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Abstract

To enhance our understanding of future development and feasible suggestions for
the civil service lifelong learning system in Taiwan, this research applies the method
of secondary data analysis to explore practical experience from United States, Canada,
Australia, and Singapore. The research scope includes the related regulations, division
of responsibility, status of cross-sector collaboration, relation between lifelong

learning and career planning, relation between learning efficacy and career promotion.

After concluding the experience and result from various countries’ lifelong
learning system, this research proposes several suggestions for the development and
planning of Taiwan civil service lifelong learning policy. The content covers 2
suggestions for future policy direction, 3 suggestions for institution design, and 2
suggestions for immediate action and reform. Base on the analysis of foreign
experience, those suggestions are expected to bring implications and substantive
assistance for the development of lifelong learning policy. Sequentially, it may also
helpful to incubate public human resource, and to broaden career development for

civil service.

Keywords: lifelong learning (continuous learning), public service qualifications

framework (PSQF), career development, learning and training
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% 1:OECD R34 & 8 ¥ F i L v ik
age 25~54 55~64

Country Employment rate Participation in adult education and training®

AUS 79.97 56.61 41.43 25.46
AUT 84.03 38.63 46.12 25.40
BEL 80.46 34.51 46.71 23.46
CAN 82.31 57.51 46.28 27.57
CZE 83.84 47.60 43.43 21.72
DNK 86.08 60.70 50.51 28.56
EST 84.55 59.53 45.96 2747
FIN 82.50 54.52 60.81 37.81
FRA 81.18 38.09 39.73 16.22
DEU 80.27 51.29 49.93 28.20
GRC 75.55 42.45 16.95 5.12
HUN 74.20 33.56 11.42 2.49
ITA 73.26 32.48 25.45 11.84
KOR 74.04 60.62 30.70 23.94
NLD 85.76 51.72 49.17 28.75
NZL 81.80 70.18 69.68 58.57
NOR 85.79 69.00 58.56 41.21
POL 71.76 28.05 25.40 6.78
PRT 80.97 50.88 30.75 10.87
SVK 78.01 35.66 49.25 23.84
SVN 85.35 33.46 45.62 22.17
ESP 76.83 44.59 34.05 17.02
SWE 83.90 69.58 77.81 60.65
CHE 86.07 67.15 60.60 45.32
GBR 81.19 57.35 5291 37.02
USA 79.34 60.83 51.07 40.48

1. 2008 for Belgium, Canada, Czech Republic and Netherlands; 2006 for Denmark,
Finland, France, Hungary, Italy, New Zealand, Poland and United Kingdom; 2005
for Sweden and United States.

2. Participation in formal and/or non-formal education in per cent of population in

same age group.

Original Source: OECD (2011), Labour Force Statistics (database), December and
OECD (2010), Education at a Glance 2010.
AL KR 0 2013.6.10 #& & P
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W R OBV s g By o RpAT e 3 ddafFr (Ipa- %
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mf”fﬁﬂ HARNUFET S BAL R ERAEL T X L HT R OP o
Bye 4 1972 £ B E MRk f#8 2 it e .fi‘«(UNESCO) AR ek 48 2 % (Faure
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£ 832 % (Lifelong Learning Act) » #it' #-1996 #3752 s % 2 B Y & (The
European Year of Lifelong Learning ) (Nicoll, 2006: 8 ) » # Longworth (2003: 4-6)
.,Fr»‘n oy F;}F] drs Foar FagAr if?%@k\mgi% S RALE R B R .
LR GE £ A NS UG EAT o £ 2 TR A RSl b e
AFFRETG R AITEAEEE S B 2 S R RAe R
BEHE ) RFR R RN DL FER 87 G Rl F R LFY i g
% o OECD (2007: 38) edR £ RIGFA & ¢ A RIESRdg > & B8 L F Y i

Drdsred AT st A REA I AAE Y St KT R B4
ﬁ‘r‘?‘"f@;ﬁ;r_}i CH T L VRS EA ARG S B ARG s o

i% yx Knapper{rCropley (1985: 21-24) shix &~ 47 > ¥ 28 ¥ 2 #rux 3 &

W LT FR R (1) MRS 25l (2) 1 g Rl 1 (3) kg
v el o (4) FAAEMSOE R (5) BE S o 1996 & A FERE ~ Fh
FeogH B L8 Y & €3k % ¢ o Cresson (1996) # % % g (European Union) %

