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Survey Overview

The Institute of Public Administration (IPA) and the Government Department of Public
Expenditure, Infrastructure, Public Service Reform & Digitalisation (DPER) surveyed
EUPAN members in June—Aug 2026.

What the survey examined

Whole of Government Policy Development
& Implementation (WGPDI).

Thematic focus

Response rate from EUPAN _ _
members. « Governance, Leadership & Authority

Co-ordination Mechanisms and Culture
Evidence, Data and Learning

Resources and Implementation Capability
Constraints and Challenges



Headline Results

100%

of respondents reported that their of governments have a formal or

government engaged in WGPDI shared definition of WGPDI
(approaches vary)

Shared strengths and challenges

« Members reported similar experiences despite different government structures
and policy approaches.

« The approach to WGPDI is typically tailored to policy issues.

« Shared goals, coordinated design, and centre-led prioritisation are common, while
integrated delivery and joint accountability were less frequently cited.



Governance & Leadership

1. Enablers of successful WGPDI 2. Primary implementation levers
« Central leadership « Central monitoring
* National strategies » Legal and regulatory mandates
 Political sponsorship » Political oversight and sponsorship

1 0 0 0/ of responding countries reported that implementation presents
0

some form of challenge.

3. Accountability and structures 4. Key trade-offs
« Lack of shared accountability is a key « Accountability versus shared ownership
challenge. Formal structures necessary  « Central control versus local autonomy
but not sufficient for success » Consistency versus flexibility

« Also need collaboration, political
leadership.



Co-ordination Mechanisms

Collaboration tends to
occur effectively

21% note a culture of
‘'strong’ collaboration with
66% noting ‘moderate’
collaboration

Effective between ministries
and between ministries and
public administration bodies

Data Sharing is crucial
but remains a
challenge

Data systems usually not
integrated within and between
ministries

Evidence for policy tends to be
administrative data, treasury
analysis and international
benchmarking

Organisational Silos
are a challenge

Organisational culture and
budget silos are main barriers
to WGPDI (along with data

sharing)

Breaking down silos is a key
success factor



Success Factors & Challenges

What helps What holds delivery back
Collaboration across government and Learnings from WGPDI tend to be
with a wide range of stakeholders. This is captured but in ad hoc ways

noted as critical for successful WGPDI.

Cross-government collaboration is the Systematically

highest capability. Governments are

developing emerging capabilities in data, 80 O/ Informally / occasionally
digital and Al. 0

Capabilities are supported primarily
through formal training (96%) and
communities of practice (75%)



Key Preliminary Takeaways

The survey points to a movement from coordination towards
collective capability

The challenge is to build the:

A 4

There does not appear to be a single structural solution




Breakout Sessions

A: Governance & B: Co-ordination C: Success Factors
Leadership

Room: Plenary Room Room: Erin Room Room: Courtyard Room
Objective: Explore Objective: Identify Objective: Identify factors
governance arrangements approaches that strengthen that contribute to the

and leadership behaviours collaboration and co- successful implementation or
that support effective ordination across delivery of whole-of-
whole-of-government organisations government policy.

delivery

Breakout Sessions: 10:05 -10:35

Summary of Discussions: 10:35 - 11:00
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Government As A Platform

Strategic Opportunities and Challenges









- Services to the Public

Public Services







Work flow - The Flow of Work

SDG Digital
Investment Framework

A Whole-of-Government Approach to Investing
in Digital Technologies to Achieve the SDGs

Client case management — Enrol, track and monitor services provided to a beneficiary or
household, often across multiple service @tegoriss

Client communication — Creg
clients or between individuzig

ool e Case Management

awareness of a topic

meee=meed o Client Communication

Data analysis and business i)
walues; oreate alerts around 3|

~amemedl @ Data Collection & Reporting

of all kinds [often to replace o
Dedsion support — Apply gen

wzee==+ e Data Analysis

Financial services — Automat
beneficiaries, and integrate fi - .
wemmeemd @ DeciSiON Support
and business objacts (invents

Knowledge management — O

| @ ld€Ntify & Register

tranzactions of goods and 21

~mmaed ¢ Knowledge Management

[=::! eption, inc
- o Marketplace
or abject for status chedk or
Supply chain management —
with the objective of creating|

el @ Procurement
 Work Planning & Coordination

and team members within an




The Agentic State Vision Paper  Announcements

The Agentic State

AGENTIC Al DEVELOPMENT STAGES
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Towards 2030: Decade of Digital & Green

Rialtas na hEireann
Government of Ireland




Rialtas na hEireann
Government of Ireland

A transformation strategy to deliver for

the public and build trust

-
3 » . 1}

penditure. NOP Delivery and Reform

’ govie

of Public

Digital and The Public Service will

Innovation work together to
at Scale

» Tackle big societal issues and
drive societal change

» Achieve a seamless user
experience and inclusive
service delivery

Provide a dynamic and agile
workplace

A Public Service that:

* Builds trust in public institutions
» Focuses on outcomes
» Delivers climate action and sustainability

penditure NDP Delivery and Reform
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Guidelines for the
Responsible Use of
Artificial Intelligence
in the Public Service

Human agency
and oversight

Technical
robustness

Accountability \

Principles for
Responsible Al

Privacy
and data
governance

Societal
i and

B environmenta
A well-being

Diversity,
non-discrimination,
and fairness

An Roinn Caiteachais Phoibli Sheachadadh PFN agus Athchoirithe | Department of Public Expenditure NDP Delivery and Reform




Life Events

Life events refer to significant experiences
or changes in an individual's life that can
have a profound impact on their
circumstances and/or well-being. These
events often necessitate interactions with
multiple services or agencies

An Roinn Calteachais Pholbll agus Athchdirithe | Deg
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Digital Public Infrastructure

Solutions and systems that enable essential, society-wide functions and services

DPGS AND BUILDING BLOCKS CAN BE
IMPLEMENTED AS PART OF A COUNTRY'S DPI

Digital Public Goods

Digital Publlc Building
) .GO?D%IS, @ Blocks
pen license, relevant " Interoperable, generic component

L W Di ital Public
g rastructure

Interoperable open source solutions that are relevant to r

the SDGs and have generic components may be both
Building Blocks and Digital Public Goods



Life Events: Building Blocks Approach

. Owning & Driving a : Employment /

Digital Wallet & Information Mediator

Payment Service and Messaging

Data Collection and Case Management System

Al and Analytic Tools

Ul Design System and Content Management System

Professional Services (Data Protection / Legislation / Communications etc.)

An Roinn Caiteachais Phoibli agus Athchoéirithe | Department of Public Expenditure, NDP Delivery and Reform



Content Manaiement Identity Management User Dashboard/Life Events Portal
BT
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Information Mediator & APIs Data Collection Payments: Collect & Manage
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ASd Strige paymant provider

Life Events & Digital Wallet Development
Q6

Messaging: Notifications — eMail/ SMS

Digital Wallet: Credentials & Verification




Life Events & Digital Wallet Development
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Al Architecture In Seven Simple Layers

= Base for running Al models.

+ Uses GPUs, TPUs, cloud servers,
or edge devices.

» Handles fast processing and
storage.

« Connects Al models to real-world

apps via APls and pipelines. apps or APls.
» Uses tools like LangChain,
FastAPI.
« Runs Al logic in real time. Al models on cloud
« Uses tools like PyTorch, or devices for real-
TensorFlow. time use.

