, 
benchmarking insights, 

input from the 
High-level group 

Meeting staff 
representatives

All staff event

July 2026

Final draft 
recommendations 

from 15 workstreams  

By the end of 2026 at the latest



It's a collective opportunity and responsibility  

I invite you to engage with the large-scale review of the 
/ƻƳƳƛǎǎƛƻƴΩǎ organisation and operations currently 
underway.

Your insights are vital to this work, to shape a Commission 
able to deliver for Europeans in a rapidly changing world.

President Ursula von der Leyen, message to staff, 10.9.2025



Discussion

How to increase agility of public administration in the face of volatility and crises? 

The main drivers for reform in public administration in Europe?

The role of leadership in creating momentum for change?

Examples from Member States?



Thank you! 



Break

Coffee is served in Salon B
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Civil service and HRM in EU 

candidate countries -

state of play

Gregor Virant

Head of OECD/SIGMA

EUPAN DG meeting

Copenhagen, 1 -2 December 2025

This document has been produced with the financial assistance of the European Union (EU). It should not be reported as representing the official views of the EU, the OECD or its member countries, or of partners participating in the SIGMA Programme. The opinions expressed and arguments employed are those of the authors. This document, as well 

as any data and any map included herein, are without prejudice to the status of or sovereignty over any territory, to the delimitation of international frontiers and boundaries and to the name of any territory, city or area. © OECD 2023 ï The use of this material, whether digital or print, is governed by www.oecd.org/termsandconditions.

http://www.oecd.org/termsandconditions
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Restricted Use - À usage restreint

Standards
Assessment Methodology

Reports

From standards to assessment reports
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Restricted Use - À usage restreint

Thematic areas 

44

Policy 
development and 
co-ordination

ƴ Centre-of-government
ƴ Policy planning
ƴ Policy making
ƴ Consultation
ƴ Policy implementation and evaluation
ƴ Parliamentary scrutiny

Public service and human resource 
management

ƴ Employment framework
ƴ Recruitment
ƴ Top managers
ƴ Motivation and working conditions
ƴ Professional development, performance and 
     talent management

Public financial management

ƴ Budget formulation
ƴ Budget execution
ƴ Budget reporting
ƴ Internal audit
ƴ Internal control
ƴ Procurement laws
ƴ Procurement 

operations
ƴ PP review

ƴ External audit
ƴ MLG-Fiscal autonomy

Service delivery 
and digitalisation
ƴ Users at the centre
ƴ Streamlined, quality services
ƴ Accessibility
ƴ Digitalisation
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Restricted Use - À usage restreint

Assessment Methodology - Types of criteria in the Public service and HRM 
area

45

Over 50% 

of the focus is on 

practice and results

Legislation24%

Strategy and 
guidance4%

Institutional 
set-up3%

Practice in 
implementation

45%

Results25%
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Restricted Use - À usage restreint 46

Source: Principles of Public Administration Data Portal, https://par-portal.sigmaweb.org.

Public service and HRM is the area with the lowest results
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Restricted Use - À usage restreint

Armenia Albania
Bosnia and 

Herzegovina
Kosovo* Montenegro

North 

Macedonia
Serbia Average

Strategy 26 37 38 53 52 57 58 46

Policy development and co-

ordination
46 54 32 51 53 38 46 46

Public service and human 

resource management
49 57 33 41 33 31 48 42

Organisation, accountability 

and oversight
47 59 44 61 54 56 61 55

Service Delivery and 

digitalisation
53 51 24 53 35 36 64 45

Public financial 

management
55 72 53 66 64 59 62 61

47

Source: The data for Armenia refers to the forthcoming 2025 Public Administration in Armenia report, while the data for the Western Balkans (Albania, Bosnia and Herzegovina, Kosovo, Montenegro, 

North Macedonia and Serbia) refers to the 2024 monitoring reports.

Public service and HRM is the area with the lowest results

* This designation is without prejudice to positions on status, and is in line with United Nations Security Council Resolution 1244/99 and the Advisory Opinion of the International Court 

of Justice on Kosovoôs declaration of independence.

20 75
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Restricted Use - À usage restreint

Public service and human resource management - 5 principles

Public employment framework 

Merit-based recruitment

Top management 

Work conditions, including remuneration 

Professional development and performance management

48

Principle  8

Principle  9

Principle  10

Principle  11

Principle  12
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Restricted Use - À usage restreint 49

Legislation vs. practice 

In all areas for all administrations 

overall, alignment with the 

Principles is stronger in relation to 

regulations and policy documents, 

and significantly weaker for aspects 

that measure implementation 

practices and results.

