6.1. HRM ORGANISATION AND DELEGATION

Human resources management (HRM) consists of the
design and implementation of tasks such as the recruitment
and selection of personnel, compensation, performance
management and training. In central government public
administrations there are two main organisational models
to carry out these tasks: centralised or decentralised
ones. Broadly speaking, more centralised models help to
gain strategic coherence throughout the system, but they
usually generate implementation challenges (especially
in high volume or cumbersome processes). In contrast,
models of greater delegation can be more efficient and
can be easily adapted to the organizations individually;
however, they imply a risk of generating asymmetries in the
implementation of rules and require adequate capabilities
across the public sector.

There are three main variables to assess HRM
organisation and delegation levels. The first is the
concentration or dispersion of the HRM responsibility. Both
in LAC countries included in the survey (67%) and in OECD
member countries (64%), there is a central HRM agency
responsible for HRM at the central/federal government
level, that in practice, delegates responsibilities for design
and implementation to the different ministries or agencies.
This entails that the governments of both regions consider
it valuable to have a center that designs and executes HRM
policies in coordination with other public agencies.

The second variable is the location of the HRM
governing body. In LAC countries, it is common to find them
under the Ministry of the Presidency or equivalent (50% of
cases: Argentina, Costa Rica, El Salvador, Guatemala, Peru,
and Uruguay). Other countries locate the HRM governing
body under the Ministry of Finance (25%: Chile, Jamaica and,
recently, Brazil), place it under a ministry or agency specific
to the subject (17%: Colombia and Dominican Republic) or
under another ministry (8%: Mexico). Meanwhile, OECD
countries show an even greater diversity of organisational
arrangements, being the three mostly used options to
have a specific agency in charge of HRM (26%), to place
the governing body under the Ministry of Finance (20% of
the cases) or to do so under the President/Prime Minister’s
Office (14%).

Finally, the third variable is the concentration of
responsibilities in the central HRM agency. Survey results
show that both in LAC and OECD countries central HRM
agencies have a similar range of responsibilities. On average,
in LAC, the HRM agency is responsible for 11 areas, while in
the OECD it is responsible for 9.

In all LAC countries, the central HRM agency is
responsible for providing leadership and guidance on HRM
in general and designing an HR strategy, in comparison with
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94% and 75% of OECD countries respectively. Additionally,
in 94% of OECD countries, the central HRM agency is
responsible for providing advice on the legal framework;
this is also the responsibility of the central HRM agency in
most LAC countries, except for Jamaica.

Brazil is the LAC country where the agency has the
most responsibilities (14 areas), including dealing with
retirement and pensions. Among OECD countries, this
is the case in the Czech Republic and Japan. The central
HRM agency has the fewest responsibilities in Costa Rica,
Guatemala, Jamaica and Mexico, where it is in charge of
9 areas. The OECD country where the central HRM agency
has the fewest responsibilities is Portugal, where it is
responsible for only two areas (leadership and guidance
on HRM in general and providing advice on the legal
system).

Methodology and definitions

LAC data refer to 2018 and were collected through
the 2018 IDB-OED Survey on Strategic Human
Resources Management. The survey was completed by
11 LAC countries (Argentina, Brazil, Chile, Colombia,
Costa Rica, El Salvador, Guatemala, Jamaica, Mexico,
Peru and Uruguay). Data for OECD countries are for
36 respondent countries, refer to 2016 and were
collected through the 2016 Survey on Strategic
Human Resources Management. Respondents were
predominately senior officials from ministries/
agencies with responsibilities for public employment/
management of the civil service. Their main focus
was HRM practice and institutions in central public
administration at the federal/national government
level.

Civil servants are considered 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.

