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VI. HUMAN RESOURCE MANAGEMENT 
PRACTICES 

13. Delegation in human resource management 

14. Central government recruitment systems

15. Staff performance management

16. Senior civil service

The ability of governments to recruit, train, promote and dismiss employees is a key
determinant of their capacity to obtain staff with the skills needed to provide public
services that meet client needs and to face current economic and governance challenges.
Over the past 20 years, many governments have reformed their human resource
management (HRM) practices with the goal of improving the skill level and efficiency of
their workforce. The scope of reforms, however, has varied tremendously depending on the
economic, social and cultural context. While there is evidence that HRM practices can
improve performance, there is no agreement or evidence on how specific HRM features
do so.

The composite indexes developed in this chapter focus on the most common features
of HRM reforms, including: delegation of HRM policies and practices by central bodies to
line managers, characteristics of recruitment systems, use of performance assessments
and performance-related pay, and use of different HRM policies and practices for senior
civil servants.

The indexes are designed to allow countries to compare the main characteristics of
their HRM systems and the extent to which they have implemented reforms. Individual
country scores should be interpreted with caution and only provide a general indication
about where a country might stand relative to its peers. None of the indexes evaluate the
performance of HRM policies, nor do they provide any information about the quality of the
work performed by public servants.
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Public managers are expected to improve the perfor-
mance of their organisations and the outcome of their
activities. As such, they have to work with their staff
to encourage, enable and support them in a continu-
ous quest for improved quality and productivity while
simultaneously upholding core public sector values.
By delegating some authority for HRM to line minis-
tries, departments and agencies, governments aim to
increase the ability of public sector managers to adapt
working conditions to the business needs of their
organisation and to the merits of individual employ-
ees. As HRM responsibilities have been delegated to
line ministries, the role of the central HRM body has
begun to focus more on setting minimum standards
and formulating policy rather than implementing
them. However, delegation is not without risks, which
can include an increased variability of conditions of
employment across government organisations,
decreased mobility of staff, and difficulties in main-
taining shared government values and a whole-of-
government perspective.

Most OECD member countries have increased the role
of line ministries in HRM decision making. However,
the extent of their involvement varies across OECD
member countries, and sometimes even across gov-
ernment bodies within the same country. Thus, there
is no single model or common standard. A few coun-
tries stand out as having granted line ministries a
greater degree of authority: New Zealand, Sweden
and Australia. In these systems, ministries have
more flexibility to identify their staffing needs,
recruit staff, and determine compensation levels and
other conditions of employment. In comparison,
Italy, Ireland, France and Turkey tend to have more
centralised HRM models. The level of delegation does
not indicate how well public service staff members
are managed. However, it does indicate the level of
flexibility that departments have in adjusting their
HR policies to the specificities of the organisation,
the job or the individual.

Compensation levels are a key factor in managers’
ability to recruit, motivate and retain staff. Most OECD
member countries have delegated managers some
authority to determine compensation levels. Across
OECD member countries, the basic level of pay is more
likely to be determined by a centralised authority,
while public sector managers have more authority to
determine the variable portions of pay, such as bene-
fits or performance-related increases.

Further reading

OECD (2008), The State of the Public Service, OECD, Paris.

Notes

13.1: Data are not available for the Czech Republic, Greece, Poland
and the Slovak Republic.

13.2: Based on Q.36 “Do the levels of pay/terms and conditions of
employment vary significantly across government organisa-
tions for the same level of posts?”. 

Methodology and definitions

Data refer to 2005 and were collected through
the 2006 OECD Strategic Human Resource Man-
agement in Government Survey. Respondents
were predominately senior officials in central
government personnel departments. The survey
was completed by all OECD member countries
excluding Greece. Countries missing from the
figures are those for which the OECD had incom-
plete or inconsistent data.

Data refer to HRM practices at the central level of
government for the civil service. Definitions of
the civil service, as well as sectors covered at the
central level of government, differ across coun-
tries and should be considered when making
comparisons.

This index is comprised of the following vari-
ables (weights in parentheses): existence of a
central HRM body (16.7%) and the role of line
ministries in determining: the number and types
of posts needed in an organisation (16.7%); com-
pensation levels (16.7%); position classification,
recruitment and dismissals (16.7%); conditions
of employment (16.7%); and the actual impact on
conditions of employment (16.7%). The index
ranges between 0 (no delegation) and 1 (high
level of delegation). For a description of the
methodology used to develop the composite
index, please see Annex C. The variables com-
prising the indexes and their relative impor-
tance are based on expert judgements. They are
presented with the purpose of furthering discus-
sion, and consequently may evolve over time.
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13. Delegation in human resource management

13.1 Extent of delegation of human resource management practices to line ministries 
in central government (2005)

Note: This index summarises the relative level of authority provided to line ministries to make HRM decisions. It does not evaluate how
well line ministries are using this authority.

13.2 Authority of central government managers to determine compensation levels (2005)

Country Basic pay Other types of remuneration/social benefits

Australia ● ●

Austria ❍ ●

Belgium ● ●

Canada n.a. n.a.
Czech Republic n.a. n.a.
Denmark ● ●

Finland ● ●

France ❍ ●

Germany ❍ ❍

Greece n.a. n.a.
Hungary ❍ ●

Iceland ● ●

Ireland ❍ ❍

Italy ● ●

Japan ● ●

Korea ❍ ●

Luxembourg ❍ ❍

Mexico ❍ ●

New Zealand n.a. n.a.
Netherlands ● ❍

Norway ● ❍

Poland ● ●

Portugal ❍ ●

Spain ❍ ●

Slovak Republic ● ❍

Sweden ● ●

Switzerland ❍ ❍

Turkey ❍ ●

United Kingdom ● ●

United States ● ●

● Managers have significant authority. ● Managers have some authority. ❍ Managers have no authority.
n.a.: Data not available.
Source: OECD Strategic Human Resource Management in Government Survey (2006).

1 2 http://dx.doi.org/10.1787/723663744332
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