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Dear Mrs Georgieva, 

 
During our last discussion you asked me to provide you with more details about the European Union 
policy towards administrative reforms in Members States in the framework of the ongoing HR 
reforms within the Commission. 
 
As I have already pointed out during the Consultation meeting on HR reforms taking place on 15 April 
2016 the whole preparation and implementation of the HR reforms does not comply with the 
requirements which are set up by the European Commission towards EU Member States wishing to 
profit from the European Structural Funds.  
 
I would like to recall that in the 2014-2020 programming period, the European Structural and 
Investment Funds will support 11 investment priorities, also known as thematic objectives. Under 
Thematic Objective 11"Enhancing institutional capacity of public authorities and stakeholders and 
efficient public administration" 4,2 billion EUR for 17 Member States are earmarked. 
 
The objective of a reform of public administration should be to create institutions which are stable 
and predictable, but also flexible enough to react to the many challenges, open for dialogue with the 
public, able to introduce new policy solutions and deliver better services. The investment in the 
structures, human capital and systems and tools of the public sector is oriented towards more 
efficient organisational processes, modern management, motivated and skilled civil servants. 
Stronger focus on results as well as clearer and measurable targets for better accountability are part 
of such reform. A HR reform should not be driven by cost reduction and optimisation, as it will fail. 
 
Below please find the main recommendations on which basis the reforms envisaged by Member 
States are evaluated and financial support is allocated: 
 
1. In-depth analysis of challenges and needs; 
2. Development of a strategic framework with clear objectives – with the involvement of social 
partners and other stakeholders; 
3. Operationalisation of that strategic framework into actions with clear timing, target groups, 
expected results, indicators for output and result; 
4. Set-up of a monitoring system for the strategic framework as a whole and for the specific actions; 
5. Ex-ante evaluation; 
6. Implementation; 
7. On-going monitoring and regular reporting on progress – with the involvement of stakeholders; 
8. Modification of implementation plan/corrective measures if needed; 
9. Mid-term review – together with stakeholders; 
10. Adjustment – if needed; 
11. Encouragement of on-going performance evaluations and audits; 
11. Ex-post evaluation (external, and optional internal); 
12. Conclusions. 
 
More importantly, as the recommendations focus on the process and less on the content, the 
Commission has developed Toolboxes. The Toolbox 1 with 490 pages (attached) describes the 
Quality of Public Administration in general. The Toolbox 2 (to be finalised in the autumn) will cover, 
among others, specifically the HR aspects. 



 
Many of the key messages of these Toolboxes would be essential for the Commission as well. 
 
I would also like to draw your attention to the Deloitte Human capital report of 2016 (attached). The 
Commission reform is heading eg. for a professional management, when more and more 
organisations go back to combining management functions with high level expertise in particular 
field. We are (en)forcing mobility within solid structures, when the trend is to move in the direction 
of flexible organisation based on project assignments. We keep recruiting general administrators, 
when leading organisations are competing for talent and expertise. Career development is ruled by 
distribution of quotas and formal appraisal, when modern organisations are investing in ensuring on-
going feedback and recognition for achievements. The list of differences is unfortunately very long. 
 
In order to be successful, any reform within an organisation needs to: 
 

a) be based on detailed and honest recognition of challenges, present and future, 
b) examine carefully what is it's expected impact on all management levels (what adaptations in 

the management approach are necessary) and; 
c) prepare the management to carry out that reform. 

 
Finally, while reforms need to be comprehensively planned and thought through, they can be carried 
out in phases, in order to reduce the shock and allow for adaptation to the novelty. Rethinking every 
aspect of an organisation from the start is key, as organisations are similar to living organisms and 
small changes in one area could bring change in a different aspect. 
 
In this aspect it has to be mentioned that Commission is going to discuss the HR reforms with 
Member States this September, and DG HR will be invited. 
 
The team supporting the development and coordination of the EU contribution to institutional 
capacity and administrative reforms is to be found in the DG EMPL Unit F.1. They are also serving as 
the secretariat of the Inter-service group for Public Administration Quality and Innovation, which 
aims to encompass the multitude of experience and knowledge within the Commission services 
(including DG HR) in the area of public administration. The colleagues would be more then happy to 
share with you the acquired knowledge. It should be assured that the current HR reforms will serve 
as best practise case for Members States. 

 
Best regards, 
Łukasz Wardyn 
 