TEFPTLR¢F A N(REF P E YA€ 9 L F) (Teaching and Learning:
Towards a Learning Society ) { 533\ ik ¢ & SR = A Hird & - F
Lehxahit o MR T A€ o A B B A T F B A EOIm s Ha ATeD
L RemERHFEEA A Thadd 2 g2 @ 44 TR G 25D
FA o ALFA (assets) @ 2b2 A (costs)> BRI~V ~L £ ARk
P AT R Pt f\(ﬂ‘ﬂ/p 1999 : 8) - @t » ¥ 32 22003 & 97 172
19 p HRA-ENFRE T FHBANTAETHNEY B B HRBEE FE (thed”
European Festival of the Learning City and Region) ¥ » = = @73 [ 4% & &% >zf
15 3% | (the World Initiative on Lifelong Learning, WILL ) Ef#« ) 1T 5 ‘;filﬁvz BLES 2
RiaFsi gy rﬂf'fi‘« (Longworth, 2003: 180 ) »

fjf‘u}ﬁé g B @ % o ik yxRubenson (1997) A rap o k3 -y gy

IR A o h- KRB L E Y e At 1972 £ T L Bxft~ e “i‘i ARz 3R
(Faure report) » H#ifg A enf - A * A Hen@ i H FFE B A A KT I
Hee® o A d I REDMMEEL EFRT 5 p AT ARREf A Ee &
VP oudia A AL RBERApAFRDP R F - AR EF Y EEL DB
SRAL LR R G fRenig AL & R AT S £ B Y RAL S 50 (1) AR
JT R (D) e RS BT EFELFRE B b A2 (3) 4 ¥
g T 230 ()R sl 57 8 90 (5T Fit ki recognition ) ;
2% (6) #7en3 B4 (Rubenson, 1997:5-7) °

CHF ML Ry 'm#a:ﬁvrn PR e Rt
66-103) #7& ehZ > & Jarvis (2009) #7313
ILO ~ EU #7 & lﬂ'ﬂ?%ﬁl*“*@' °
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i ¥5 Cropley f= Knapper ** 1983 # g di> % £ 8 Y e 7w B R Aldo=x 2(1)
EY RueFE oo 2502 FY RER Mﬁ,, Fofvp g s (AT KB R
o HoArgh o dndeEk s B e i R 5 (3) B Y REVE T ORE A b cha 4 ek
I Ry mp . mmé‘i‘ﬁz‘i‘ﬁ/’“é‘fﬁmﬁﬁf? (4) %
Y RFRIBATH 7% anfey B ¢ 5! B2 R RAebr Ny o F AR P K
THREESRELEYMEIE - 5 G :% i B B3 - f i skeh s 7 pins 3
ZHE ey Uz @ﬂ’:]é‘.m%ﬁ % (Knapper & Cropley, 1985; Candy & Crebert,
1991) -

HER2IY X W% K5 £ F ¢ (International Commission on Education for the
Twenty-first Century ) >+ 1996 # 3% 1 cr( 2 ® § 3 Zf4r 2 )(Learning: The Treasure
Within) - 4 » %36 $#21 ¥ 2 £ 5880 ¢ k7 22 fr % A2+ >
A w8 € 2 A 4p e learning to live together ) ¢ if &4 (learning to know ) ~
g ¢ w3 (learningtodo )’ 12 2 & ¢ % /& (learning to be )( International Commission
on Education for the Twenty-first Century, 1996 ) 4} it w * & 412 {5 > 2003 & B3
ERHEF~ 2 u« AH AR (B2 F ¢ 2002-2007 FE B ¥ w2 ) (Nurturing the
Treasure: V151on and Strategy 2002-2007) - % ¢ %[ 2 L PE FH g P
L34 T § ¢ 0% ) (learning to change) T3 %3 RA| > 1 HGER 4 ~ BRfoAt
B RRRA A T BAT TR ERII GRS RERT
Fo0 % 5 AR B0 A 5 Pk LB A AhE B (B X7
2010)° > 8ok (BHEMT) - % 5 dEHm A ML L dom o4 B 4 ¢ B R
(FHEFEAARFE S T ) MBS EF Y BNE 2 ke LA gH =3 PR %o
Py FEORINFOBFRBEANSE: ERFY RREY BT EY
EiF s frh e XL FRFER DR A%

