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Mis on avaliku sektori innovatsioon?



Mis on avaliku sektori innovatsioon?

Innovatsioon voib olla nii uus protsess, toode,
teenus, poliitika kui ka viis kodanikega
suhtlemiseks.

Avaliku sektori innovatsioon on midagi sellist, mis on oma kontekstis
uus voi uudne, elluviidud ja mille on

/\_
Innovatsioon ei ole kdigest idee

Innovatsioon toob esile muutusi paris
elus
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OECD uuringust Eestis



Eesti avaliku sektori @))OECD

innovatsioonivoimekuse uuring

Strengthening the Innovative

o Capacity of the Public Sector
Projektist

of Estonia
« OECD viib labi Eesti avaliku sektori
innovatsioonivbimekuse hindamist
(Innovative Capacity Assessment), et vijla \
selgitada peamised innovatsiooni >
takistavad faktorid avaliku halduse v
susteemis.

+ Hindamine toetab Riikliku partnerluskava
ehk riigiplaani 2028-2034 ja sellega seotud
tegevuskavasid.

* Projekti Idpparuanne avaldatakse homme.
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Peamised valjakutsed Eesti avalikus sektoris

Eesti avaliku sektori Purpose Potential
|nnoyat5|qon|vglm_e tU. ineb
mgtlv.ee.rltUd UkSIkISI UtEl B @ ® Optimising: Innovative capacity is
nsadelnlmeStel . Ner!de . systemically supported and opportunities
Iahkumls_el .O.rganlsat:SIOO['\Idest for improvement are constantly being
kaob katihti innovatsiooni- pursued.
vdimekus.

. ~ . . Embedding: Efforts are ongoing to
Tlhedad VOFgUStIkUd Ja normalise and institutionalise innovation.

sotsiaalne kapital kiirendavad
innovatsiooni kriiside ajal. Kuid
see on habras, pikaajaliste

Managing: Innovation is supported
through a range of efforts in the public

stratgegili_ste vajad ustg j_aoks sector, with opportunities for
ebapiisav ja taandub kriisi mdividua,@ improvement.
vaibudes varasemale tasemele.

Developing: Supports for innovation
are starting to evolve but remain
sporadic.

Kdige suuremad puudujaagid
susteemis on seotud
innovatsiooni moju
tagamisega ning
organisatsioonide-uleselt
susteemselt voimekuste
arendamisega.

Emerging: Supports for innovation

are beginning to surface in pockets.

Impact Capacity




Innovatsioonimaar oli 29%, mis on rahvusvaheliste standardite jargi madal ja varieerub
rolliti: juhtkonnas 64%, keskastme juhtkonnas 37%, spetsialistide seas 27% ja
administratiivtootajate seas 18%

Central government 29% (n=577)
Middle management _ 37% (n=155)
Professional _ 27% (n=391)
Local government 29% (n=247)
Administrative - 18% (n=149)
T T T T T T T T T T
0% 25% 50% 75% 100% 0% 25% 50% 75% 100%
< 2 years _ 25% (n=177) Under 30 16%-(n=49)
2-5 years _ 37% (n=258) 30-39 27% (n=157)
6-10 years - 22% (n=110) 40-49 33% (n=218)
11-20 years _ 31% (n=77) 50-59 31% (n=162)
> 20 years 24% (n=42) 60+ 27% (n=77)

0% 25% 50% 75% 100% 0% 25% 50% 75% 100%




Sisemine motivatsioon oli innovatsiooni koige olulisem
»Sddeinimesed” ennustaja nii keskvalitsuse kui ka kohalike omavalitsuse
tasandil.

* Suurem sisemine role: Executive ;
motivatsioon oli ciscaton: Bachtr I
seotud suurema " Gencer Male :
tdenaosusega l
uuendustegevuseks. sils gpé'“n‘;rgml‘{ '

» Teised faktorid ei o o pemison l
olnud statistiliselt Sk pue mpoc :
olulised parast SKITAgtz:% -
mitmetesemelist e otie -
korrigeerimist e $§“ip£ﬁ — :_—
(tehnika - .
valepositiivsete s kwl'd:;mi‘c’tiw
tulemuste Fiske gopetic !
viahendamiseks Skile: rust leadersnip :

-0.2 0.0 0.2

uuringutes)

Average marginal effect (pp change in probability)