« Adds intelligence by retrieving
facts or context. Google Search,
» Uses tools like RAG, vector search, GitHub Copilot.
knowledge graphs.

« Trains Al using neural networks,
transformers, etc. Training GPT

« Uses techniques like models or self-
backpropagation and driving AL
reinforcement learning.

« Prepares raw data for Al models. Converting text
+ Involves tokenization, or images into
embeddings, normalization. numbers.

« Where users interact with AL ChatGPT, Alin
« Includes chatbots, assistants, Al customer support
apps. or tools.







Life Events: Search & Chat

e

gOV.iC News Departments Services | Gaellge
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Apply for a grant from SUSI

From: Department of Further and Higher Education, Research, Innovation and Science
Published on: 25 May 2018
Last updated on: 17 April 2023

Facility that allows users apply for a maintenance grant schemes offered
by the government to students in fu higher education.

The eligibility indicator on susi.ie can be used to check eligibility for the student
grant.

Submit your online application to SUSI before the closing dates.

Access service here .
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Digital Public Services
Plan 2030

Owning and driving a
Birth of a child vehicle

Developing a life
altering condition or
illness

Starting School

Supporting the
bereaved

Transition to Further/

Higher Education
80
% Becoming a Carer
Accessing Social
Housing @ Becoming employed/
unemployed

Becoming an Adult
Accessing Justice
=N
Adverse Weather
Event

@ Finding and
Maintaining a Home
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Challenges

TECHNOLOGY
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Background

* Al was identified as an issue of strategic
national importance

* Council report no.173 (Apr 2026)
* Review the Al policy landscape

* Foundation for further work on Al

e Cuts across many policy domains

nesc.ie

: Artificial Intelligence in Service
Q of Society: Navigating Our Way




Background

* Council offers a strategic framing of how Ireland
should approach Al

* Five reflections on how to develop and deploy Al in
ways that are safe, ethical and rights-respecting

* Established legal framework emerging through the EU Al
Act, the GDPR, sectoral regulation and the Regulation of
Al Act 2026

* NESC report focuses on issues of institutional capacity,
governance practice, ethical principles and democratic
legitimacy

Artificial Intelligence in Service
of Society: Navigating Our Way

nesc.ie



Reflection 1 - Responsible & Strategic Adoption of Al

* Our task is not simply to implement Al
effectively, but to actively shape its role in
society so that Al adoption aligns with
democratic values, ensuring that harms are
anticipated and mitigated

* Deployment should be guided by clearly defined
problems and societal needs

 Then determine whether Al provides a safe,
effective and rights-respecting solution

nesc.ie 2\\\



Reflection 2 - Safe, Ethical and Trustworthy Al

* Risk that organisations treat ethics as a
compliance exercise or a set of abstract

aspirations
* Ethical principles alone are insufficient
* Must be translated into concrete
organisational practices

* Underpinned by continuous monitoring and
evaluation

nesc.ie



Reflection 3 - Anticipatory
Governance & Institutional Readiness

* Focussed on policy implementation/governance issues

* Robust regulatory and legal foundations through the EU Al
Act

* Working within the Act, Government institutions need to
develop the capacity to anticipate, learn, adapt and respond
in real-time as Al develops

* OECD Anticipatory Governance Guidelines

* Specific to emerging technologies

* Key Elements of Anticipatory Governance
* Forward-looking / Scenario analysis
* Adaptive rather than static

* Responsive to emerging risks and opportunities
nesc.ie

//

OECD Working Papers on Public Governance No. 82

Piret Tonurist,
Jack Orlik

OECD
SCIENCE, TECHNOLOGY AND INDUSTRY POLICY PAPERS
APRIL 2024 No. 165

FRAMEWORK FOR ANTICIPATORY
GOVERNANCE OF EMERGING
TECHNOLOGIES




Reflection 3 - Anticipatory Governance & Institutional

Readiness

* Anticipate, adapt to and shape Al,
rather than responding to
technological developments after
they occur

* Al develops faster than traditional
policymaking
e Essential for Al governance

e Cannot rely on fixed rules focussed
on current capabilities because Al
systems evolve so quickly

 Example of Grok controversy

nesc.ie Could it have been anticipated?
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Reflection 3 - Anticipatory Governance & Institutional

Readiness

Anticipated the technological /
structural conditions that made
the scandal possible

Anticipated that GenAl would
make synthetic media /
“nudification” functionality
cheap, fast and accessible to
everyone

Identified legal / regulatory gaps
that needed to be addressed

Anticipated that women would
bear a disproportionate share of
the harm

nesc.ie

NINA SCHICK

Published in 2022 7‘\\\1 Znesc



Reflection 3 - Anticipatory Governance & Institutional
Readiness

* Labour-market disruption and inequality

* Concentration of economic and technological power

il @ E
PUBLIC INTEREST NETWORKS &

&
& PARTICIPATION PARTNERSHIPS |\ o/ rUTIONAL
STRUCTURES

* Strategic Dependencies and Al sovereignty

VESTED 7N

COGNITIVE EXPLORATION &
MECHANISMS  <nsmmess,

of

e Cybersecurity and critical infrastructure

-
* Information integrity and democratic institutions ANTICIPATORY "
o0 GOVERNANCE o eApcTy

» Biological or chemical misuse 5
EVALUATION O
@ T:{fs& MEA[;;L\JLAESENT

LEARNING
LOOPS

* Loss of meaningful human control / autonomous
systems

SENSE-MAKING

* Energy, infrastructure and environmental pressures

nesc.ie
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Reflection 4 - Al Literacy as National Infrastructure

 Much broader than technical skills / workforce
training

 Combines knowledge, critical thinking, ethical
awareness and the ability to exercise informed
judgement

* Extends beyond technical specialists to include senior
decision-makers

* Public Sector Leadership need to be able to make
informed decisions about when Al systems can / should
be deployed / trusted

* Public understanding
e Citizen engagement, trust and democratic oversight

nesc.ie



Reflection 5 - Public Deliberation, Legitimacy &
Social Licence

e Public Trust

* Risk of public rejection, “Al backlash”, resistance,
erosion of trust and loss of legitimacy

* Need for sustained public engagement
* Meaningful two-way dialogue involving citizens

e Structured public deliberation on how Al should be
deployed and governed in the public interest

* Opportunity to debate what values to protect, what
trade-offs are acceptable

* National Digital & Al Strategy 2030 — commitment
to hold a National Conversation on Al

nesc.ie



Concluding Remarks

* Use of Al in public services

* Build it or buy it

e Where does value accrue?

