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PUBLIC EMPLOYMENT AND MANAGEMENT NETWORK -- ANNUAL MEETING 
OECD Conference Centre, Paris,  

Monday, 7th November 2011 

AGENDA 
 

08:45 – 9:15  Coffee and croissants outside the meeting room  

09:15 – 09:30 1 Welcome and introductory remarks  

 

Philippe Vermeulen  
(Chair-Belgium) 
 

Mario Marcel  
(Deputy Director, GOV) 
 

09:30 – 11:00 2 Major HRM developments in OECD countries in the context 
of financial pressures – Tour de Table 

Country representatives 

 

11:00 – 11:30  Coffee Break  

11:30- 12:30 3 Trends in the Management of the Public Workforce- 
Strategic HRM in government 

Discussions on the results of the survey 

Country comments 

Cornelia Lercher & Oscar 
Huerta Melchor  

(OECD Secretariat) 

Country representatives 

12:30 – 14:00  Lunch Break  

14:00 – 16:00 4 Designing innovative policy responses to current and 
future challenges of the public service: 
The contribution of workforce planning and other policy 
tools 
 
Presentation by OECD member countries 
Discussion 

Dominique Schuffenecker  
(France) 
 

Liz Mckeown 
(United Kingdom) 
 

Raúl Arceo 
(Mexico) 
 

Henri Savall  
(Director ISEOR) 
 

Country representatives 
 

16:00 – 16:20  Coffee break  
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16:20 – 17:50 5 Moving forward on the ‘compensation’ agenda – 
performance-related pay  and collective bargaining  

Presentation by OECD member countries 

Discussion 

Carmel McGregor 
(Australia) 
 

Yoko Numata 
(Japan) 
 

Peter van der Gaast 
(Netherlands) 
 

Richard Pond  
(EPSU) 
 

Country representatives 
 
 

17:50 – 18:00 6 Closing session: 

Conclusions by chair 

The way forward on the PEM Network agenda:  
Performance-related pay, workforce planning, HRM/e-
Government Project, and OECD Gender Initiative. 
 

Philippe Vermeulen  
(Chair-Belgium) 
 

Oscar Huerta Melchor 
(OECD Secretariat) 
 

Mario Marcel (Deputy 
Director, GOV) 

18:00  Cocktail reception together with delegates of the Public 
Sector Integrity Network (all participants are invited) 

 

 

Notes: 

Item 1. Welcome and introductory remarks 

The Secretariat and the Chair will welcome participants and set out the objectives of the meeting. 

Participants will be briefed on recent developments in GOV and OECD, and on the current HRM work 

programme. 

The Chair will brief PEM Network delegates on the Experts Meeting on Compensation of Public 

Employees held on 9
th
 September 2011. Compensation of public employees is a current priority of member 

countries to meet the goals of fiscal consolidation plans and still ensure public service competitiveness to 

attract and reward a talented workforce.  

Background documents: GOV/PGC/PEM(2011)1 

Item 2. Tour de Table: Major HRM developments in the context of financial pressures in OECD 

countries 

PEM Network members are invited to briefly update the network on the HRM developments in their 

country central and federal governments, emphasizing the impetus behind these developments, the 

challenges met, and if yet available, the results achieved. A special emphasis should be put on the 

measures planned or adopted in the fields of staff numbers, workforce planning and staff compensation and 

benefits to face the strong financial pressures in many countries induced by the economic and financial 

crises.  
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In preparation for the Tour de Table, delegates are kindly requested to think about the following 

questions:  

 What are the main developments in the area of public employment and management in your 

country over the last year?  

 What is the purpose of those reforms and what are the expected outcomes?  

 What are the main priorities of the public service in the context of financial pressures? 

Item 3. Trends in the Management of Public Servants- Strategic HRM in government 

Good public sector performance rests with its staff: their capacities, skills and the fit of those to the 

needs of the organisation, as well as the ability of the leadership to motivate staff to do their best in 

achieving organisational objectives. Human resource management practices are the mechanisms through 

which these traits can be incentivised and developed, contributing towards increasing the effectiveness and 

efficiency in the public sector. The aim of this session is to identify new trends in the management of the 

public workforce based on the results of the 2010 OECD Strategic Human Resource Management Survey. 