RREFP LA

2R t’fﬂﬂi,\,,m%’d}%w“'ﬁﬁ“i}asxgﬂgz,\bﬁai% wisg
PRFROSTEBRP AP OFEREE AR TR RS TARY
Jado TR R PSS A T R o

-~ REVEVYRLBLE
(=) ¥ 08y L PR

OECDR 73+ % L8 Y 242 "% € 2 % | (cradle to grave) 124 - (&
FEdpd f k> /*J%,Z;“'* 7 T &7%% 7% | (compulsory education ) B#ﬂ};m:«‘ g
RAL o e OECDmﬁﬂ%équ% ADRTHEFEY 283 FL L DRE A
BOECDeHE L ¢ dp it » T A = 4 9 g Y B o “‘«'JFI%—" A 2% A
62 (&) grfaphlendogs ~ gpwdric 4 > HAjad TR R~ 200 R~ 200 58
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( formal, non-formal, informal” ) ;S @5 % & & 4 k2§ > J2 F A F O A B A
p AR R g e R A F'“Fﬂ« ¥eg ¥ ¥ 5, (OECD,2007:24) -

% (1998) i‘ﬁ;r§”7ﬂ§ %+, fv 3513 Edwards (1995) ¢
1%’m;¢%§“ﬁgme?%ﬂ&aégﬁ’awx,%—A ¥z hen
REEYR | N TAEE N &

1~ 8- fen¥ gy Y46 L B3 %4 ¢ (educated society )

PenfiE i idid A - BiEpd NABTEDEY B E o TEIEF P
Tk - HRend BE YRS 5 1960# Hr1970# *eha F i R RGEE B Fh
PdiEZRTIIFFhisk e EBbdemblg- B TEIFY Jn ) g
AR AL E P KT LR AT o BV E 0 KT AT R
Bepe g o

2~ FoRRELEY R F YA EEBE Y P 3 (learning markets)
i

R IGER A RGAL R 4 v RS RN EE?;I“B‘_ Mg A
fféifﬂf@; R E A AT ﬁﬁéffﬂﬂr"os{vﬁﬂbﬁﬁﬁ LR ' -

B fRAL R R AT TN AN AL ¢ B GS 4 o
I FZ AR L E P YA g{ﬁ_ﬁ W (learmngnetworks)

B m_fﬁgz,gfss EREBT R FEYE p ABAE{oRE A% - kAL
e 2 Bt iﬁﬁmﬁ“‘%°'ﬁﬁﬁdﬁﬁ$?§ i
Poifigde o Boi pd A A B EANRIAL G RPN PR A B
Mg p AR REP R AP 23Rt v BBE @R ERFRIELERAD
Frd o

,»\

*P,p

LR Rk s éiﬁ SRRV EYREAR G ERE L R
TR TR TR AL § R i. SRR ST LY
g ABEY D F Pk 15\3\'@‘4 &.ﬁi;ﬁﬁlﬁﬂﬁii LR L R A et A AT
Hoap ek .ﬁ"\mﬁ?&ii—_} TR R READI I ORERET G R 2k o B
AR A3 L R ERYT (BY) Rade YV ALE - fArei (S4]) o
iﬂ?—ﬁ%%*f@°ﬁ7i’ﬁﬁﬁimaﬂﬁﬂé@@?mﬁc~ﬁé
PHFR g A a5 2k (P § % 0 2011b) © 4 OECDS¥
ER Nk & LA &?Eﬂgﬁ*‘%;} NHREBEYES S Eg e~ FEPN FeEd o TR
AHT ARE TR E K- fAv B o - BI5GB L LY ko<

7 PR RE T l“#ﬂ K #ﬁﬁ_ = 4 2057 & (adult training centre) Elkii—“rﬁ nf—mpﬁcﬁza‘ﬂ%
KA BT RFTEY R RE - 7 (AT ) BE & FTHRED LD KT 4p 58 dnfiz