* Develop human capital
domestically?
* What is optimal?
* Vendor dependency

nesc.ie




Concluding Remarks

* Public sector workforce adaptation

* Labour market impacts — Too soon to judge
* Public/Private distinction
* Under-researched
* Different incentives and goals
* Productivity and efficiency gains
 Can’t simply be a cost-cutting mechanism

* Goal of improving quality and efficiency of public
services

* Broader context of potential labour displacement
* Role of public sector in labour reallocation?

nesc.ie




Concluding Remarks

* Institutional and organisational capabilities needed to
operationalise trustworthy Al in practice
* Al Literacy among senior leadership
* Develop genuine ethical capability
* Meaningful human oversight
* Need to embed anticipatory governance

e Potential future risks for deployment in the public
sector?

e Public trust and acceptance

* Cybersecurity / Data breaches
* Advancing model capabilities

* Ties into Al sovereignty debate

nesc.ie




Thank You

Dr David Hallinan
Policy Analyst

David.hallinan@nesc.ie | +353 18146 313

Visit us at nesc.ie
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Human-Al collaboration In
policymaking:

Preliminary conclusions
based on recent evidence

EUPAN Working Level Meeting

David Mair — Head of Unit
JRC.S.2
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/E________

Introduction
Al@JRC and AIQEC

58



Human-Al collaboration in policymaking
Four lenses to fully grasp the potential impacts

Individual Team, Policy, Long term
Organisations Society implications
Efficiency gains for one Collaboration, coordination, Sovereignty, persuasion, Cognitive offloading vs
worker at a time collective intelligence information integrity cognitive erosion

59
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Individual use is not impact
Before measuring impact, define what PA-specific tasks are

STUDY SPOTLIGHT \
* Dias da Silva, Lebastard & Sondermann.
(2026). Al adoption and the productivity
promise: what workers report. ECB.
Artificial _intelligence _in __policymaking:
Mapping integration gaps across the public
\ policy cycle - ScienceDirect /

Generating or debuging code
Data analysis

Autamating rautine tasks

Creating audio or visual content
Summarising documents
Brainstorming ar generating ideas
Fesearch or information gathering
Wiriting ar editing text

Translating text

Cther tasks

60

Fregquency of use (upper scale)
B Hours saved per week (lower scale)
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Beyond the individual lens
Team collaboration is the next frontier to measure

STUDY SPOTLIGHT
» Jessica A. Reif and Jonathon N. Cummings. (2026).
$he GeRera(:|ve Al : '\IZ/)Illemma n t@ov_vledqe-lntenswe Example Team-Level Collaboration Networks That Result from Team Members with Higher Perceived
e Teammate-Al Functional Equivalence Turning to Generative Al Instead of Teammates for Informational

Resource Seeking

Team A Team B Team C

(LT Y
bt et e

Low Sparsity Moderate Sparsity High Sparsity
{High Density) (Moderate Density) (Low Density)

Collaboration Network Structure

Perceived Teammate-Al Teammate
Functional Equivalence Collaboration
= Stronger
* g = += Weaker
Low High

-3

T
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LLMs as an epistemic technology
can reshape policymaking

How the epistemic\ / First-order effects \
a An I effects arise
epistemic 1. Faster knowledge work
technology —> INPUT N _
_ Training data bias —>| 2. Narrower epistemic pluralism
can change how policy
knowledge
is acquired, processed &

\ produced /

K 3. More epistemic pollution /
PROCESSING

Bias towards mainstream

/ Second-order effects \

OUTPUT 1. Policymakers as knowledge stewards
Persuasive but flawed
K / 2. Big Tech as knowledge gatekeepers
3. Solutions chasing problems

STUDY SPOTLIGHT

62 » Feng, N., & Chandra, Y. (2026). The epistemic impact of large language models on policymaking. Policy Studies Journal, 54, €70094.
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Preserving independence in decision-making
LLM grooming is already a reality

-

STUDY SPOTLIGHT

* Danet, D. (2025). LLM grooming: A new cognitive threat to generative Al.
SSRN.

o Secrétariat général de la défense et de la sécurité nationale [SGDSN] &
VIGINUM. (2024, 12 février). Portal Kombat : Network of pro-Russian news

~

EX L. L. i portals structured to spread foreign digital interference

;F}IE\ITSI'E:E secreta"adt gleneral d.e,la d"?fe"sle » Al chatbots are becoming experts at changing people's minds. What's their

g et de |la securité nationale \ Secret’? | SCience | AAAS j
Egalité

Fraternité

PORTAL KOMBAT

A structured and coordinated
pro-Russian propaganda network

VIGINUM
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Al may reshape human cognition
Confidence without competence, the long-term cost of

cognitive offloading?

STUDY SPOTLIGHT

Shaw, S. D., & Nave, G. (2026). Thinking—Fast, Slow, and Artificial: How

~

Al is Reshaping Human Reasoning and the Rise of Cognitive Surrender

(Wharton School Working Paper). Social Science Research Network.

Quattrociocchi, W., Capraro, V., & Perc, M. (2025). Epistemological fault

lines between human and artificial intelligence [Preprint]. arXiv.

Aguera y Arcas, B. (2025). What is intelligence?: Lessons from Al about

evolution, computing, and minds. MIT Press.

/
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FIG. 1. The human and LLM epistemic pipelines, each orga-

mized into seven corresponding stages.
64 Quattrociocchi et al., 2026
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Key principles for public administrations

Individual

Team

Organisation & Policy

Long term & Cognitive

Al use should empower individual civil servants to spend more time on tasks that humans
excel at and improve sKills like critical thinking and creativity rather than erode them.
Targets for Al impact should focus on the quality of outputs rather than pure efficiency.

Evaluate and govern the adoption of Al not only based on its potential productivity gains,
but also on its implications on collective work. Individual Al use should strengthen not
substitute for the collaborative fabric of public administrations.

Raise awareness on information manipulation and invest in critical thinking.
Decision-making must be retained under democratic, transparent and accountable

authority, guaranteeing that the sovereignty of decisions is not compromised by external
influences.

Promote deep, active thinking and learning. Public administrations must institutionalise
safeguards and practices that preserve and develop core competences and knowledge for
PAs, keeping human reasoning and expertise central to the decision-making process ,
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Publications, working papers, events, website

» Recent publications

=
Scoping report: R, N Collaborative Policymaking
Future challenges & il e
to democracy /
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Scoping report: Fractured reality Collaborative Policymaking

Future challenges to democracy

» Work in progress
- Human-Al collaboration principles
- Report on Human-Al collaboration in public administrations

> Events
- February 2027 - « Rethinking policymaking institutions in the age of Al »

\

Website for Commission’s Centre for Organisational Transformation: https://knowledge4policy.ec.europa.eu/organisational-transformation_en ——~,
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Thank you

David Mair, Head of Unit, JRC.S.2
https://www.linkedin.com/in/david-mair-b2489b2aa/

@davidmair4.bsky.social
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CONSULTING

ROUX | GLOBAL CONTEXT | THE CHANGING WORLD OF WORK

Six shifts are reshaping public work

Jobs, careers and capability systems are changing at the same time.

01

02

03

04

05

06

THE SYSTEM CHALLENGE
How can government adapt as work

keeps changing?

Jobs are becoming bundles of changing tasks

GenAl is more likely to transform jobs than eliminate them. The redesign happens task by
task.

Careers are becoming more fluid

Lateral moves, projects and cross-boundary assignments increasingly build capability
alongside promotion.

Al literacy is becoming foundational

Public servants need enough understanding to use Al responsibly, question outputs and
manage risk.

Human capabilities remain critical
Analytical thinking, creativity, collaboration, leadership and resilience complement technical
fluency.

Skill demand is moving faster than formal structures
Employers expect 39% of workers' core skills to change by 2030.

Demographics are tightening workforce supply

Across OECD central administrations, 27.1% are aged 55 or older, while 19.1% are aged 18-
34.

Sources: ILO (2025); OECD (2023, 2025); World Economic Forum (2025); European Commission (2025).



ROUX | CHANGING WORK | Al AND TASK REDESIGN

CONSULTING

Al changes the task mix before it changes the whole job

Public-service roles will combine machine support with distinctly human responsibility.

| |
AUTOMATE AUGMENT ACCOUNT FOR
Routine production Professional work Decision support Public responsibility
Drafting, summarising, Research, case triage, policy Pattern detection, scenario Discretion, explanation, ethics
classification and scheduling analysis and service design analysis and anomaly flags and contested decisions
WORKFORCE RESPONSE WORKFORCE RESPONSE WORKFORCE RESPONSE WORKFORCE RESPONSE
Redesign work and release Build Al literacy and Strengthen data literacy and Keep people accountable for
capacity verification skills judgement public outcomes

THE CENTRAL QUESTION Which tasks change, what judgement becomes more important, and how will people transition?