Significance @ Significant (adjusted) Significant (unadjusted) Not significant



Sisemine motivatsioon on innovatsiooni peamine toukejoud - see
ei ole kahjuks jatkusuutlik innovatsiooni allikas

. Innovator Non-innovator

Amotivation

27%
Too much expected

o ) 26%
Unrealistic expectations

Extrinsic

e
568%
e
36%

Success at Tasks o 7
Interesting challenges e 05/,

Achieving objectives _ e 78%
Professional lifestyle e — 7%
Part of Identity e 527,
Career goals e — 1%
T T T T
0% 30% 60% 90%

Proportion agreeing




OECD avaliku sektori innovatsioonimudel

Directed
Shaping / Top-down

Mission-

Oriented
i e
Innovation d@(\g

. o .
Certainty < Anticipatory Uncertainty
Exploiting / Incremental Innovation Exploring / Radical

Under-invested

by governments

Undirected i
Responding / Bottom-up

@) OECD



Innovatsioonituupidest olemasolevate protsesside-teenuste
taiustamine on koige sagedasem kohalikes omavalitsustes

Innovatsioon on
orienteeritud suuremal
maaral sisemistele
taiustusele ja keskendunud
tugiteenuste tdhususele.

Enhancement-oriented

Adaptive

Kohanduv (adaptive)

innovatsioon on teine kodige Mission-oriented
populaarsem innovatsiooni

tuup Other

Probleemipd&hine (mission-
oriented) ja ennetav
(anticipatory) innovatsioon
on igal tasandil
alaesindatud.

Anticipatory

17%

13%

1 I I
20% 40% 60%

Share of innovators




Kohalikes omavalitsustes on innovatsioon teenusepohine ja
sisemistele protsessidele suunatud

Working methods 27%

Technology 24%

No specific area 22%

Products -6%
T T ] T T
0% 10% 20% 30% 40%

Share selecting area




Innovatsiooni mojurid

I n n Ovats i O O n 56 It u b Government average @ Local government
kohalikes

omavaltsustes o s .
peamiselt: S R
poliitilistest FUB.;QH . °
prioriteetidest, Dovcloping resiience o

Staff interests [ ]

efe kti iVS U Se Government strategies P
tast m | SeSt’ Public sector reform ®

Global challenges ®
e I an i ke Vaj a d u Stest .Legislation . °
ja te h n0|oogi I istest Internation.al standards (.
m u UtUSteSt. Media Eressure ®

Share agreeing




Koik avaliku sektori organisatsioonid el
ole sarnased



Eesti avaliku sektori organisatsioonid jagunevad
kolme peamise klastri vahele

Cluster 1: Eraldiseisev kohaneja
Small, fragile, but tech-reliant

A small group (n=6) of very small organisations
(avg. staff ~4) that operate on the periphery. They
lack institutional support, funding, and
psychological safety, yet they are the highest
adopters of GenAl.

* High Tech, Low Culture: They have the highest
GenAl Adoption (z=0.47) score of all groups,
likely using tools like ChatGPT to compensate
for a lack of staff.

* Severe Cultural Deficits: They score lowest on
psychological safety (z=-1.13), drivers (z=-1.46),
and permission to innovate (z=-0.98). This
suggests a survival mode environment where
innovation happens out of necessity rather
than strategy.

* Leadership Disconnect: There is a massive gap
in leadership skills (demand exceeds supply by
+3.00 for Al literacy), suggesting leaders are
demanding transformation without providing
the safety or resources to deliver it.

The gold standard for innovation

A solid group (n=27) of medium-to-large
organisations that represent the ideal state of
innovation capacity in Estonia. They possess both
the "will" (culture) and the "way" (resources).

* Cultural Strength: They score highest on
support (z=0.62), risk appetite (z=0.45), and
capacity perception (z=0.53). Staff feel safe to
fail and empowered to experiment.

* Outcomes & Impact: They achieve the most
diverse outcomes, particularly in “improved
services" and “reduced burden".

* Balanced Skills: unlike Cluster 1, they have a
"skills surplus" (negative gap scores), meaning
staff confidence meets or exceeds leadership
demands.

* Funding: They are defined by ministry funding
and dedicated budgets, giving them stability.

Cluster 3: Kiilmunud keskosa
The frozen middle

The largest group (n=40), representing the bulk of
the civil service. They are stagnant. They drift
slightly below average on almost every dimension.

