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Context

ComPAct, Pillar 1 “Public Administration Skills Agenda”

“The Commission will develop a ‘Passport of core competences
applicable to jobs and roles in public administrations, including
leadership skills. The ‘Passport’ will help the public
administrations to desigh modern and advanced policies to
develop their human resources, prepare for future skills needs
and help intra-EU mobility of civil servants”

The passport will serve as a reference point for Member States
to design policies for developing human resources in public
administrations. It will aim to enable mobility, serve as a basis
for preparing frameworks in novel areas where skills
development of skills is critical.
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https://commission.europa.eu/document/download/9ecd5276-df34-41ec-a328-ad51d1190300_en?filename=2023.4890%20HT0423966ENN-final.pdf

ComPAct implementation plan

1. Collecting EU and Member States’ competency frameworks
2. Producing an online catalogue
3. ldentifying gaps in the competency frameworks

4. Producing a report reflecting the scope and use of competency
frameworks in Member States

5. Discussing the further use and dissemination of the Passport
with the PAG Expert Group and DISPA




Putting the implementation plan into action

Commissioned EUPACK 2024 analytical report and accompanying 27 country fiches

Expert Group > Advisory Group: four meetings in 2025 (January, March, May, July),
provided information and reviewed fiches

Inventory of 54 centrally derived Member State competency frameworks (CFs) for
central / federal public administrations, plus 8 EU-level CFs

Interviews with leading HRM professionals in PAG in Member States, many being
Advisory Group members

Considering this orientation, and the inputs from the competency framework (CF)
inventory and interviews / country fiches, set out potential roles for the ‘passport’
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Key Findings EUPACK Analytical Study of
Competencies in PAS

No. of competencies No. of CFs Total comp.
_ Up to 10 14 93
« Competency Frameworks for the purpose of the study are lists 1159 14 204
of competencies, each of which is accompanied by a definition [51_3¢ 5 126
and/or indicator of expected performance (descriptor ) 31-40 6 219
| B _ 41-50 1 41
« Study identified 54 CF in total across Member States Over 50 1 187
Total 41 870

41 CF in 22 MS; 870 individual competencies described

Chart 1: CF adoption or most recent update

« 13 CF are enshrined in primary or secondary
legislation; 27 are published on an advisory basis

« 13 CFs without descriptors and/or job-specific
competencies only
« Smallest CF had 3 competencies and the largest 187 G) G0 ) (1) i [1] [1]

2001 2011 2013 2016 2017 2019 2020 2021 2022 2023 2024 2025

« Most are very recent, 30 of 41 adopted or updated from
°> 2020
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Key Findings cont.

Use of Competency Frameworks

« Generic - In 18 cases, applies to most HRM functions

(BE, EE (2), FR (4), IT (2), LT, LU, LV (4), NL, PT,;
recruitment, selection, performance assessment,
demonstrating suitability for promotion.

« Specific — In 23 cases, primarily designed for use in one
or potentially several HRM processes, especially when they
are articulated in secondary legislation with a particular
focus (BG, CY, EL, ES (7), FI, HR, HU, IE (3), IT, LV, PL,

RO, SI, SK (2)),

In dedicated CFs for recruitment & selection and
performance assessment.

In two Member States (Hungary, Slovakia), this is reflected

Nature of CFs Member States

0.
Universal BE, BG, CY, CZ, EL, FR, HR, HU, IE¥, 20
IT* LT, LV, LU, NL, RO, PL, PT, SI, SK
(2)

EE (2), FR (3), IE (2)*, IT*, ES 9

Thematic: digital ES (2), FI, LV 4
transition

Thematic: green IT 1

transition

Thematic: other ES (4), LV (3) 7

topics

Total 41

HRM process Obliged Intended

Workforce planning 1 17

Recruitment / promotion 7 22

Selection 7 23

Performance assessment 8 15

Identifying training 7 25

development needs

Remuneration (salaries and/or 3 11

bonuses

Career pathways and progression 7 18
European
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Opportunity 1: Learn from CFs and their design

* Repository of CFs as a library / catalogue for reference purposes,
plus contextual information for Member States (country fiches)

* Each CF (and country fiche) presents the overall picture of CF
design: diversity, but also patterns and trends (next few slides)

« Scope of the CF (also single CF & multiple CF / ‘ecosystem’ approaches)
« Size of the CF (number of competencies)
 Links to positions / levels and other guidance




Orienting intra-EU mobility

» Potential role for MS administrations hosting as placements or receiving job
applications from other EU-27 public servants

» ‘Passport’ could help to interpret competency information in the CV or
personal file in support of their application:

* Defining the competencies themselves and the level of performance
achieved

* Contextualising them with country-of-origin information on basis for
assessment (when selected for entry into the administration, during
performance review and/or resulting from training and development).
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Facilitating intra-EU mobility

Most extensive role — to facilitate the seamless mobility of public servants across the
European administrative space at the central / federal level.

* First step: establish comparability of competencies across Member States’ PAs, with the
‘passport’ as a reference framework based on agreed identifiers (notwithstanding differences
between competency formulations)

« Second step: establish a degree of equivalence of competencies (and positions/levels)
across Member States’ HRM systems

For example: Job profile in country A requires applicants for management position to
demonstrate ‘expert level’ in competency ‘strategic thinking’ based on defined indicators.
Candidate from country B has achieved level 3 (of 5) in ‘strategic orientation’ in training course
or performance review, based on different indicators. Is this sufficiently equivalent?
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Next steps

Results available to the Expert and the Advisory group

Publication on EUROPA
* Wider presentation of findings (EUPAN, DISPA?)

Propose aligning ESCO with PAG

Expected CF on digital skills, incl. Al

Further reflections
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Reflections and conclusions (1)

Advancing the ComPAct vision of a ‘passport of core competencies’
« Momentum behind public administration CFs

« Appetite among Member States to share information and learn from each other

Diversity of Member State approaches to CF design

« Single-purpose (e.g. recruitment) vs singular all-purpose vs multiple, complementary CFs
(e.g. management & non-management) vs multi-CF thematic ecosystems

« CFs with generic competencies vs CFs that blend general, managerial and technical
» CFs tied explicitly to hierarchical levels vs CFs for all staff irrespective of position

« Mandatory vs advisory — but both can be flexibly (discretionary) or widely / universally applied
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Reflections and conclusions (2)

But degree of consensus and convergence in competencies

 Clustering around recurring themes, shown by identifiers

 Digital in particular ... but gaps (e.g. green) and interest to extend into new fields (policy, etc.)

« Dynamism in design (content) and application (use) of CFs

Potential evolution of the passport (beyond features & functionalities)
« Common nodes and correspondence: refining identifiers

« Mutual recognition of competencies via the passport: bilateral / trilateral / multilateral
« Deepen the data (e.g. structured surveys on use, extend to regional & local levels)

« Advisory Group as a steering body and sounding board

European
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