Sources: ILO, Generative Al and Jobs (2025); OECD, Building an Al-ready Public Workforce (2026).



ROUX | WHY THE SHIFT MATTERS | WORKFORCE ADAPTATION

CONSULTING

The skills shift gives governments a practical way to adapt

Skills provide a common language for seeing capability, developing it and moving it as work changes.

CURRENT CONSTRAINT WHAT A SKILLS VIEW ENABLES

I Work changes inside stable jobs and grades See the capabilities beneath the job title

External recruitment cannot meet every Find adjacent capability in the existing workforce
A | shortage

I Expertise remains tied to departments Support mobility across organisational boundaries
Learning activity is easier to measure than Connect development to work, careers and
application outcomes
39% of workers' core skills are expected to change by 2030

World Economic Forum, Future of Jobs Report 2025

THE PRACTICAL From cataloguing skills to using skills evidence in workforce decisions

Source: World Economic Forum, Future of Jobs Report 2025.



ROUX | SKILLS-BASED LEARNING | CAPABILITY IN PRACTICE

CONSULTING

Capability develops through work, not courses alone

Learning becomes valuable when people can apply, demonstrate and use new capability.

01 LEARN

Targeted learning linked to a role, task or capability WHAT PATHWAYS MUST CONNECT
need

Government priorities

Projects, assignments, shadowing and supervised What the administration needs people to do

practice

03 DEMONSTRATE
Employee choices

Assessment, work evidence and verified proficiency
What people can learn, practise and pursue next

04 MOVE

Access to roles, missions and career opportunities

BRIDGE TO THE NEXT SESSION Skills-based pathways connect learning with experience, recognition and opportunity




ROUX | SKILLS-BASED LEARNING | PATHWAYS

CONSULTING

Learning pathways turn skills priorities into career choices

They connect what government needs with what people learn, practise and demonstrate.

THE ARCHITECTURE OF A SKILLS-BASED PATHWAY

Priority role or Starting point Curated learning Practice and Career opportunity
capability evidence
Start with work that Recognise existing Combine core and Apply skills in real Support
matters capability specialist learning work progression or
mobility
THE SAME LOGIC APPEARS IN DIFFERENT PUBLIC-SERVICE MODELS
UNITED KINGDOM UNITED ARAB EMIRATES
Curriculum, taxonomy and career frameworks Priority professions and public-service craft Shared priorities and personalised journeys
A common skills taxonomy connects the APS Professions organise specialist development. Jahiz links future-skills priorities with
Government Skills Campus with profession and The APS Academy supports shared public-service personalised journeys, digital badges and a
career frameworks. craft. portable skills wallet.

BRIDGE TO IRELAND How the Irish public sector turned skill needs into pathways that employees can follow

Sources: UK Civil Service People Plan 2024-2027; UK Government Skills; Australian Public Service Commission; Jahiz case study.



2 O U x CIVIL SERVICE CASE STUDY | AUSTRALIA

CONSULTING

Australia embeds skills across the workforce system

The APS Workforce Strategy 2025 connects capability demand with recruitment, development, mobility and deployment.

The model treats skills as APS-wide infrastructure, while agencies retain responsibility for workforce planning.

1 ANTICIPATE DEMAND 2 BUILD OR ACCESS 3 DEPLOY CAPABILITY 4 LEARN AND MEASURE

4]
@Y R g
: % . . - Reskilling and career
Qa (&) Capability domains APS Academy Mobility Framework 8
an () ! pathways
€)W ) @ Agency workforce plans Professional streams APS Surge Reserve Capability gap closure
. e (}) Skills and capability Entry pathways and Flexible workforce pa gap
P (3 : : : Service and workforce
Li P a foresight partnerships sourcing
© € _ =) outcomes
0% g ® @
o
L
@ C'ﬂ® <) EO@ WHY CHANGE? THE STRATEGY'S BASELINE
]
72% <50% 46% 71.1%
. o ] ] of employees saw skills or ;
Miver T of agencies reported critical actively planned strategically e . : of employees had worked in
DE_L“. ‘*_””‘-:?, e T,O " "? ow o skill shortages for skills and capabilities capability gaps in their only one APS agency
S \Workforce Strated workgroup
Australian Public Service Commission, 2021 The distinctive move A common capability language links workforce planning, hiring, learning, careers and cross-

agency mobility.

Source: Australian Public Service Commission, Delivering for Tomorrow: APS Workforce Strategy 2025, pp. 12-15, 19-30 and 37. Figures are the strategy baseline




Q O U X CIVIL SERVICE CASE STUDY | UNITED ARAB EMIRATES

CONSULTING

UAE: a shared future-skills system across government

Jahiz translates national priorities into common skill pathways, employee records and government-wide workforce insight.

The system combines common priorities with personalised pathways, portable skills records and shared workforce data.

1 COMMON PRIORITIES 2 PERSONALISED PATHWAYS 3 SKILLS RECORDS 4 SYSTEM INSIGHT

o : ; Future Skills Wallet Central and entity

Digital skills Journeys linked to roles Digital badges dashboards

Data and Al Career-relevant learning Individual achievement Integrated employee data

Transformation skills Mobile and secure access history Local management

New-economy skills External specialist content Links to performance Fonony. .. ,
processes Government-wide oversight

o SRE REPORTED REACH AND PARTICIPATION

0000 0000
e e 75,000+ 1.2m+ 800,000+ 27+

OO government learners learning hours digital badges

AN
et

government and industry
partners

Future Government Talents and the Future Skills Wallet

Can the system show applied proficiency, mobility and better public-service outcomes,
as well as learning activity?

The maturity question

How will the system distinguish participation from applied capability, mobility and service impact?

Source: Jahiz case study supplied by the user. Figures are self-reported programme metrics from a technology-provider case study, not independent impact evidence.




CONSULTING

ROUX | IMPLEMENTATION | CONDITIONS FOR SUCCESS

Five conditions help skills-based reform endure

Success depends on governance, shared infrastructure and changes to workforce decisions.

LEADERSHIP AND
GOVERNANCE

SHARED ARCHITECTURE

MOBILITY AND APPLICATION

STRATEGIC CAPABILITY
PLANNING

WHAT IT REQUIRES

Senior leaders treat skills as an enterprise capability and
use the evidence in resource decisions.

A common language connects tasks, skills, proficiency,
roles and learning across agencies.

Profiles, work evidence and workforce data remain
current, proportionate and transparent.

Hiring, projects, learning and career decisions use
demonstrated capability.

Future missions shape workforce demand, investment and
development priorities.

THE PRACTICAL TEST Does skills evidence change workforce decisions and improve delivery?

A PRACTICAL TEST

Skills gaps appear in strategy, budget and
performance conversations.

Systems can compare capability without erasing
professional differences.

Leaders and employees trust how skills are
inferred, validated and used.

Skills evidence changes who can access work and
how expertise moves.

The administration can anticipate gaps and direct
capability towards them.

Sources: OECD skills-first and public employment reports; UK Civil Service People Plan 2024-2027.
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Project Aims

* Define the IPA’s areas of focus and assess alignment with the
current and future capability needs of the Civil and Public
Service.

