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13.4 Performance appraisal and accountability of senior public servants

Performance appraisal and accountability mechanisms for senior
public servants serve to identify high performers, assign
responsibilities and maintain the highest standards of service
delivery within the public sector. They also ensure that senior
level public servants are held accountable for their actions and
decisions. Using appraisal and accountability mechanisms can
sometimes be challenging due to the complexity of operations,
bureaucratic structures, political considerations and a lack of
comprehensive data. Addressing these challenges often requires
promoting transparency, data-driven evaluations and a culture
of openness. To this end, governments have frameworks that
define the responsibilities of each managerial position, as well as
sanctions for non-compliance. Such frameworks provide senior
public servants with clarity about their responsibilities and create
incentives to meet the objectives of their position.

The characteristics of appraisals for the performance of senior
public servants vary across Latin American and Caribbean (LAC)
countries. In 8 out of 15 surveyed LAC countries (53%), senior
public servants are regularly assessed against their performance
objectives. However, in seven countries (47%) formalised
performance appraisal is not mandatory for all senior public
servants. Chile and Mexico reward high-performing managers,
incentives which, if correctly designed, could encourage
excellence, motivate improved performance and enhance overall
efficiency in delivering public services. Only Chile and Mexico
assess managers' performance against specific productivity or
outcome-base metrics. Conversely, with a different set of
incentives, in four countries (27%), poor performance could
result in dismissal (Figure 13.6). The absence of performance
monitoring systems for senior public servants in most LAC
countries represent a challenge, as these can serve as useful
accountability and improvement mechanisms.

Most LAC countries (10 out of 15, 67%) have a law or other
binding document in place that assigns responsibilities and
accountabilities to senior servants regarding their objectives,
which provides clarity about their roles and expected
performance. In 9 of the 15 surveyed LAC countries (60%), senior
level public servants are held accountable for both their
management of people and of finances, similar to the share in
OECD countries (57% in 2020). However, only four LAC countries

(27%) hold senior level public servants accountable for crisis or
risk management, also similar to their OECD counterparts (23%
in 2020). In Brazil, Colombia, Costa Rica and Mexico, senior
public servants are also held accountable for the management
of information and technology (Figure 13.7). This implies other
countries in the region have room to improve in the way senior
public servants are accountable for managing technology, such
as advising on the appropriate use and potential risks associated
with artificial intelligence.

Methodology and definitions

Data were collected through the 2022 OECD-IDB Public
Service Leadership and Capability Survey completed by
15 LAC countries. Most respondents were senior officials in
central government human resource management (HRM)
departments, and the data refer to HRM practices in central
government.

Senior public servants are the ones who take decisions and
exert influence at the highest hierarchical levels of the public
service. This does not include the political leadership and their
cabinets/advisors.

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.

Further reading

Gerson, D. (2020), “Leadership for a high performing civil service:
Towards senior civil service systems in OECD countries”, OECD
Working Papers on Public Governance, No. 40, OECD
Publishing, Paris, https://doi.org/10.1787/ed8235c8-en.

IDB (2023), The Center of Government Revisited: A Decade of
Global Reforms, Inter-American Development Bank,
Washington, DC, http://dx.doi.org/10.18235/0004994.

Figure notes

Figure 13.6. Guatemala is not included since senior-level public
servants are exempt from performance assessments.
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Figure 13.6. Characteristics of the performance assessment of senior-level public servants, 2022
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They receive financial rewards for good performance
They are assessed against specific productivity-based management metrics

They are assessed against specific outcome-based metrics

Source: OECD-IDB (2022), Public Service Leadership and Capability Survey.
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Figure 13.7. Managerial accountabilities of senior-level public servants, 2022

" r
10
9 L
8 SLV SLV
; MEX MEX
HTI HTI
6 L
5 HND HND
s GTM GTM SLV
3 CRI CRI MEX MEX MEX
) COL COL HTI CRI HND
’ BRB BRB CRI CcoL CRI
0 | BRA | BRA | coL | BRA | COL |
Managerial accountability| Financial management/ | People management/ Service quality Information and Crisis / risk management
contained in a law or accounting HRM technology management
document
Types of managerial accountabilities

Source: OECD-IDB (2022), Public Service Leadership and Capability Survey.

StatLink Si=r https://statlink/i7cj1r

GOVERNMENT AT A GLANCE: LATIN AMERICA AND THE CARIBBEAN 2024 © OECD 2024


https://stat.link/8urnqe
https://stat.link/i7cj1r

From:
» e Government at a Glance: Latin America and the
Caribbean 2024

Access the complete publication at:
https://doi.org/10.1787/4abdba16-en

@) OECD 3IDB

Please cite this chapter as:

OECD (2024), “Performance appraisal and accountability of senior public servants”, in Government at a
Glance: Latin America and the Caribbean 2024, OECD Publishing, Paris.

DOI: https://doi.org/10.1787/ab198e30-en

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/10.1787/4abdba16-en
https://doi.org/10.1787/ab198e30-en
http://www.oecd.org/termsandconditions

	13.4 Performance appraisal and accountability of senior public servants
	Methodology and definitions
	Further reading
	Figure notes




