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An Evolving View of Employment in 

Central Public Administrations 
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Share of central government 

employment filled by women (2010) 

Source: OECD 2011 Survey on Gender in Public Employment. 
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An increasingly diverse Europe? 

• 2008: 12.7 % of the EU residents 
aged 15-74 were foreign-born or 
had at least one foreign-born 
parent. 

• 2060: this group may more than 
double and exceed 25 % of the 
population across all ages. 

• The proportion of people of foreign 
background may vary substantially 
across Member States.  

• In addition, among young adults 
the proportion of first and second 
generation immigrants is projected 
be far greater than today.  
 



Governance for Inclusive Growth 







Diversity for Public Sector Innovation 

• Diversity unlocks innovation by creating an 
environment where “outside the box” ideas 
are heard 

• When at least one member of a team has 
traits in common with the end user, the 
entire team better understands that user.  

 
https://hbr.org/2013/12/how-diversity-can-drive-innovation 
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About the Survey 

• 26 Responding Countries 

• Conducted over the summer, 2015 
– Data cleaning process through September 

• 18 questions exploring a range of diversity related issues 
including: 
– Strategy 

– Data 

– Leadership  

– Training and diversity awareness  

– Recruitment and Selection 

– Flexible working patterns and arrangements 

– Career management and competency development  

– New competencies in a more diverse context 

 



Many public administration have a 

diversity strategy… 
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1. Does your public administration have a 
diversity strategy? 



…most commonly focused on gender 

and/or people with disabilities… 
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1a. Which of the following elements/groups are targeted by the diversity strategy? 



… to ensure equal opportunity and 

protect against discrimination 
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1b. What is the stated intent/purpose of the diversity strategy?  



Only 8 countries have specific targets… 
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1c. Is there an action plan to 
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… and Senior Civil Servants are rarely 

accountable for diversity targets. 
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7. Are Senior Civil Servants Accountable for diversity targets? 



Most countries collect some diversity-

related data… 
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…to monitor diversity balance 
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3a. What are these data used for? 



Most countries produce annual reports 
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5. How are diversity policies assessed?  



Few countries provide mandatory 

diversity training 
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8. To whom are specific trainings in diversity 
awareness/competence provided to? 
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Some countries use specific leadership 

programmes for diversity groups 

10 

6 
5 

3 

5 

5 

4 

4 

Leadership
development
programmes

Training on the job Mentoring Job rotation

Programme for all central public administration Some agencies/ministries have their own
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Diversity issues impact recruitment in a 

variety of ways 
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14. Are diversity issues considered in recruitment procedures in the following ways? 



Policies to respond to the needs of a 

more diverse workforce 
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Career Management And Competency 

Development policies 
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Policies & arrangements for diverse 
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Next steps 

• Workshops: discuss evidence, policy 
frameworks and experience in EU central 
public administrations 

• October/November: Refine data analysis, 
incorporate good practices into paper 

• December: presentation of final paper to 
DG meeting 

• May 10/11: OECD PEM discussion 
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