Further reading

IDB (2014), Serving Citizens: A Decade of Civil Service Reforms
in Latin America (2004-2013) https://publications.iadb.
org/en/serving-citizens-decade-civil-service-reforms-latin-
america-2004-13

OECD (2017), Government at a Glance 2017, OECD Publishing,
Paris. http://dx.doi.org/10.1787/gov_glance-2017-en

GOVERNMENT AT A GLANCE: LATIN AMERICA AND THE CARIBBEAN 2020 © OECD 2020


https://publications.iadb.org/en/serving-citizens-decade-civil-service-reforms-latin-america-2004-13
https://publications.iadb.org/en/serving-citizens-decade-civil-service-reforms-latin-america-2004-13
https://publications.iadb.org/en/serving-citizens-decade-civil-service-reforms-latin-america-2004-13
http://dx.doi.org/10.1787/gov_glance-2017-en

6.1. HRM ORGANISATION AND DELEGATION

6.1. Central HRM agency function, 2018 6.2. Location of Central HRM agency, 2018
Other
8%
Co-ordinate and
provide advice Ministry
on HR policies of Finance Centre of
33% 25% Government
Responsible 50%
for HR at the
federal level
67% s
° Specific
HRM ministry
17%
Source: OECD/IDB (2018) Survey on Strategic Human Resources Source: OECD/IDB (2018) Survey on Strategic Human Resources
Management in Central/Federal Governments of Latin American and Management in Central/Federal Governments of Latin American and
Caribbean Countries. Caribbean Countries.
StatLink sa=m https://doi.org/10.1787/888934092189 StatLink Sa=r https://doi.org/10.1787/888934092208
6.3. Responsibilities of the central HRM agency, 2018
- . Coordination and Standardising
Providing leadership and Lo L . ) o - . .
. Designing an HR supervision in the Providing advice on  Designing the pay  Transmitting public recruitment and
Country guidance on human resource ) . . - .
. strategy implementation of the  the legal framework system service values defining skills
management in general ) y
HR policy/strategy profiles
Argentina [ [ [ [} [} [} [}
Brazil [ ] [ ] [ ] [ ] [ J [ J [ J
Chile [ J [ ® [ J [ J [ J [ J
Colombia [ ] [ ] [ ] [ [ ] [ ] °
Costa Rica [ ([ ] ([ ] [ (] [ o
Dominican Republic [ ] [ [ [ J [ J [ J [ J
El Salvador [ ([ ] ([ ] (] (] (] [
Guatemala ([ ] [ ] O [ [ ] o] [
Jamaica [} [ [ (@) [} [} [
Mexico ([ ] [ ] [ ] [ ] [ ] [ ] [
Peru [ ] [ ] [ ] [ ] O [ J [}
Uruguay [ ] [ ] [ ] [} [} [} [}
LAC total
® Yes 12 12 " 1 1 1 1
O No 0 0 1 1 1 1 1
OECD total
® Yes 34 27 26 34 26 27 28
O No 2 9 10 2 10 9 8

Source: OECD/IDB (2018) Survey on Strategic Human Resources Management in Central/Federal Governments of Latin American and Caribbean
Countries, OECD (2016) Survey on Strategic Human Resources Management.
StatLink Sazm https://doi.org/10.1787/888934092227

GOVERNMENT AT A GLANCE: LATIN AMERICA AND THE CARIBBEAN 2020 © OECD 2020 107


https://doi.org/10.1787/888934092189
https://doi.org/10.1787/888934092208
https://doi.org/10.1787/888934092227

From:
(et s G Government at a Glance: Latin America and the

’ and the Caribbean 2020

Caribbean 2020

Access the complete publication at:
https://doi.org/10.1787/13130fbb-en

@) OECD 3IDB

Please cite this chapter as:

OECD (2020), “HRM organisation and delegation”, in Government at a Glance: Latin America and the
Caribbean 2020, OECD Publishing, Paris.

DOI: https://doi.org/10.1787/27e9f7f4-en

This work is published under the responsibility of the Secretary-General of the OECD. The opinions expressed and arguments
employed herein do not necessarily reflect the official views of OECD member countries.

This document, as well as any data and map included herein, are without prejudice to the status of or sovereignty over any
territory, to the delimitation of international frontiers and boundaries and to the name of any territory, city or area. Extracts from
publications may be subject to additional disclaimers, which are set out in the complete version of the publication, available at
the link provided.

The use of this work, whether digital or print, is governed by the Terms and Conditions to be found at
http://www.oecd.org/termsandconditions.

&) OECD


https://doi.org/10.1787/13130fbb-en
https://doi.org/10.1787/27e9f7f4-en
http://www.oecd.org/termsandconditions

	6.1. HRM organiSation and delegation
	Methodology and definitions
	Further reading
	6.1. Central HRM agency function, 2018
	6.2. Location of Central HRM agency, 2018
	6.3. Responsibilities of the central HRM agency, 2018





