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• Identifying merit: ‘good practice’
What should governments (and• What should governments (and 
individuals!) do?

© OECD



op
ea

n 

U
Defining merit

nd
 th

e 
E

ur
o

d 
by

 th
e 

E
U

he
 O

E
C

D
 a

n

al
ly

 fi
na

nc
ed

“The best person for any

iti
at

iv
e 

of
 th

on
, p

rin
ci

pa The best person for any 
given job”

A 
jo

in
t  

in

U
ni

o

© OECD



Implications of a ‘best 
’ d fi iti

op
ea

n 

U
person’ definition

nd
 th

e 
E

ur
o

d 
by

 th
e 

E
U

IMPLICATION CURRENT PRACTICE

he
 O

E
C

D
 a

n

al
ly

 fi
na

nc
ed
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3. Posts are open to all 
candidates

Posts are restricted to 
certain candidates

4. Systematic, 
transparent and 
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Arbitrary, secretive, 
unchallengeable
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local discretion
5. Other appointments: succession 

plans; secondments; ‘acting up’; 
reallocation of duties
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• faulty definition of merit• faulty definition of merit
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3. standard application form
4. scoring scheme

iti
at

iv
e 

of
 th

on
, p

rin
ci

pa 5. shortlisting
6. final selection, with interview

A 
jo

in
t  

in

U
ni

o

7. appointment based on scores
8. notification of results
9. ‘post-interview counselling’
10 induction

© OECD

10. induction



What makes a good 
op

ea
n 

U

g
interview?

nd
 th

e 
E

ur
o

d 
by

 th
e 

E
U

• Based on job analysis

he
 O

E
C

D
 a

n

al
ly

 fi
na

nc
ed • Based on job analysis

• Standardised questions

iti
at

iv
e 

of
 th

on
, p

rin
ci

pa

• ‘Mechanical combination’ of 
scores

A 
jo

in
t  

in

U
ni

o scores
• Interviewers are trained

Source: Conway et al. (1995)
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‘Mechanical 
combination’ of 

Interviewers score 
separately on each criterion 

d i t ith littlscores and appoint with little or no 
discussion

Interviewers are Training courses for
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