REYS A R EY B gggnﬁ (Rakme) @3 o [m;ba %3314;‘5\’}?_ TSR A
Ejﬁ&vmxﬁ’f‘ﬂL*?“ﬁ#WBWJWNi@Jw‘¢Wé%Jw’lE“%“‘
PEE (#3223 PROEY PR -FF LY L) @ v ii';*.’—‘k% ¢ L3
gy fﬂ;{* fi > {7 ¢ E=E%% (OECD,2007:25-26)
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= ~m|

1‘5:

ol g e
\\ﬁy—?q:

v[];w AN EYALE G PRy A k- AR T F LR K R - AL e
gaﬂﬁ_ggj PR R g S r.w'ir;ww‘wﬁ;tﬂ:i\m—ﬁ)ﬁéé"Arﬁfﬂlﬁ?abawﬂ%
@iy (P F % 0 1998)

—_
(=]



PR ? EpApch GAFF o Rig 2 o R TR Y R AT S chfi b g 1T
FAGED L E8EI 0 £ EEPPEFE (OECD,2004: 14) -
(=) BEgyal i@

7 W|3tes 0I5 &1 (Jurgen Harbermas) (1972) #-8 % #53 % » 5 T st 8
N FBRBEYELEBEY | =% (#5)p Streibel, 1991) o ApEAT20E & F)
T B A ;I}Ugafrrgﬁzfﬁ? i {720 R T Aoy o i&%’gﬂrg; P iekenB L Y
Longworth (2003) 458} T# & A =PiTE Y L =, > A KRTEY 2 P hiF
e 0 AR 2L @R o VO RE Y B LR e S R TR Y
VE 2 28 ¢ 2208 0 KT ~PREEY ) § o RKEFH 2 LR RATR
REFY L FRuN EV FRe™n 288V F -l #5 i F
VEREEp A AR AH KL BV FE A F IR RIS

gﬁ‘ﬁ;"r_l’\?\§3g3557\§3‘43;%;£EJ%%aﬁ%hg%ﬁj‘ ‘/‘Fﬂzﬁﬁ"’—'& ‘3—‘3%‘,
AEEY BV F AR AHEY BMS aR AL e ﬁ';fs e

eq ok s D F Y M S TE B - 0T ¥Longworth (2003: 117) #tiF o
RHEBRLEYL BHENFERAcL2

%\2ZI‘E‘Euﬁfﬁsai%g‘hﬁ;ﬁ(sz,§3ﬂ3gb,l]\ﬂll>
Ak 202 & ehi T foil i 91 g ik B8 g
1~F% &g | 1iedi: ﬂ[@;;j‘ﬁ,?‘,g«frﬁ:gﬁi% A ?{?f ﬁJi}bi

fd 5 E ST o R A2 FREELERL FFR

O EY R | BY T KB S5 Kpr %?‘ﬁ FEE YR R AT
47 o WA o

BRRBA | KT PAEIE A S S [AREE A0 LR
W»\i‘ﬁ'?ff’%"”ﬁﬁ#% o 223 a kT AEY 7 R

2Y¥ Ak
4~ FEF &G RE ML e LT foirdo | KEFLFE Y AR > 75 F
‘;fr—;*/f;-%z ~rE- ERATT K e ek ¥ o “’”F ;g',_—%z °

o~ FVF U %?ﬁ$&%£$%£%a_gyﬁﬁgﬁ%%%;i$
BT A o B RFE > H 1§ e .

6~ L3 as | Hhd ki R RERE 0 J_é’%/:% PR Ry
TG T R ALE RR | R A UIRG R PR L
i «uméﬂi R E R ek

- 2 4 X
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r]_;qézg./\ﬁxp,gﬂ fiﬁnpi-

8 dpAep 7 | @ Taafen d ) FA o | (%R TERE RS EL

s 3

9~F¥ peh |22 & 50 BETR SEHEe o ZREY LT K

A AR o
10~ 8Y%E | MERKT S0 GRFESL | Aok 7 2% {4
LB Y RE 3 & P 8 e
WAoo
Il r = | B Tl 2G| r THELEF ) K=

a
(proactive) > # I :x % %5

BBV JAL REFT
—E‘» m%‘f 33 ,44: bta ilﬂi ,]L?: °

WA BR (bl A £
SRR R 8 B

v\r:s [e=2

12 wipee | FIRE HRE %A BMED | L v 2 A kg Y 7 R
ﬁ?”*ﬁo e i o

BV

DR - AR E R R T RAT L ek LA AP
; }—ef‘/{ﬂﬂ F]anLJ I'} o
T kR - #@p Longworth, 2003: 117