* Present a structured and consolidated IPA portfolio that is
easier for learners and commissioning bodies to navigate.

* Design clear, coherent learning pathways that support career
and capability progression.

IPA



Collaborative Approach

« Several consultative and validation sessions with the
Working Group. Representation from all the IPA learning
departments — Whitaker, Digital Learning, Professional
Development and SPS.

* Fourteen workshops with SMEs on different subject matter
areas to develop topics, understand current offerings and
discuss gaps.

* A competitor analysis of the UK, Canadian, Australian and
Singapore government models was completed.

IPA



Findings and Outcomes

* The IPA currently delivers 254 courses across four learning
departments spanning accredited programmes, online learning
and professional development, training and workshops.

* Through the pathways project, courses have been consolidated
into a clear structure and mapped to 19 subject areas
allowing for a single, navigable view of the offering

« Gaps and opportunities have been identified

IPA



MODEL
ORGANISATION

Strands

Subject Areas
Topics
i Course

IPA
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WORKING IN PUBLIC '
SERVICE
Local Government
Civil Service
Health
¢

LEADING &
MANAGING

SPECIALISED

PROFESSIONS
°?

v??
FUTURE
READINESS

i

IPA



Core skills are the transferable
human and cognitive capabilities
that enable anyone - regardless of
grade, profession, or sector - to
perform effectively in public
service roles. They support day-to-
day delivery, collaboration,
judgement, and continuous
learning, and remain valuable as
jobs and technologies change.
Skills usable in any job family and
in any public body.

WORKING IN
PUBLIC SERVICE

Working in Public Service is the
contextual competence required
to operate effectively in and
across the Irish state and EU
environment. It covers the
machinery of government,
public accountability,
policy-to-delivery realities, and
sectoral operating contexts
(including Local Government
and Health).

Itincludes:

* Public Service Fundamentals
* Local Government

* Health

LEADING &
MANAGING

Leading and Managing is the
capability to set direction,
mobilise people, and deliver
outcomes through othersin a
public service context - at every
level where someone influences
priorities, people, resources, or
culture. Itincludes people
management and broader
leadership behaviours

tied to ethics, stewardship,
strategy and system outcomes.

Future readiness are the
capabilities required to
thrive as technology, data,
service models, and risks
reshape government,
including Al, digital, and
data literacy, Human
centered design and other
future skills. This

strand covers baseline
competence for all staff.

SPECIALISED
PROFESSIONS

Specialised professions are the

occupation-specific bodies of

knowledge, methods, standards,

and career pathways required to

practise a defined profession within

government (e.g., IT, HR, Finance,

Legal, Procurement, Project/

Programme Delivery). These are the

specific technical and professional

capabilities. It can also be used by

others interested in or needing and

understanding of the specialist area.

Itincludes:

* Professional HR

* |T & Technology

e __Finance, Audit. & Procurement

* Project, Programme & Portfolio
Managemen

* |nnovation, [IEAnd

Transformation



Policy Deve lopment

Public Service
& Implementation

Fundamentals

Proje ct, Programme &
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Professional
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Subject Areas

PERSONAL & PROFESSIONAL
EFFECTIVENESS

Transferable personal, social and learning-to-
learn capabilities that enable sustained
performance, adaptability and wellbeing at
work.

p COMMUNICATION

The ability to communicate clearly, credibly
and accessibly with colleagues, stakeholders
and the public across channels.

p IRISH LANGUAGE

Skills and compliance capability to provide
services through Irish and meet statutory
obligations under the Official Languages Acts
and related standards.

p PUBLIC SERVICE FUNDAMENTALS

Public Service literacy, machines of
government, contextual competence required
to operate effectively in and across the Irish
state and EU environment.

a POLICY

The end-to-end practice of developing and
delivering public policy - grounded in
evidence, democratic legitimacy, and
implementability.

p PUBLIC SERVICE DELIVERY

This subject area is concerned with
operational service delivery, rather than
policy design, project-based change, or
specialist technical development.

GOVERNANCE & RISK

The capability to ensure the effective
direction and control of an organisation,
supported through appropriate attitudes,
systems and processes. This is supported by
relevant governance codes, good practices,
culture, risk management and risk appetite.

p LOCAL GOVERNMENT & HOUSING

Sector-context capability specific to Irish
local authorities and housing functions: how
local government works, its statutory service
responsibilities, and the housing/planning
ecosystem.

HEALTH
Capability for working in the Irish health
system: governance, delivery model, and
operational realities across DoH, HSE and
partners.

MANAGEMENT

Practical people-management capability:
performance, inclusion, wellbeing, employee
Relations, fundamentals, and creating
conditions for team delivery.

LEADERSHIP

Building leadership behaviours that set
direction, create public value, lead change,
and influence across systems.

INNOVATION, DESIGN &
TRANSFORMATION

Capability to improve services and outcomes
by designing, testing and scaling new
approaches—combining service design,
continuous improvement, and change.

w Al, DATA & ANALYTICS

The capability to use, interpret and govern
data and Al to improve decisions and service:
covering literacy, responsible use, applied

w CLIMATE & SUSTAINABILITY

Building comprehension of and the skills
necessary to address the requirements, risks
and opportunities associated with climate
change and sustainability.

PROJECT, PROGRAMME &
PORTFOLIO DELIVERY
The discipline of delivering change through
portfolios/ programmes/ projects with clear
governance, benefits, risk and controls.

w PROFESSIONAL HR

The professional body of HR practice
(workforce, talent, performance systems,
employee relations, organizational
development) beyond general people-
management.

FINANCE, AUDIT & PROCUREMENT

Professional financial management,
assurance and commercial/procurement
practice in a public sector context (value for
money, controls, auditability).

|

IT & TECHNOLOGY

Building, operating and securing technology
services and platforms (professional/technical
capability), distinct from general digital
literacy.

p LAW, JUSTICE & HUMAN RIGHTS

Legal literacy and rights-based practice in
public service—covering rule of law, human
rights frameworks, equality duties, and justice-
sector knowledge where relevant.



Subject Areas PA
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PERSONAL & PROFESSIONAL

EFFECTIVENESS This subject area is concerned with Building leadership behaviours that set The professional body of HR practice
Transferable personal, social and learning-to- operational service delivery, rather than direction, create public value, lead change, (workforce, talent, performance systems,
learn capabilities that enable sustained policy design, project-based change, or and influence across systems. employee relations, organizational
performance, adaptability and wellbeing at specialist technical development. development) beyond general people-
work r— p INNOVATION, DESIGN & management.

GOVERNANCE & RISK TRANSFORMATION ﬁ

F COMMUNICATION The capability to ensure the effective Capability to improve services and outcomes FINANCE, AUDIT & PROCUREMENT
The ability to communicate clearly, credibly direction and control of an organisation, by designing, testing and scaling new Professional financial management,
and accessibly with colleagues, stakeholders supported through appropriate attitudes, approaches—combining service design, assurance and commercial/procurement
and the public across channels. systems and processes. This is supported by continuous improvement, and change. practice in a public sector context (value for

relevant governance codes, good practices, money, controls, auditability).
culture, risk management and risk appetite. p Al, DATA & ANALYTICS
p IRISH LANGUAGE V The capability to use, interpret and govern w IT & TECHNOLOGY
Skills and compliance capability to provide LOCAL GOVERNMENT & HOUSING data and Al to improve decisions and service: Building, operating and securing technology

services through Irish and meet statutory Sector-context capability specific to Irish covering literacy, responsible use, applied services and platforms (professional/technical
obligations under the Official Languages Acts local authorities and housing functions: how analytics. capability), distinct from general digital
and related standards. local government works, its statutory service literacy.