The OECD Directorate of Public Governance and Territorial Development (GOV) has traditionally 

collected quantitative and qualitative data in the field of public employment. These data have been in high 

demand and have been used by both national governments and international organisations for comparative 

purposes. 

As part of its strategy to improve the quality and the scope of the data, and in order to address the 

demands from member countries, the Secretariat is placing significant emphasis on improving the quality 

of the data ain the field of public employment. Therefore, country delegates are kindly invited to comment 

on the results of the survey and are requested to check the accuracy of the data supplied to OECD and 

presented in the report „Current trends in the management of the public service‟. 

Questions for discussion: 

 What are the new trends, if any, in the management of the public workforce? 

 What are the priority areas in workforce management in the context of financial constraints? 

 What windows of opportunity can be identified to strengthen the management of the public 

workforce to contribute to government strategic aims?  

 What is the role of HR in leading public service transformation to respond to current challenges? 

Background document: GOV/PGC/PEM(2011)2 

Item 4. Designing innovative policy responses to current and future challenges of the public service: 

the contribution of workforce planning and other policy tools 

OECD member countries are facing the challenge of making the economy grow, balancing public 

finances, create jobs, improve fairness, reduce inequalities, rebuild trust while, at the same time, 

introducing tough and, in most cases, unpopular reforms to address rising debt levels that resulted from the 

economic crisis. As a solution, countries are introducing fiscal consolidation plans that place particular 

emphasis on cutting expenditure targeting, among other issues, salaries and staffing levels.  
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Experience shows that workforce implications of public service reform or innovation need to be 

considered and planned for from the outset, both in terms of anticipated staff reductions or redeployment 

and managing the change so as to minimise disruption, protect capacity and continuity of service, and 

maintain the trust and morale of employees. Supporting public organisations to develop a sense of future 

skill needs and to build them into a talent management process is critical to avoid knee-jerk reactions to 

emergencies. Against an environment of budget cuts, „right cost‟ is a particular important consideration as 

failure to plan can lead to costly recruitment agency or temporary workers fees or expensive use of 

employee overtime. Therefore, planning for the future to ensure that the public service has the right people 

at the right time, with the right skills is critical to meet government‟s priorities and a prerequisite for 

effective service delivery. Inadequate workforce planning will fail to address evolving and future skills 

needs, which will decide if public sector employers can deliver service improvements and new ways of 

working. 

There is also in the public service and academic community an increasing emphasis on organisational 

competitiveness that is leading the public sector, as an employer, to pay much greater attention to issues  

such as productivity and quality, flexibility in relation to functions, pay and working hours, safety and 

health, and skills training and employee development. Dealing successfully with the former issues 

depends, to a large extent, on the quality of relations between management on the one hand and employees 

and workers‟ representatives on the other.  

The aim of the session is to explore the strategies OECD member countries are implementing to face 

current and future challenges to continue delivering services while at the same time engaging on reforming 

and innovating in the management of the public workforce. In particular, the contribution of strategic 

workforce planning to help organisations to plan for the future, in terms of workforce needs and the actions 

that have to be taken to get there will be analysed. The Secretariat proposes to review the practices on 

workforce planning to suggest guidelines that may help countries to plan for future workforce needs. New 

proposals or models intended to strengthen and improving workplace employment relations as a way of 

enhancing organisational performance in the public sector will also be discussed. 

Questions for discussion: 

 Is the public service equipped to continue delivering public services as budgets and staffing 

levels are cut? 

 In the efforts to drive down spending on public employees, what measures are being 

implemented to ensure that the public service is able to retain the most talented people with the 

right skills to be able to manage the change required and continue to deliver public services? 

 What innovative workforce-modelling tools are being used to enable to map out head count and 

full time equivalent jobs in the public service? 

 What are the challenges for workforce planning in the public service apart from coping with 

reduced budgets, increasing demands for services and the difficulties inherent in operating in a 

political arena? 

 What are the requirements for good workforce planning? Is the public service equipped with the 

ability and necessary skills to conduct workforce planning? 