Legislation, 

strategy and institutions
Practice 

and results

Alignment is even 

weaker in the Public 

service and HRM 

area.

Legislation, strategy and 

institutions
Implementation and results

Legislation, strategy and 

institutions
Implementation and results

70% 44%

55% 36%



A
 j
o
in

t 
in

it
ia

ti
v
e
 o

f 
th

e
 O

E
C

D
 a

n
d
 t

h
e
 E

U
, 

p
ri
n

c
ip

a
lly

 f
in

a
n
c
e
d
 b

y
 t

h
e
 E

U
.

Restricted Use - À usage restreint 50

Discrepancies between the formal adoption of standards and political and 
administrative culture contribute to the gap between legislation and practice

Civil servant perception of factors influencing public administration career advancement

Notes: Percentages represent valid responses to the survey question, ñThinking about your career advancement in the public service, how important do you expect the following criteria to be for your 

advancement to better positions within the public service?: Support from a politician or someone with political links; and Support from family, friends or other personal connections working in the 

public serviceò. The centre percentages are the shares of respondents who answered ñ7 - very importantò, ñ6ò or ñ5ò. 

Source: SIGMA Surveys of Public Servants on public administration in the Western Balkans 2024 and Armenia 2025.

49

6
5

5

5

4

27

59

27

6

6

89

10

34

39

Importance of support from a politician or 
someone with political links

Importance of support from family, friends 
or other personal connections

1 - Not important at all 2 - 3 - 4 - 5 - 6 - 7 - Very important
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Restricted Use - À usage restreint 51

Perceived political influence on dismissal decisions

Note: Percentages represent valid civil servant responses to the question, ñTo what extent do you agree or disagree with the following statement?: I might be dismissed from the public service 

for political reasonsò.

Source: SIGMA Survey of Public Servants on the functioning of the public administration in the Western Balkans 2024 and Armenia 2025.

0% 20% 40% 60% 80% 100%

SIGMA-7

Serbia

North Macedonia

Montenegro

Kosovo

Bosnia and Herzegovina

Armenia

Albania

Strongly disagree Tend to disagree Neither disagree nor agree Tend to agree Strongly agree
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Restricted Use - À usage restreint 52

Strengths

¶ Solid legislation  in place 

¶ Political responsibility is clearly established in almost all countries (except UA and MOL) 

¶ Public service policy also in place. 

¶ Central co -ordination in place (although sometimes with insufficient capacities)

Weaknesses

¶ Fragmentation and limitations in the scope of civil service in some countries (ALB, ARM, MOL)

¶ HRMIS is not yet complete and functional; HR policies are rarely data-driven.

¶ HR function and profession is picking but still a long way to go.

Legal framework, policy and institutional set -up 
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Strengths

¶ Increasing efforts in employer branding and outreach (e.g., Albania; Serbia for young graduates)

¶ Open competition as a default procedure for entering public service (suspended in UA)

¶ Competency models and assessments slowly introduced ï most advanced in Serbia

Weaknesses

¶ Lack of strategic workforce planning (Annual HR plans in some administrations, limited to new 

recruitment)

¶ Low attractiveness and competitiveness of recruitment.

¶ Reliance on traditional selection methods and criteria with low validity to predict performance

¶ Limited range of selection tools and rigid screening models

¶ Insufficient professionalism of selection panels (limited training, risk of political interference)

¶ Exceptions to the appointment of first -ranked candidates

¶ A level playing field for candidates with disabilities in recruitment is not yet guaranteed

Workforce planning and merit -based recruitment 
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Small numbers of candidates competing for civil service jobs

Notes: 2020 and 2021 data unavailable for Armenia, 2022 data unavailable for Armenia, Bosnia and Herzegovina, Kosovo and Serbia. For Montenegro, data unavailable on eligible 

candidates specifically, only on total applicants: 4.8 in 2021; 6.9 in 2022; and 11.5 in 2023.

Source: SIGMA analysis based on information provided by the administrations. 
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2020 2021 2022 2023 2024
Signs of 

improvement in 

2024!
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Strengths

¶ Legal frameworks in all administrations distinguish TPM and emphasize merit -based recruitment 

(except NM).