;is;)r)scslr;f;:;lftles, and the housing/planning W
p PUBLIC SERVICE FUNDAMENTALS Building comprehension of and the skills p LAW, JUSTICE & HUMAN RIGHTS
Public Service literacy, machines of necessary to address the requirements, risks Legal literacy and rights-based practice in
government, contextual competence required HEALTH and opportunities associated with climate public service—covering rule of law, human
to operate effectively in and across the Irish Capability for working in the Irish health change and sustainability. rights frameworks, equality duties, and justice-
state and EU environment. system: governance, delivery model, and sector knowledge where relevant.

operational realities across DoH, HSE and PROJECT, PROGRAMME &

VPOLICY partners. PORTFOLIO DELIVERY
) . The discipline of delivering change through
Th d-to-end t f devel d . ) .
de(lei\?enringopiglioppr)aoiiclz(;/e- cg)roj:(jeodpiln:g o w MANAGEMENT portfolios/ programmes/ projects with clear
evidence, democratic legitimacy, and Practical people-management capability: governance, benefits, risk and controls.
implementability. performance, inclusion, wellbeing, employee I

Relations, fundamentals, and creating
conditions for team delivery.




12. Innovation, Design &
Transformation

Subjectarea

o O O O O Topics

Innovation Change Management & Human- Service Design
Transformation Centred Design Leadership
| Design I
* |nnovation e Essentials of e Human-centred ¢ Life Events Service * Leading In
Fundamentals Change Design Design Complexity
. i Fund tal
Innovation Management undamentalts Courses

Masterclass

* Introduction to
Business Process
Innovation



Proficiency Levels

The Expert level describes advanced capability to lead, shape and assure
practice within a subject area. Learners at this level operate with high autonomy,

deal with significant complexity and ambiguity, and influence outcomes beyond
theirimmediate role or organisation.

The Working level describes the capability to apply skills and knowledge
independently and consistently in day-to-day work. Learners at this level can
handle complexity within their remit, exercise judgement, and adapt approachesto
context while operating within established governance and standards.

TheAwareness level describes the baseline capability required to understand a
subject area and operate effectively within it as part of a wider role. Learners at this
level are developing awareness, basic knowledge, and introductory skills, and can
apply these in straightforward, supervised or supported contexts.

Awareness



Pathway Levels

Q Leading

QExpe rt
C>WO riing’

C)Fou ndation/

Awareness

Digital & Innovation

15/10/2026



Design Pathway

INNOVATION, DESIGN &
TRANSFORMATION

Capability to improve services and outcomes
by designing, testing and scaling new
approaches—combining service design,
continuous improvement, and change.

Leadingin
Complexity

‘Design

Masterclass

‘Human—

centred Design
Fundamentals

Life Events

® troductionto  Service Design

Digital & Innovation

15/10/2026

Human-centred
design for
public services



Learning Pathways Project

v'Clear and coherent learning framework making learning
opportunities accessible across the public service

v'Navigable pathways help learners quickly identify relevant
development opportunities and follow clear pathways aligned to
roles, interests and career goals

v'Ensures learning is aligned to current and emerging public
service needs while supporting continuous skills
development and professional growth
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Rapid Country Exchange

Instructions

In Groups: Each country is assigned
to a group of 5 or 6 delegates
Discuss and share: Discuss all four
themes on the cards. Provide
practical examples from your
administration.

Keep to time: You have 6 minutes
for each theme.
Recommendations: You have 5
minutes to complete the short
worksheet at the end.

Purpose of the Exchange:

+ ldentify examples of skills-related
practice from your country and share
with the group.

« Exchange experiences, ask questions,
understand challenges, and identify
opportunities.

« Consider and share the most beneficial
examples, issues, and priorities.

4% % EIRE2026,EU
"% IRELAND2026.EU



Discussion Themes

Use the printed cards to explore each question.

1. Learning Structures and Delivery 2. Skills and Capability Priorities
What is the most significant change your Looking ahead five years, what skills or

administration has made to how public capabilities are becoming more important in

servants learn and develop, and what impact your public service, and why?
has it had?
3. Developing Specialisms 4. Implementing Change

How is your public service building and What has been the biggest challenge in
recognising professional expertise while still moving towards a more skills-based public
supporting mobility and generalist careers? service, and what have you learned from it?

EIRE2026.EU

Y #.. ¥ IRELAND2026.EU




Theme 1

1. Learning Structures and Delivery

What is the most significant change your
administration has made to how public
servants learn and develop, and what
impact has it had?

DISCUSSION TIMER

06:00

s B EIRE2026.EU
#.: % IRELAND2026.EU



Theme 2

2. Skills and Capability Priorities

Looking ahead five years, what skills or
capabilities are becoming more important
In your public service, and why?

DISCUSSION TIMER

06:00

s B EIRE2026.EU
“#. % IRELAND2026.EU



Theme 3

3. Developing Specialisms

How is your public service building and
recognising professional expertise while
still supporting mobility and generalist
careers?

DISCUSSION TIMER

06:00

s B EIRE2026.EU
#.: % IRELAND2026.EU



Theme 4

4. Implementing Change

What has been the biggest challenge in
moving towards a more skills-based public

service, and what have you learned from
it?

DISCUSSION TIMER

06:00

s B EIRE2026.EU
“#. % IRELAND2026.EU



Group Conclusions

As a result of your exchange, each group should
identify one opportunity and one challenge for
European public administrations to address the skills
shift.

You are welcome to list any key projects or
initiatives you have identified.

One delegate is asked to record these conclusions
on the worksheets provided.

Facilitators will collect the worksheets.

DISCUSSION TIMER

05:00

4% % EIRE2026,EU
"% IRELAND2026.EU
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Break
15:15-15:45
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Department of Public Expenditure Infrastructure
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DEVELOPING B ()
PEOPLE PRACTICES in -

the Civil Service Racolll ..
in partnership with the CIPD Framework ALlls

People

Specialist
knowledge

Rdisin Walsh

Head of Workforce Capability & Inclusion, DPER




Building a

CIPD

stronger people

profession
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CIPD

The professional body for people
professionals

A global perspective on better work and working lives —
grounded in evidence, standards and professional practice.

100+ 5000+ 160,000

years championing members in Ireland members globally wolend bee I8
better work

Middle East
United Kingdom 6,474 members

142,568 members

Asia Pacific
1,904 members

B Restof World
3,735 members

Trusted advice « Independent thought leadership  Evidence-based
insight




CIPD

Professional capability is built in sequence.

Knowledge informs standards. Standards become capability. Capability becomes

practice.

o1
Knowledge

Evidence, research and insight
on people, work and
organisations

02
Standards

A recognised benchmark for
professional knowledge,
behaviours and practice

03

Capability
Learning, assessment and

professional development to
turn standards into practice



CIPD

The Irish Civil Service example — shared here as a practical illustration for public services across Europe.

Define

Civil Service expertise

Context e Policy ® Workforce priorities ® Organisational insight

Sustain
CAPABILITY IN
PRACTICE
CIPD expertise
A, Knowledge ¢ Standards ¢ Assessment e Learning ¢
i) 2} Professional development
{ I'Recognise )

N

Stronger people capability across the Irish Civil
Service




Journey to Date

The HR function in the Civil Service has been evolving from a
primarily administrative function into a strategic partner that shapes
workforce capability, culture and leadership and drives long-term
organisational transformation.