* Inertia: Their scores hover just below zero
(neutral-negative). They lack strong drivers (z=-
0.06) to push them forward and have weak
support (z=-0.33).

* Low Tech Uptake: They have the lowest GenAl
adoption (z=-0.18), suggesting they are falling
behind on the technological curve compared to
the other two groups.

* Lack of Resources: They are most strongly
associated with “no dedicated funding".

* Reactive: Their innovation is low-frequency
(23% occurrence vs 34% for Cluster 2) and
likely happens only when forced by external
mandates.




Innovaatilised organisatsioonid loovad
psuhholoogilist turvalisust, valmistuvad
riskideks paremini ning annava
innovatsiooniks resursse koos
autonoomiaga



| T Innovaatoreid on rohkem organisatsioonides, kus on
paremad psuhholoogilise turvalisuse ja riskitaluvuse
naitajad

Innovatiivsed meeskonnad 5 5
teatasid jarjepidevalt
suuremast:
Psiihholoogilisest
4 4

turvalisusest ehk usust, et
nad saavad ideid, probleeme
vOi ebadnnestumisi tostatada
ilma sutdistusi voi ebadiglast
karistust kartmata.

Risk appetite
w

Riskivalmidusest ehk sellest,
kui valmis nad olid teadlikke
riske votma. 5 ol o o 5

Psychological safety
w

1 ° ° 1 e °

Innovator Non-innovator Innovator Non-innovator



OECD uldine analuus naitab, et rohkem rahalisi
resursse ei tahenda rohkem innovatsiooni, kui sellega
ei kaasne rohkem autonoomiat ning vastutust

=== High autonomy Low/Medium Autonomy
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Perceived availability of resources




Innovatsiooni mojurid kohalikes
omavalitsustes



Innovatsioon soltub liialt organisatsiooni-
sisestest allikatest

Self

51%

Other staff 39%

Senior management 27%

Other government _ 24%
Citizens/Users _ 21%
Private sector _ 20%
political leaders - || | =
ncos/Civilsociety . ||| G-
Generative Al 6%
International orgs - 4%
Procurement 3%
Media 3%
Audit/oversight - 3%
Research l 1%
Academia l 1%
T T T T
0% 20% 40% 60%

Share of innovators citing source




Peamised innovatsiooni voimendavad ja
takistavad faktorid valitsustasemete uleselt

Organisatsioonide juhid Tootajad

Strong Slight : Slight Strong Strong Slight
. enabler Neither

. Slight Strong
barrier enabler enabler

Neither barrier barrier

enabler barrier

Citizen involvement
Systematic evaluation
Innovation culture
Long-term value focus
zncouragement to innovate
Political stability [N
Legislative flexibility | EGNcNNS
Learning from failure
Procurement

External collaboration
Stakeholder participation
Staff stability

Risk management

Data use

Team skills

Strategic role of innovation
Technology use
Resources for ideas

Audit support

Internal collaboration
Public sector collaboration

GenAl experimentation
Citizen involvement
External collaboration
Trend monitoring
Audit processes
Procurement capability
Political stability

Value for money
Public-sector collaboration
Stakeholder resources
Systematic evaluation
Legislative flexibility
Data availability
Strategic understanding
Learning from failure
Digital tools

Staff stability

Risk tolerance

Skills & capabilities
Resource availability
Internal collaboration

o
X

25% 50% 75% 100%

o
X

25% 50% 75% 100%

. Strong enabler . Slight enabler Neither Slight barrier . Strong barrier




Nousolek tingimustega, mis toetavad
innovatsiooni minu organisatsioonis

Viliste osapoolte kaasamine: KOVides tuleks arendada ja
tugevdada vorgustikke ning koostoodd valiste
partneritega (ettevotted, teadusasutused,
vabalhendused), kuna seal on hetkel suurim
mahajaamus (vaid 37%).

Innovatsiooni strateegiline motestamine: Suurendada
teadlikkust innovatsiooni strateegilisest rollist ja
eesmarkidest organisatsiooni juhtimises (hetkel 52%).

Vigade lubamine ja dppimiskultuur: Luua turvalisem
keskkond katsetamiseks ja ebadnnestumistest
Oppimiseks (hetkel 56%).

Kodanike ja huviriihmade kaasamise siivendamine:
Kasutada ara olemasolevat tugevust kodanike ja
huvirihmade kaasamisel (51% ja 36%) ning muuta see
veelgi sisulisemaks ja mdjuvamaks.

