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I. Main objectives

• Effective and efficient public service
(transform policies into results)

• Attraction and retention
(sufficient quantity & quality of staff)

• Motivation
(security & stability; career path)

• Fairness
(equal pay for equal work)

• Transparency
(outward & inward)

• Affordability
(budgetary cap; wage drift; pensions)
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II. Principles
A salary system

in the public service should be
simple (easy to handle)

transparent (clear regulations, staff plan)

balanced 
(between the rigidity of a traditional grade-system 
and a certain flexibility for top-performers; need of 
protection against biased influence)
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III. Content
Salary based

on
+ -

Grades •Predictability
•Transparency
•Equality

•Rigidity
•No link to actual 
performance

Job content •Objectivity •Political influence
•Expensive 
•Centralised unit 

Group 
performance

•Team building •„Free riders“
•Rivalty with other groups
•Internal imbalances
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III. Content

Salary based
on

+ -

Individual 
performance

•Increases the power 
of managers & 
politicians
•Motivates and retains  
high performers

 

•Weakens cooperation
•Danger of nepotism
and favouritism

Market •Competition with the 
private sector
•Attraction & retention 
program

•Opaque
arrangements
•Dishonest dealings
•Difficult to attain
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IV. Practical Examples

Austria
Germany
European Union
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Thank you for your attention !
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