¶ Women  in TPM positions above the OECD average (40.8% in 2021) in most countries 

(exactly 50% in Moldova), but only 8.5% in North Macedonia, 23% in Armenia, 30% in Ukraine.

¶ Opportunities for training and development in some administrations (SRB, MNE, BIH SL, FBIH).

Weaknesses

¶ Insufficient scope of TPM positions  in some administrations.

¶ The competitiveness and attractiveness of TPM positions remain low due to salary inadequacy and 

job instability .

¶ Deficiencies in selection procedures .

¶ Excessive share of ñactingò in some countries (SER, ALB, MNE, KOS)

¶ Hight turnover in some countries (MNE, UA)

Top managers are crucial to deliver results, but TPM jobs lack attractiveness, 
stability and professionalism 
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11%
18%

53%

17%

25% 24%

74%

27%

0%

20%

40%

60%

80%

100%

Albania Armenia Montenegro Serbia

Five years average Highest annual turnover in TPM positions in the last five years

Notes: Data are unavailable for Bosnia and Herzegovina, Kosovo, and North Macedonia. The five-year period for the Western Balkan administrations is 2019-2023, and for 

Armenia is 2020-2024. 

Source: SIGMA analysis based on information provided by the administrations.
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Large share of TPM 

in acting positions 

Notes: Data unavailable for Bosnia and Herzegovina and North Macedonia. The share of TPM in acting positions as of 31 December 2023 for the 

Western Balkans, and as of 31 December 2024 for Armenia. 

Source: SIGMA analysis based on information provided by the administrations.
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Strengths

¶ Base salaries are usually correctly linked with job classification.

¶ Increased attention to well -being  (staff satisfaction surveys).

¶ Job satisfaction and engagement expressed in surveys are high. 

Weaknesses

¶ Margin for improvement in regulations to evaluate and classify positions and insufficient implementation 

in some cases.

¶ Low salaries vs. lack of transparency and reliable data, systemic issues hidden by ad -hoc solutions 

and salary increases.

¶ Performance -based pay (i.e. bonuses) is either underutilised or non-existent in the WB; in the EaP, the 

share of variable pay is excessive (recent reform in UA).

¶ Insufficient application of modern working conditions, such as flexible work arrangements and 

teleworking.

¶ Staff representatives  are rarely engaged in dialogue.

Attractiveness of employment and work conditions
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Public servants are unsatisfied with salaries or teleworking opportunities...

59

... yet would recommend their organisation as a good place to work.

Note: The EU-8 average is the weighted average of the following countries: Belgium, Bulgaria, Croatia, Latvia, Lithuania, Netherlands, Slovakia and Slovenia.

Source: SIGMA Survey of Public Servants on the functioning of the public administration in the Western Balkans 2024, SIGMA Survey of Public Servants in Armenia 2025 and 2024 Standard EU/OECD Survey of Central 

Government Public Servants. 
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Strengths

¶ Central training systems are usually well structured, with TNA and training plans prepared 

regularly.  

Weaknesses

¶ Weak performance management practices, excessive above-average rating, limited impact on career 

progression.

¶ Internal promotion  often lacks transparency and fails to assess candidatesô competencies.

¶ Horizontal mobility is inconsistently applied and inadequately supported by digital platforms.

¶ Flexible learning approaches remain insufficiently present 

A strategic approach to civil servant professional development is needed to 
link the various components and enhance performance 
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Public administration employment (sector O) as a share of total employment 
and the labour  force, 2023 or the latest available year

61

Notes: The data refers to the working-age population (15ï64). Please note that the data for North Macedonia and Serbia refers to 2024, and the data for Ukraine refers to 2021. 

Sources: Data on public employment for SIGMA beneficiaries (Albania, Bosnia and Herzegovina, Kosovo, Montenegro, North Macedonia, Serbia, Armenia, Ukraine, Moldova and Georgia) is based on the 