This has underpinned by significant reform programmes:

* The Civil Service Renewal Plan 2014

* The Civil Service Renewal Plan 2030

« Better Public Services Transformation Strategy (BPS) 2030

The ‘Developing People Practices’ project in partnership with
CIPD aims to further grow the capacity of the people function in the
Civil Service to support organisations to embrace the future of work!

&
é‘.g‘;;efh
47Ty
1)
% .||/|,'p‘»"-'

Digital and
Innovation at scale

Evidence-informed
policy and services
designed for and
with our public

Rhoibli Bonneagair
ibli agus Digitituchain



Phoibli Bonneagair

Partnering with CIPD (i Lt

The Civil Service partnered with the Chartered Institute of
Personnel and Development (CIPD) to deliver the CIPD
‘Developing People Practice’ project Championing better

work and working lives

« CIPD is the globally recognised professional body for HR
and people development, providing professional accreditation gpecialst KMowlgg,
and promoting best practice in the field. gore Behavigy,

» Developing HR standards that are aligned to the CIPD signals
the civil service’s commitment to investing in HR and career
development for people professionals.

» CIPD offers access to a vast network of HR professionals,
research and insights, helping ensure the Civil Service stays
ahead of emerging workforce trends and continually innovates
in response to evolving workforce needs.




Workstream 1:

People Impact Tool

* Understand the
impact of the HR
function on employee
experience, alignment
to organisational
strategy & future
readiness

March
2024

Partnership Programme

Developing People Practices to support individuals &
organisations to effectively navigate the future of work

Workstream 2: Workstream 3:

HR Policy Review People Standards

Framework

* Review current HR « Establish professional
policies, identify areas standards around
for development in knowledge, skills and
line with changing behaviors for HR in
workforce the Civil Service &

e Develop and Al tool to provide framework to
support policy support career
accessibility development

Steering group providing strategic guidance

Working group informing practical implementation

CIPD ) | it B

Endorsed Professional | G rime g ol Trelarkd

Standards

* |dentify pathways to
grow HR skills in line
with professional
standards through
formal & informal
training, self-directed
learning, HR networks
& work-based
opportunities

Oct
2026



Bhoibli Bonneagair

Workstream 1: The People Impact Tool (12 i s Disicichii

An online survey to gather perceptions around the impact of
HR, this helped to: b

 Employee experience of the HR function = -
- Alignment of HR to organisational strategy SEP :
* Future readiness of the HR function

The People Impact Tool Survey is

The survey was distributed across 24 Civil Service
Departments/Offices — over 3600 responses

Key Strengths: * HR expertise & credibility

ensu
goals and ready to tackle future challenges.

* Learning & Development e

oul a
perspectives based on your kn lge and exp e of
Central HR Team. It takes approximately 10 minutes to complete the survey and you can

Areas to Develop: e Data & Analytics o e
* Digital tranSformation If you have any questions, please do not hesitate to contact (insert local HR emaf) for :I'I"I"":“‘mawmw“mrm!
* Organisational Design & Development | , T

Key HR Issues: e Resourcing ‘ ’ e e
e Change management




Bhoibli Bonneagair

Workstream 2: Civil Service HR Policy Review ([ s i agos Digicichiin

« 77 Central HR Policies reviewed for compliance, consistency

and accessibility to drive policy modernisation and identity gaps /Q’ gjll[b .
in line with evolving employer & workforce needs E _@\
,'
« Review found inconsistencies in style, language, format, %/
structures, some compliance updates and gaps in areas such as CIPD i
women and men's health, EDI, technology and flexible working ol

work and working lives

« A key recommendation is to take an employee-centric lens to
policy development i.e. making information easily accessible O S O,

« Key Outputs:
» HR Policy Simplification and Standardisation
» Civil People Policy Hub
» HR Policy Al Tool




An Roinn Caiteachais Phoibli Bonneagair

Workstream 3: (| s soobie o spe i
Civil Service People Standards Framework

Public Service Reform and Digitalisation
| Core Knowledge Core Behaviour | Specialist Knowledge |

e Ethical practice

e Professional courage
and influence

e Valuing people

e Working inclusively

e Passion for learning

e Insights focused
decision-making

e Drive for organisation
success

Core ch
knowledge &\o-op

People
Standards
Framework

Specialist

knowledge

CIPD

Endorsed Professional
Standards

D Lovel 1 D Level2 P Lovels P Leveld §

710 | Rialtas na hEireann
Government of Ireland




Framework Launch

Rhoibli Bonneagair

bli agus Digititichdin

Minister Jack
Chambers formally
launched the
Framework at the
CIPD Ireland Annual
Conference 2025
following a memo to A~k ,

Championing better 3
work and working lives L

i

Al

A




An Roinn Caiteachais Phoibli Bonneagair
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Workstream 4: Learning - W | Bl s Do
Bringing the Framework to Life

People Standards Framework available on Gov.ie

ICIPD (i | rmmstoes
ot otesons | Gorermnest o od
s

People Standards
Framework

Dedicated knowledge hub on CIPD website for
Irish Civil Service

CIPD Corporate Affiliate Membership for 800+ | ‘
civil servants working in HR! TRt AW | oy

Ci =

CIPD accredited programmes available via
Institute of Public Administration (IPA)

Calendar of thematic HR workshops to support
rollout & embed Framework

Establishment of HR networks & Communities of
Practice — EDI, Workforce Analytics, ODD

HR Unlocked event for early career HR professionals




CIPD Corporate Affiliation

Interactive and engaging resources

Self-directed, bitesize professional
development

Access to CIPD resources —
research, factsheets, podcasts

Dedicated Civil Service Learning
Hub with Essential Insights (30+)
& Introductory Learning
Programmes (16+)

Access to latest research, upcoming
events & professional HR
networks

Entry point to professional journey

My Home Classlist CourseTools » FAQsand Help My Learning Plan

Irish Civil Service

Learning Hub

Welcame to the Civil Service Learning Hub!
The Learning Hub is your go-to destination for enhancing your knowledge, skills, and expertise in the ever-evolving world of HR

Here, you will find a wealth of HR resources for the Civil Service, including interactive courses, insightful articles, expert webinars,
and practical tools designed to support your professional growth.

If you're unsure of where to start, you can view the People Standards Framewerk te identify standards you would like to further
develop. You can also check out the recommended learning tab or complete the self-assessment and CIPD will share a learning plan
to support you.

For CIPD resources such as factsheets, bitesize research, podcasts, check out the CIPD knowledge hub.

Whether you are just starting your journey in HR or are an experienced practitioner looking to deepen your expertise, the Learning
Hub offers tailored content to meet your needs!

