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OECD 2016 Survey on Strategic Human Resource Management 

 

Glossary / Definition of terms 

 

Central government agencies: Agencies should be treated as part of the central public administration if 

they are controlled by the latter. A central government agency is a permanent organization that is 

responsible for the oversight, management and/or the administration of central government (executive) 

functions. There is a notable variety of agency types as regards functions, funding, power, accountability, 

resources and autonomy. Although different, a central government agency is normally distinct both from a 

department or ministry, and other types of public body established by government.  

Central public administration: By central public administration we refer to organisations which are 

directly subordinated to national political power and which are at the service of the central executive. 

Therefore, central public administration is the system of bodies, services and staff of the State and of other 

public bodies that regularly and constantly meet public needs. 

Civil Servant: civil servants are only those public employees covered under a specific public legal 

framework or other specific provisions.  For the purposes of this survey, it is assumed that civil servants 

are the dominant public employee profile.  If this is not the case, please explain in section 01. 

Competency assessment:  Competency assessment can be used to judge how well applicants fit the 

requirements of a specific job.  

Competency management: Competency management helps governments define the abilities and 

behaviours people need to do their jobs well and link key human resource management activities to ensure 

that an organisation is staffed by people who perform effectively. Developing a competency management 

framework can help recruiters improve the accuracy of candidate selection, increase employee retention, 

improve staff perception of job-fit, increase the job satisfaction of new recruits, produce efficiencies by 

reducing hiring costs, and improve interview effectiveness and decision making. 

Delegation in Human Resources Management (HRM): Delegation in HRM refers to the fact that human 

resources responsibilities (including issues related to recruitment, training, promotion, mobility, pay, 

performance management) are increasingly delegated to individual ministries/departments and onwards to 

line managers, instead of being kept and controlled by the centre, and by top managers of organisations. 

Departments: see Ministries 

Diversity aspects: issues related to the acceptance of cultural and religious beliefs or lifestyle, and/or the 

perception of discrimination and harassment. 

Employer branding: Employer branding is the process of promoting a company, an organization or an 

administration, as the employer of choice to a desired target group, one which a company needs and wants 

to recruit and retain. The process facilitates the administration’s ability in attracting, recruiting and 



retaining ideal employees – referred to as Top Talent in recruitment – and helps secure the achievement of 

the administration’s business plan. 

Employee engagement: Employee engagement illustrates the commitment and energy that employees 

bring to work and is a key indicator of their involvement and dedication to the organization. Employees 

who are engaged are more productive, content and more likely to be loyal to an organization. When 

organizations put sound human resource practices in place, they are more likely to discover that employees 

feel satisfied, safe and will work to their full potential. 

Employee surveys: Employee surveys are scientifically validated, standardized and/or customized surveys 

administered to all employees of an organisation (or a specific sub-set) for the purpose of measuring 

attitudes and perceptions of organisational issues (for example, job satisfaction, motivation, commitment, 

etc).  

Full-time equivalent (FTE): The number of full-time equivalent jobs, defined as total hours worked 

divided by average annual hours worked in full-time jobs 

General accountability framework for managers:  Comprehensive management accountability 

frameworks are put in place to support performance management and increased delegation of management 

functions to departments. This system has supported a move from prescriptive rules and heavy central 

control to a more flexible management system of risk-based monitoring and managerial accountability for 

results. An important feature of this system is that the meaning of management is clearly operationalised – 

key indicators are identified to ensure that the system can be used to help senior managers assess progress 

and increase their accountability for results.  

General employment framework in the public service: It usually concerns the employment conditions 

of most government employees, and certainly concerns most statutory employees. Casual employees, by 

this definition, are not employed under the General Employment Framework for government employees. 

Please note that in a number of countries, all employees, including those employed on a short term basis, 

are employed under the General Employment framework, with a few exceptions (few casual employees in 

those cases, if any).  

Horizon scanning: Technique for detecting early signs of potentially important developments through a 

systematic examination of potential threats and opportunities, with emphasis on new technology and its 

effects on the issue at hand. The method calls for determining what is constant, what changes, and what 

constantly changes. It explores novel and unexpected issues as well as persistent problems and trends, 

including matters at the margins of current thinking that challenge past assumptions. A solid “scan of the 

horizon” can provide the background to develop strategies for anticipating future developments and 

thereby gain lead time. It can also be a way to assess trends to feed into a scenario development process. 

(Source: OECD) 

Individual learning plans (ILP): Approach to adult teaching and learning process. It is a written 

document negotiated between tutor and learner, that seeks to identify learning goals, to record and 

recognise progress towards them, and to reflect on the learning to develop new goals. The ILP enables 

learners and tutors to know how learning is progressing towards the goals identified at the beginning of the 
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programme and is therefore a key part of the formative assessment strategy. (Source: OECD EDU 

publications) 

 

Integrity at the workplace: Integrity refers to the application of values, principles and norms in the daily 

operations of public sector organisations. Governments are under growing pressure from the public to use 

information, resources and authority for intended purposes. 

Middle management: D3 and D4 levels (see the table B above) Immediately below senior management 

levels. 

Ministries: The term “Ministries” is used in the same way as departments and refers to the organisation 

headed by a minister/secretary of state who is in direct hierarchical relationship with staff below. 

Performance appraisal: Performance appraisal is a methodology and set of procedures for rating the work 

performance of individuals according to objective standards and criteria applied uniformly across one or 

several organisations. It includes for instance assessing the quality of work and the professional 

commitment. 

Political advisors: Individuals who provide ideas or plans that are used by a Government as a basis for 

making decisions. Political officials (President, Prime Minister, and Minister) have a team of political 

advisors at their disposal in order to advise them about the topics and the policies they are in charge with. 

Politically appointed persons: Politically appointed persons in the civil service are individuals whose 

appointment was influenced by politically elected people (usually the President, a Minister) and therefore 

bypass the regular civil service recruitment and selection process. Usually the appointment is for a defined 

position and period of time. 

Professional staff: see table B above. 

Public sector innovation: There is not an established definition of innovation in the public sector. We can 

consider that public sector innovation is about new ideas that work at creating public value, with the 

following characteristics: (i) novelty: innovations introduce new approaches, relative to the context where 

they are introduced; (ii) implementation: innovations must be implemented, not just an idea; and (iii) 

impact: innovations aim to result in better public results including efficiency, effectiveness, and user or 

employee satisfaction. 

Secretarial positions: This category includes staff working mainly on secretarial and administrative tasks, 

filing systems, meetings organisations, calendar organisations, outside enquiries, draft letters and memos, 

general office support. (see table B above) 

Senior Civil Servants: To be understood as Senior Managers. 



Senior Managers: D1 and D2 managers (see table B above).  Alternatively referred to as Senior Civil 

Servants, Top Managers.  Note that the word senior denotes rank, and is not a reference to age or seniority 

in terms of length of career or tenure.  Senior managers can be younger and have fewer years of experience 

than middle managers if they are, in fact, their superior in terms of hierarchy. 

Technical support staff: This category includes staff with mainly manual tasks, usually with a 

professional or vocational degree. (see table B above) 