Auditeerimisprotsessid ja ressursid: Vaadata lile
auditeerimisprotseduurid, et need toetaksid
innovatsiooni ega takistaks seda (hetkel 34%), ning
eraldada rohkem ressursse uute ideede elluviimiseks
(54%).

Culture champions innovation
Enables internal collaboration

Equips teams with innovation skills

Supports failure and learning

Takes advantage of data

Understands strategic role of innovation

Uses technology for innovation

Manages innovation risks effectively

Commits resources to new ideas

Collaborates with other public orgs
Stable staffing and structures
Fosters stakeholder participation

Stable political priorities

Collaborates with external stakeholders

Can procure innovative services

Flexible leqislative frameworks

Audit processes support innovation

Involves citizens meaningfully

67%
68%
64%
66%
59%
65%
56%
58%
58%
58%
54%
47%
46%
51%
43%
41%
39%
31%

Central government

61%
59%
61%
56%
58%
52%
57%
55%
54%
53%
48%
51%
42%
37%
43%
41%
34%
36%

Local government




Organisatsiooni juhtidel ja tootajatel on
innovatsioonist erinev arusaam



Organisatsiooni juhtidel on tunduvalt parem
kuvand innovatsiooni toetusmehhanismidest

® Leadership Staff
KOVide juhid pidasid tootajatest N j
~ . : Can procure innovative services °
tdenaolisemaks, et nende Takes advantage of data .
organisatsioon toetab innovatsiooni Understands strategic role of innovation .
kdigis aspektides, valja arvatud: Stable staffing and structure )

Commits resources to new ideas °

innovatsiooni vaartustav kU |tU ur; Manages innovation risks effectively o

Audit processes support innovation °
ning uute tooviiside julgustamine. Enables internal collaboration .
Stable political priorities °
Involves citizens meaningfully °
Supports failure and learning °
Equips teams with innovation skills °
Fosters stakeholder participation °
Flexible legislative frameworks °
Collaborations with other public orgs °

T T T T
25% 50% 75% 100%

Proportion agreeing




Innovatsiooniteatri” risk on avalikus sektoris
korge

Hidden innovation Innovation theatre

Aligned (Staff > Leader) | ° (Leader > Staff) Number of staff @ 10 @ 20 @) 30 ‘ 40 ' 50

In5r10vation Theatre: Leaders
reported more innovation
than did their staff.
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Staff reported more
innovation than did their leaders.

Leader perception (mean)
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Leader’s Reported Innovation
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Kus organisatsiooni juhid ja tootajad naevad peamisi
erinevusi KOVides?

@ Leadership A Staff

Suurimad lingad
iimnevad todalases
autonoomias ja
vastutuses

Korduva teemana tduseb
esile koostoo kodanike ja
valiste osapoolte vahel

Organisatsioonid ei
kasuta innovatsiooni
strateegiliselt ja ei jalgi
seda sustemaatiliselt

| feel responsible for improving how things work
Organisation involves citizens meaningfully
Flexible legislative frameworks available
Organisation monitors innovation progress
Organisation collaborates with external stakeholders
| have autonomy to try new ways of working
Stable staffing and structures

Senior leaders signal innovation is important
Audit processes support innovation

Organisation understands strateqgic role of innovation
My supervisor encourages innovation

Stable political priorities

Organisation collaborates with other public bodies
Processes support innovation

Cross-unit collaboration is encouraged

Failure is accepted as part of learning
Organisation supports failure and learning
Organisation encourages innovative behaviour
Organisation prevents barriers to innovation
Overall, | feel permitted to innovate

Organisation commits resources to new ideas
Culture champions innovation

Organisation enables internal collaboration

Staff have implementation skills

Organisation equips teams with innovation skills
Organisation evaluates innovations systematically
Organisation fosters stakeholder participation
Organisation manages innovation risks effectively
Organisation can procure innovative services

The focus is on learning, not blame

Long-term value for money focus

Organisation uses technology for innovation
GenAl is used safely and responsibly

| have access to resources for new ideas

Itis safe to speak up with new ideas

My organisation takes new ideas seriously

My organisation responds well to change
Organisation takes advantage of data

Innovation is recognised in my organisation

»
®

>
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.b. ).". ®

| 2

> b

[>
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[ ]
»>
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e bo
®

T
Strongly
disagree

T
Disagree

T
Agree Strongly
agree
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Missuguseid innovatsioonioskusi tuleks
kohalikes omavalitsustes tugevndada?