CIPD tools & resources

IPD Knowledge hub

Civil Service People
Standards Framework:

Click the image below to access the

CIPD Pl 8 e e, CIPD ot Q|

T peeis pratesaion Py ard insighs Tapics Knowladge bus Laarming Marmbershis Gt nvalved

Factsheets

Fter By sarigy

Aence management and messuserent 5

hoibli Bonneagair

CIPD [ epp——— Q)

The peaple profession Policy and insights Topies Knowledge hub

Championing better work and working lives
around the world

Today's edit

Analysis | Recognition of
the HR function in
organisations

CIPD [T p— Q)

The people profession Policy and insights Topics Mnowlsdge hub

1 S g et i el ek

Improving organisational cutcomes by
tackling loneliness at work

Episoda 222 Lansiness e

0 1o adkdress 17

agus Digititichain

astructure

Learming Membership. Get involued

Most popular

s aemcL

Outstanding people leaders recognised in
ew HRSO st >

Employment elations skills key to success of
trade union reforms >

Lesming [ Got imvolued




An Roin

The Impact

Increased 4
HR Capability (= caden

Consistent
Professional Standards ecialist

wiedge

know

Recruitment and Retention | | | | e

Better

Workforce Planning

Stronger

HR Community and Commitment to
Learning

to support Organisational Transformation
and New Ways of Working
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Department of Public Expenditure Infrastructure
blic Service Reform and Digitalisation

Thank you

Contacts:

Roisin.Walsh@per.gov.ie

HRProjectTeam@per.gov.ie
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A new Capability Framework for the
Workforce of the Future

EUPAN Working Level Meeting

Dr. Aoife Lyons, Senior Psychologist Oo . oL |7
Assessment Services Unit, publicjobs % POlStPhOIbh
Oo

publicjobs

15t October 2026



Background

An innovative,
professional and

agile Civil Service that
improves the lives of the
people of Ireland through
excellence in service
delivery and strategic
policy development

Civil Service Renewal 2030 ‘Vision’

A

Competency Model in place for a number of years

The world of work has changed significantly

publicjobs tasked with reviewing and updating the
competency model

Aim: create a framework that accurately reflects the skills
required for a modern and high-performing Civil Service, and
supports us in building the workforce of the future




Our Approach

Evidence-Based Approach — International benchmarking & research

Consultation — Surveys, workshops & networks

Governance — Expert Steering Group and Project Team

Representing Variety of Roles — Generalist/Specialist, Policy/Operational

Equality, Diversity & Inclusion — Promoted throughout, reflecting the society we serve

Employee Lifecycle — consider recruitment, performance management and development

Oo
5
Oo



Building Evidence Leading Communicating
Future Readiness Informed Delivery & Empowering & Collaborating

' . '
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Behaviours
O &
e
=

Skills

+ %E¢

Strengths

Link to Framework

Capability Framework

Building
Future Readiness

Digital Focus, Innovation
& Upskilling for the Future

Strategy, Change &
Reform

Leading and
Empowering

Leading, Motivating
& Inspiring

Leading with
Specialist Insight

@ Principal Officer

----------

Capability:

Behaviours
Skills
Strengths
Knowledge
Values
Motivation

Interests

Evidence
Informed Delivery

Delivering
Excellence

Analysis, Judgement
& Decision Making

Communicating
and Collaborating

Communicating
& Influencing

Engaging
and Collaborating

Values

Motivations


https://www.publicjobs.ie/documents/CF/AOFramework.pdf

-~ Leading, Motivating & Inspiring

—— Leading with Specialist Insight

----------- - Developing, Motivating & Supporting Performance

« Ensures their team have exposure to development opportunities, strategically
delegating projects by considering individual suitability and project demands/urgency

« Develops others and supports performance by providing guidance, coaching and
regular feedback

« Uses different techniques to motivate their team, including recognition and appreciation
of their contributions and achievements

« Utilises and promotes both formal and informal performance management techniques,
ensuring staff are supported to perform to the best of their ability

Vision, Purpose & Authenticity

+ Inspires their team by showing authenticity, trust, passion and living the organisational
values, by example

+ Creates and communicates a clear vision for the team, articulating how their work
contributes to organisational strategy and overall Civil Service objectives

+ Leads with integrity, honesty, transparency and accountability

+ Creates an inclusive and psychologically safe team environment, which actively
encourages and equally values the contributions, commitments and challenges raised
by all members

+ As aleader, champions equality, diversity and inclusion, taking meaningful action
through the work of their Organisation/Department and in supporting a diverse
workforce

............ . Social & Emotional Intelligence

+ Openly prioritises the wellbeing of self and others, instilling a culture of support and
showing empathy and consideration during challenging times
« Demonstrates high self-awareness and ability to manage own emotions and behaviour

particularly in challenging situations %
©o



Capability Framework Structure

Building Future Readiness

Evidence Informed Delivery

Leading & Empowering

Communicating &
Collaborating

Delivering

Handling Info,

Clerical Officer Building Future Readiness Problems & N/A Communicating & Collaborating
Excellence ..
Decisions
Managin : : .
Deliverin Informagtiogn Leading, SR
Executive Officer Building Future Readiness & ’ Supporting & Specialist Communicating & Collaborating
Excellence Problems & : .
. Developing Insight
Decisions
Digital Focus
’ Strategic .. Analysis Leadin Leading with
Administrative Innovation & g Delivering VA ... & g . Communicating Engaging &
. . Awareness & Judgement & Motivating & Specialist . .
Officer Upskilling for the Excellence . . : . & Influencing Collaborating
Change Decision Making Developing Insight
Future
Digital Focus, : : : . :
Higher Executive Innovation & Strategic Delivering Analysis, Le'admg, Leadmg ‘f"'th Communicating Engaging &
. . Awareness & Judgement & Motivating & Specialist . .
Officer Upskilling for the Excellence . . . . & Influencing Collaborating
Change Decision Making Developing Insight
Future
Digital Focus, : : . .

Assistant Innovation & Strategy, Delivering Analysis, Le_admg, Leadmg Y\”th Communicating Engaging &
. . s Change & Judgement & Motivating & Specialist . .
Principal Officer | Upskilling for the Excellence . . . . & Influencing Collaborating
Reform Decision Making Developing Insight

Future
Digital F.ocus, Strategy, . Analysis, Leading, Leading with .. .
.. . Innovation & Delivering . L 0 Communicating Engaging &
Principal Officer s Change & Judgement & Motivating & Specialist . .
Upskilling for the Excellence . : . . & Influencing Collaborating
Future Reform Decision Making Inspiring Insight




Potential

Fail - Insufficient Potential - Pass - Good Pass - Very
Evidence Evidence of Evidence Good/Excellent

Potential Evidence

1-17 18-21 22-34 35-50

e Potential: Some or limited direct experience the area, however demonstratesthe capability to
learn and holds transferable skills. Shows an understanding of the appropriate actions to take in
certain scenarios/situations and can describe the correct approach/best practice principles and
necessary behaviours, at the level required for the role.

* The use of this category decided in advance and communicated to candidates.




- AN
Roll out of the Capability Framework OC

1. Integration of the Framework into the Performance Management & Development System was launched
for the 2026 Performance Management System.

2. Publicjobs has used it across all Civil Service large volume competitions, all internships/alternative route
competitions, variety of P&T roles and we plan to move to the framework for our roles with bespoke
competency models on a rolling basis.

3. Alarge proportion of clients are now using the framework and others now in the planning stage to use the
Framework.

4. Pilot ongoing to “match” candidates to roles for the Principal Officer.
5. Positive feedback from Interview Board Members, candidates and clients

6. Analysis of the Assistant Secretary role due to commence shortly.



Benefits/ Lessons Learned

Sets a common standard across the system

Flexibility: the framework was designed for general grades and
Professional &Technical roles, with many ways to tailor the framework
(e.g. indicators, key skills, scoring)

Personnel Development: the framework supports us across all stages
of employee lifecycle: recruitment, L&D, Performance Management etc
but this took time.

Critical Importance of evidence/consultation

Wider implementation — different appetites for and drivers of change
across the system

Supports - Candidates, Clients, L&D and Assessors
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