ILOSTAT database. Data for European countries, including SIGMA beneficiaries such as Bosnia and Herzegovina and Serbia, is based on the EU-LFS.
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Public administration employment (sector O), 2023 or the latest available year 
Administration % of total employment % of labour force
Republic of Moldova 3.5% 3.4%
Iceland 4.8% 4.6%
Finland 5% 4.6%
Italy 5.1% 4.7%
Romania 5.1% 4.8%
Switzerland 5% 5%
Slovenia 5.3% 5.1%
Serbia 5.4% 5%
Denmark 5.7% 5.4%
Ireland 5.7% 5.5%
Estonia 6% 5.6%
Ukraine 6.1% 5.5%
Slovakia 6.1% 5.8%
Lithuania 6.2% 5.7%
Norway 6.3% 6.1%
Czechia 6.5% 6.3%
Latvia 6.5% 6.1%
Malta 6.6% 6.3%
Portugal 6.6% 6.2%
Bulgaria 6.6% 6.3%
Georgia 6.7% 6.7%
Albania 6.7% 6%
Spain 6.8% 6%
Netherlands 6.8% 6.6%
Armenia 6.8% 6.2%
EU27 6.9% 6.5%
Bosnia and Herzegovina 7% 6.2%
Austria 7% 6.6%
Poland 7.1% 6.9%
Croatia 7.2% 6.8%
Germany 7.5% 7.2%
Montenegro 7.7% 6.6%
North Macedonia 7.7% 6.7%
Sweden 8% 7.4%
Cyprus 8% 7.6%
Kosovo* 8.2% 7.3%
Greece 8.3% 7.5%
France 8.4% 7.8%
Hungary 8.5% 8.1%
Belgium 8.5% 8.1%
Luxembourg 10.8% 10.2%

Note: Sector O includes Public administration and defense and compulsory social security.

Sources: Data on public employment for SIGMA beneficiaries (Albania, Bosnia and Herzegovina, Kosovo, Montenegro, North Macedonia, Serbia, Armenia, Ukraine, Moldova and Georgia) is based on the 

ILOSTAT database. Data for European countries, including SIGMA beneficiaries such as Bosnia and Herzegovina and Serbia, is based on the EU-LFS.
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SIGMA country reports and data portal

The individual country reports provide more 
detailed analysis for each administration

Monitoring Reports ï OECD

SIGMA data portal supplies detailed 
criteria-level data and analysis

https://par -portal.sigmaweb.org/  

63

https://www.sigmaweb.org/publications/monitoring-reports.htm
https://par-portal.sigmaweb.org/




Marco Ongaro
Director General

Challenges of AI adoption in the Public Administrations

Examples of recent EIPA projects and a focus on the Digital Ethics 

Officer pilot project

EUPAN Meeting 

Copenhagen, 1-2 December 2025
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Agenda

üGeneral consideration on digital transformation approach and challenges

üHighlights of EIPA work on some of these dimensions 

üSpecial focus on the most recent work on the Digital Ethics Officer program



Myths, reality,  and fears ...

Digital and AI can not 
do everything ....

But we should not hide 
from doing ...
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Today, the European Public Administrations are confronted with an aging workforce 
combined to a low talent attractivity, raising questions for future services delivery

Work Force Aging 

Low attractivity

Skills gap

Need to automate

Need for new profiles
Need for new skills

...?
68



As for digital, AI adoption is facing multiple challenges 

AI 

adoption 

challenges 

for the PA

Regulatory, Ethical, and 
Privacy Concerns

Cultural Resistance and 
Change Management

Legacy Technology and 
Inherent Limitations

Funding and Procurement 
Constraints

Data Quality, Access, and 
Integration

Measuring Impact and 
Demonstrating ROI

Process Complexity and 
Readiness

Skills and Workforce 
Readiness

1

43

8

65

7

2
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People and processes are the first priorities

People

Processes

Financials

Technology

1

2

3

4
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At EIPA we are addressing multiple aspects of these challenges through our research, 
training and technical assistance projects

AI 

adoption 

challenges 

for the PA

1

Regulatory, Ethical, and 
Privacy Concerns 43

Cultural Resistance and 
Change Management

8

65

Legacy Technology and 
Inherent Limitations

7

Funding and Procurement 
Constraints

Data Quality, Access, and 
Integration

Measuring Impact and 
Demonstrating ROI

Process Complexity and 
Readiness

2Skills and Workforce 
Readiness
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EIPA proposes a series of practical courses and events on AI usage 
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Next to that arcticles and blogs  are accessible directly on our site (1/2)
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Next to that arcticles and blogs  are accessible directly on our site (1/2)
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Last October, we concluded the DEO4PA project coordinated by the Italian Ministry of 
Economy and Finance (MEF)

99 Participants 

20 Countries

10  Modules

23h  of Training

120h of Self-study
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