OECD innovatsioonioskuste mudel

Public managers creating an enabling environment

I

=/
Enabling conditions

Innovation @

Trust-basgd Managers Knowle@ge
leadership integration

Competency
Framework

o =

Innovation Public impact
orchestration orientation

Practitioners making innovation happen

<
=

Adaptive & future-ready
mindset

Innovation
Practitioners

Changemakers Competency Insight-driven
collaboration Framework innovation

P
@
SN

People-powered
innovation



Innovatsioonioskused on keskmiselt valitsustasandite loikes
sarnased, kuid KOVide ja keskvalitsuse vahel on suurim vahe
innovatsioonijuhtimises

Government average @ Local government

Trust-Based Leadership @
Enabling Conditions @
Knowledge Integration @
Innovation Orchestration o
Al Literacy (Leadership) [ ¢

Public Impact Orientation o

Mean confidence (1 to 5)

NB! Organisatsiooniti on oskused siiski erinevad vastavalt erinevatele klastritele!

@) OECD



Eesti avaliku sektori uleselt Uletab juhtide noudlus
innovatsioonioskuste jarele jarjepidevalt tootajate enesekindlust

nende oskuste osas

Juhtide oskused

Applied Al for
public value critical Al
Engagement

Human-centric
Al co-design

Strategic Al

governance
L]
L 2
P L | Collaboration
facilitation
o [ ]
|
[} ® Curiosity
encouragement
] ]
Portfolio \ Exploration time
balance ® ® allocation
Clear success Ct
metrics A
L] | ]
o [ ]
B ]
\ °
'Y » t Al
3] @ .
A
L
Source
er ation
Strategic € t

Importance to Leaders (Skill Demand)

Applied Al
Technological for public value cyitical
literacy Al engagement
Prototyping & Human-centric
iterating Al co-design
Piloting & Strategic Al
scaling S e governance
]
Participatory / Y Adaptive
co-creation ° methodology
L ]
P
Innovative 0 @ Change
policy design management
® L}
Human-centred Continuous
design ¢ ® learning
b 4 [ ]
Behavioural Futures
research literacy
R ’
* ® Identify & frame
olicy problems
' o
e
[ L J
luatic 9 Risk-taking &
n 9. ' resilience
@
iriver Systems
Jnitic analysis
ting Citizen
engagement
Stakeholder Convening &
consultation gecure Open facilitating
collaboration innovation

Staff Confidence (Skill Supply)




Kohalikus
omavalitsuses on
puudujadke
innovatsiooni
oskustes

NB! Positiivhe tulemus
tahendab suuremat vahet
noudluse ka olemasoleva
pakkumise vahel

Gap = demand minus average supply. Positive = demand exceeds supply (skills deficit). Filled dot =

entity, open dot = government average.

Co-design Al with users
Create policy instruments
Involve external stakeholders
Gather stakeholder input
Design evaluation

Co-create with citizens
Delegate to Al responsibly
Lead workshops

Manage data privacy

Run small trials

Build prototypes

Engage experts / networks
Use Al critically

Leverage Al tools

Think ahead / uncertainty
Human-centred design

Take calculated risks
Evaluate Al outputs / bias
Collaborate / shared ownership
Adapt working methods

Use data for decisions

Apply digital technology
Behavioural insights

Help navigate change
Understand complex systems
Define public problems

Seek feedback and adjust

Apply scientific research

Government average @  Local government

@
L
L J
®
®
L
]
L
®
®
®
L
L ]
®
L
¢
L
@
[ ]
@
®
@
D ]
®
..
L
®
®
T T T
0.0 0.5 1.0 1.5

Gap (demand minus supply)




Tootajad ule valitsusastmete vajavad koige rohkem abi
tehisaru kasutuselevotu ja selle juhtimisega

Al adoption and implementation 36% (n=150)

Communication, influence, and

0, =
prioritisation 11% (n=45)

Digital proficiency and data literacy 9% (n=39)

Data-driven decision making & automation -8% (n=35)
Artificial intelligence skills 8% (n=33)
development

T T T T T
0% 10% 20% 30% 40%

Share of responses




Aitah! Kusimusi?
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