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6.4. TRAINING

Training is an important human resources management 
(HRM) function, especially for skills that quickly become 
outdated for public organisations aiming to keep a stable 
workforce. Most Latin American and Caribbean (LAC) 
countries tend to give training a prominent role. However, 
due to complexity and scale, its design and execution are 
challenging and depend on several aspects, such as the co-
ordination and execution of training, the design of training 
supply and the training curricula.

In LAC, there are two main management models for 
the co-ordination, and execution of training activities. 
In 67% of the cases there is a single institution whose 
function is to co-ordinate, promote and administer training 
for the entire central administration. In the remaining 
33%, these responsibilities are delegated to ministries/
departments. Among OECD countries, 31% centralise training 
responsibilities in one institution; in 69% they are shared.

In addition, 83% of LAC countries formulate a 
government-wide training strategy (only in Chile and 
Guatemala are there more differentiated strategies per 
ministry or agency), compared to 64% of OECD countries 
(as reported in 2019).

LAC and OECD countries use similar instruments to 
design the training supply. The detection of training needs 
is based on an assessment of government programmes 
and priorities (75% of LAC countries and 67% of OECD), and 
performance appraisal (67% of LAC and 69% of OECD). This 
reflects an intention to connect training, the capacities of civil 
servants and the productivity of the public sector. Both in 
LAC and OECD countries, the preferences and self-perception 
of the civil servants are considered as inputs to structure the 
supply of training. Most of the LAC countries use employee 
surveys (53%). In OECD countries, 39% use self-assessments 
when deciding on training needs. In Guatemala, managers 
report on the training needs of their employees.

There is an increasing interest in LAC countries in 
developing online training (92%) to extend coverage and 
reduce direct costs. Having a whole-of-government training 
strategy was highlighted by 58% of the respondents. In 
terms of areas, 58% expressed that executive leadership 
training is a priority, while 50% are interested in IT/digital 
skills. Among OECD countries, a larger proportion prioritises 
developing executive leadership (68%), thus targeting a very 
specific employee segment. Developing online training is 
also an area of focus (58%).

In terms of training new employees, 67% of LAC 
countries (Argentina, Chile, Colombia, Costa  Rica, 
Guatemala, Mexico, Peru and Uruguay) have standardised 
plans for them (although in the case of Mexico and Peru they 
vary among ministries). Additionally, 33% of LAC countries 
(Argentina, Chile, Colombia and the Dominican Republic) 
differentiate training by seniority level, and in 17% (Brazil 
and Jamaica), only some employees receive an initial 
training. Only El Salvador does not offer any standardised 

training to new employees. In the OECD, 28% of countries 
offer a standardised training for all employees, 25% offer 
differentiated training and 31% only train some employees. 
Additionally, in France, Germany, Italy and Spain, civil 
servants must attend a specific training school before being 
employed as such. No LAC country reported having such a 
type of initial training.

Finally, training in LAC countries is mainly relevant 
for the professional development of civil servants. In 
67% of LAC countries (Argentina, Brazil, Chile, Costa Rica, 
the Dominican  Republic, Jamaica, Mexico and Uruguay), 
training is a requirement to be eligible for promotions, 
while it has almost no impact on other incentives such as 
pay increases while remaining in the same post (17%) or 
benefit allocations (0%). This trend is similar to the OECD, 
but much more attenuated, since training only impacts on 
promotions in 31% of the countries.

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 12 LAC countries (Argentina, Brazil, Chile, Colombia, 
Costa  Rica, the Dominican  Republic, 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, 
except the question on having a civil service-wide 
training strategy, which was updated in 2019. 
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 the 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
OECD (2019), Innovation Skills and Leadership in Brazil’s Public 

Sector: Towards a Senior Civil Service System, OECD 
Publishing, Paris, https://doi.org/10.1787/ef660e75-en.

Figure notes
6.14 (Relationship between training and career development, 2018) is 

available online in Annex F.

https://doi.org/10.1787/ef660e75-en
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6.4. Training

6.11. Institution responsible for co-ordinating, 
promoting and administering learning for the central 

public administration, 2018
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Source: OECD/IDB (2018), Survey on Strategic Human Resources 
Management in Central/Federal Governments of Latin American and 
Caribbean Countries.

12 https://doi.org/10.1787/888934092322

6.12. Existence of a civil service-wide 
training strategy and/or action plan,  

2018
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Source: OECD/IDB (2018), Survey on Strategic Human Resources 
Management in Central/Federal Governments of Latin American and 
Caribbean Countries.
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6.13. Identification of training needs and current training priorities, 2018

Country

Identification of training needs through… Training priorities

Assessments 
of government 
programmes 
and priorities

Performance 
evaluations

Employee 
surveys

Strategic 
workforce 
planning 
process

In-depth 
studies of skill 

gaps

Online course 
development

A “whole-of-
government” 

training 
strategy

Executive 
leadership 

training and 
coaching

IT/digital skills 
training

Co-ordination 
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Argentina m m m m m l m m m l

Brazil l m m m m m l l m m

Chile l l l l l l l l m m

Colombia l l l l m l l l l m

Costa Rica l l l m m l m l l m

Dominican Republic l l l l l l l l m l

El Salvador l l l m l l l l m m

Guatemala m m m m m l m m l m

Jamaica l l m l m l m l m l

Mexico l l l l l l l m l l

Peru m l m m m l m m l l

Uruguay l m l m m l l m l m

LAC total

l Yes 9 8 7 5 4 11 7 7 6 5

m No 3 4 5 7 8 1 5 5 6 7

OECD total

l Yes 24 25 14 14 11 21 15 24 11 12

m No 12 11 22 22 25 15 21 12 25 24

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.

12 https://doi.org/10.1787/888934092360
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