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Policy path-finders

Reaching consensus around the principles for high-
performing public services

•Recommendation on Public Service Leadership & 
Capability 

•Good international practices 

•Skills & Competency Framework

Champions for change

Advising for strategic people-oriented transformation

•Toolkit for implementing Recommendation

•Knowledge sharing & training

•Direct country support on specific topics

Thought leaders

Identifying the key trends and policy challenges in 
implementing people management reforms

•Emerging trends & solutions

•Data & benchmarking

•Country case studies

Community builders

Identifying the key trends and policy challenges in 
implementing people management reforms

•Public Employment & Management (PEM) WG

•Network of Schools of Government (NSG)

• International workshops on specific topics



OECD Recommendation on Public 
Service Leadership and Capability
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https://www.oecd.org/gov/pem/recommendation-on-public-service-leadership-and-capability.htm



Values- Driven Culture 
and Leadership



1. Define values and promote values-
based decision-making
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Source: CGU, Valores do
Serviço Público Federal



2. Build Leadership Capabilities
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Networked collaboration

Organisational stewardship

Open inclusion

Values-based leadership

• Motivation to create value for society

• Embodying and imparting public service values

• Managing tensions, trade-offs among competing 
values

• Actively seeking out voices that are underrepresented

• Creating psychological safety

• Managing diversity for better outcomes 

• A future-orientation to skills and competencies

• Organisational health and development

• Trust-based distributed leadership

• Mapping the System: identify and connect to the 
actors

• (re)Framing Goals: build common understanding, trust

• Action through collaboration

https://www.oecd-ilibrary.org/governance/leadership-for-a-high-performing-civil-service_ed8235c8-en



3. Ensure an inclusive and safe public 
service

Note: Data for Chile and Iceland are not available. Gender data for senior level public servants used in the indicator only refer to D1 senior managers 
for Austria and Hungary, and D2 senior managers for Australia
Source: OECD (2020), Survey on Public Service Leadership and Capability; OECD (2020), Composition of the workforce in central/federal 
administration survey
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Pilot index: Development of a diverse central government workforce - 2019
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4. Build proactive & innovative public 
service

https://www.oecd.org/gov/the-innovation-system-of-
the-public-service-of-brazil-a1b203de-en.htm

https://www.oecd.org/fr/bresil/innovation-skills-and-
leadership-in-brazil-s-public-sector-ef660e75-en.htm



Skilled and Effective 
Public Servants
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5. Identify skills and competencies

https://www.oecd-ilibrary.org/governance/skills-for-a-
high-performing-civil-service_9789264280724-en



6. Attract and retain employees

Note: Data is missing for Chile and Iceland
Source: OECD (2020), Public Service Leadership and Capability survey
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Pilot index: Use of proactive recruitment practices - 2020
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7. Recruit, select and promote candidates 
through open and merit-based processes

• Equal access

• Rigorous and impartial candidate 

selection process

• Filling vacancies in a timely manner

• Encouraging diversity in the 

workforce

• Effective oversight and recourse 

mechanisms
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8. Develop skills and competences by 
creating a learning culture and environment

• A public service of professions?UpskillingUpskilling

• Pathways of transformation: organisational 
and individualReskillingReskilling

• The office as a classroom? Social learning, 
managers as coaches and experimentation.

Learning 
culture

Learning 
culture
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9. Assess, reward and recognise 
performance, talent and initiative

• Indicators and criteria to assess 

performance through agreed

• Incentives to reward 

performance and address under-

performance

• Capabilities and support for 

managers to carry out performance 

management and to identify and 

develop talent



Responsive and adaptive 
employment systems
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10. Clarify institutional responsibilities

• Balance institutional authority with 

an appropriate level of delegation 

and mechanisms for communication 

and information sharing 

• Ensure the necessary mandate and 

resources for each institutional actor
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11. Develop a long-term, strategic and 
systematic approach

Delivering for Tomorrow: 

Australian Public Service Workforce Strategy 2025
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12. Build internal and external workforce 
mobility and adaptability

Source: OECD (2020), Survey on Public Service Leadership and Capability, Covid module

Tools used to staff the areas in need of surge capacity during the COVID-19 crisis
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13. Determine and offer transparent 
employment terms & conditions

Civil Servants

Contractual 
workers

On-demand 
talent

Fellowships

Secondments

Procurement
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14. Ensure that employees can contribute
to the improvement of the public Service 
delivery and engaged as partners

UK Civil Service People Survey 2019
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The size of government employment 
varies across OECD countries

Source: OECD (2019), Government at a Glance; OECD (2020), Government at a Glance: Latin America and the Caribbean 2020
Note: Data for Australia, Chile, Iceland and New Zealand are not available. Data for Korea and Switzerland are not included in the OECD average 
due to missing time-series. Poland: data before 2010 are based on estimates. Argentina, Uruguay and Brazil: 2018 rather than 2017. Mexico, 
Switzerland and Costa Rica: 2016 rather than 2017. United States: 2008 rather than 2009.
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Employment in general government as percentage of total employment- 2007, 2009 and 2017
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Employee compensation is the largest 
factor in government production costs

Data for Chile and Turkey are not included in the OECD average because of missing time series or main non-financial government aggregates. Data for 
Japan, Brazil and Russia are for 2018 rather than 2019.
Source: OECD National Accounts Statistics (database). Data for Australia are based on a combination of National Accounts and Government finance 
statistics data provided by the Australian Bureau of Statistics.
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Production costs of compensation of government employees as percentage of GDP - 2019
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