 What are the effects of inappropriate management practices? What are the new leadership skills 

required for the public service to develop and remain competitive? Is there a need for a new 

approach to management and if so, what characteristics it should have? 
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Background documents: GOV/PGC/PEM(2010)4 

Item 5. Moving forward on the ‘compensation’ agenda – collective bargaining and performance-

related pay  

In the current financial context governments have to negotiate tough decisions with unions regarding 

reductions on operational costs, mainly wages and staffing levels. Unions and collective bargaining play an 

important and long standing role in virtually all OECD countries. Leaders in every country pay attention to 

stakeholders and that clearly includes government employees. They and their representatives are generally 

involved in the decision process that affects their futures. Although unions are unable to control the supply 

and demand for labour, they have a role in deciding how employers respond to market developments. 

Unions need to be seen doing their part to contribute to meet the aims of the consolidation strategies but 

still protecting the rights of their affiliates.  

At the same time, government as an employer is looking for ways to enhance the performance 

orientation of the public service and keep motivation high by rewarding good performance. Delegated pay 

setting has come to stay as a part of the arsenal of public management tools, as well as individualised and 

differentiated pay. Neither is however a panacea. Decentralised pay setting can have positive effects on the 

performance of the public administration, but these effects cannot be taken for granted. Many of the reform 

programmes in OECD countries have presented difficult implementation problems and have been viewed 

with suspicion by both employees and trade unions. 

The aim of this session, as a follow-up of the discussions held during the Experts Meeting on 

Compensation of Public Employees, is to analyse the experience of member countries on negotiating 

collective agreements with unions and their experience in delegation and individualisation pay for 

employees (performance-related pay). 

Questions for discussion: 

 Based on the current context of reduction of expenditure, what is the contribution of unions to 

ensure that the rights of their members are respected while at the same time contributing to 

balance the public budget?   

 What issues (salaries, working conditions, benefits) are generally covered in the discussions with 

unions and which issues of the compensation package are normally not included in the 

bargaining?  

 What is the unions‟ view on performance-related pay and delegation of pay in government? 

 What preparations need to be made for decentralised pay setting to contribute to pave the way for 

implementation? 

 How can delegated pay setting be governed in an appropriate manner? 

 How could performance be evaluated in the public service and to what extent should performance 

be an element of remuneration? Is performance-related pay more adequate for only certain 

groups within the public service? 

Background documents: GOV/PGC/PEM(2011)1 
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Item 6: The way forward on the PEM Network agenda 

 Performance-related pay. The Secretariat is planning to update the 2005 publication 

Performance-related Pay Policies for Government Employees. A growing number of civil 

servants are covered by performance-related pay (PRP), but the experience has been mixed 

across OECD countries. The aim is to draw lessons from the recent experiences with PRP and 

analyse the future of this compensation tool in the context of financial constraints. 

 Strategic Workforce Planning. As a continuation of the 2010 project on workforce reallocation, 

the Secretariat intends to analyse the practice of strategic workforce planning in OECD countries. 

The conclusions of the 2010 report suggest that workforce planning remains an underused area 

for workforce management in the public sector. The aim of this project is to propose guidelines 

of good practice in this area to assist countries to plan for the future in terms of staffing numbers, 

competencies and costs. 

 HRM/E-Government project. In order to create synergies among the different networks of the 

Public Governance Committee and generate value added for member countries in the different 

projects conducted by the Secretariat, GOV proposes to members of the PEM to begin works to 

explore ways to achieve better value in HRM using ICT. This project is in its early stages and 

will greatly benefit from the input of member countries from both the PEM Network and the E-

Leaders Network. 

 OECD Gender Initiative. Gender equality was identified by the OECD‟s Secretary General as a 

key issue area for the organisation‟s work. The Secretariat will provide an update on the current 

and upcoming activities related to gender equality in the OECD, including potential Network‟ 

contribution to the OECD Horizontal Gender Project on Education, Employment and 

Entrepreneurship, which will present its second interim report at the OECD Ministerial Meeting 

in May 2012; forthcoming “Comparative Report on Gender Equality in the Middle East and 

North Africa Region”; and potential OECD report on “Women in Government.” These reports 

will aim to feature good practices and lessons learned from OECD and non-OECD countries 

related to gender public policies and leadership, including public sector employment of women.  

 