FEOTR AR P Y L@ AR 3V B AR B R
llleris (2009: 9) Az ¥ A AFAZPF - THPTP ELBEB > FPFER TF
VYRF EVFEFEV I o v F RN TEYV R FEBROEY <
Bopga e Mm@ Bz -Hn  E#aaE2Y IR FFeaw i H
BN LA BRRPPCTET R R RN NEY R AR
Bocm Tird s~ 207 RFEFL GELRI2) -

i AES
R £ T g
7 i

KE/ i

B2: 8y =4d & #EEH
R kR Illeris, 2009: 10



Bo% ARMIZHE R A i

S BLEY P A
A AT Vf{?_ﬁ/g? iy ;_1{3_[_55 e *%"H % j\/};ﬂ Fh/%‘,\‘ﬂ:‘%"’\jz-& ﬁ aﬁ/{a;
¥ 2853 5 'iﬁ‘w”f/‘f‘ NP AFF IR G M DA F A P F e T
PEEHFV R FVERERF ) Bh
(=) LT Remd ) hit kg
RRFRTBARE A BEEY GO BERE A HTE MR

%o BB 0Tl ot Rwr i 2al s s A F Mot | pk g
B U R @E B b FEREDE Y REEe o Y r*}‘ﬁﬁfﬁﬁJ
B foip ;2 Adpetd TR A r‘F'” TRV R e T //)%r:}!ili'— 3 E T
Fe BhokIER (FEES 2007)° ﬁ‘r?‘ (2000:77-80) g4 2 B ¥ "‘"]4*
TN A A FROED BT RFLFLEFT ﬁ%4§4\ﬁdﬁﬁw
?‘ﬁ%2ﬁ4ﬁﬁﬁﬁ?mﬁﬁiﬁ‘ﬁﬁﬂm Ch VR E R
fJL% EHFREE - SEERE A FROERDEIRR ORGP LT %ﬁ

AR RS o FHt o ML B DI VR A 2 E G T g AR S 1Y
% 2 FEIE o A %% Werner#? DeSimone (2009 ) ~ Bushnell (1990) 1~ }}% s &
FINFER SR RS 0 PR “/T‘ Kirkpatrick e 3= dw £ =«
;7 (24 3+ B 3)- Brinkerhoffiri= P2 £ ~ Bushnell sHIPOHC;N 5 258 2 f’f ’
» it 2 GalvinsnCIPP ( context, input, process, product ) #-3% ~ Hamblinen7 A& =t i
*‘%Mmm%gﬂﬁlRmﬁﬁi PR Ao ’mﬁﬂﬁﬁﬁ?%ﬁﬂ’iw
PR Bt (ASTD) 454 (T s MEFf e v g > ¥R
¥ 67% ¢ * Kirkpatricken?" = gw k= i (B4% 2000) gk s E R A
FEEA & 2008 £ T d aneh (B3R A 0 REH Y ) (Best Practice: Mentoring )
- 27 » 4 #uldk 2 Kirkpatrick® P B2 JUREHRN 2 % 2 o

Level 1: - :

. To what degree participants react favorably to the learning event
Reaction gree partialp y J
Level 2: To what degree participants acquire the intended knowledge, skills,
Learning and attitudes based on their participation in the learning event

Level 3: To what degree participants apply what they learned during
Behavior training when they are back on the job

Level 4: To what degree targeted outcomes occur, as a result of learning
Results event(s) and subsequent reinforcement

? i 44 Kirkpatrick % 1959 £ 3 ) 1?" Yorgw Bt (GER A 3) T S - F Ok 2
BPENEFRRELF R IE T BV R "'Jﬁ ERas e Ll ) T LK S E N
= %"'—“F" 1iFFEGantd fAe Bk D HWH S A E W e p kg = o»x (Kirkpatrick,
1998 ) -
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B 3 : Kirkpatrick 3" = ge k& = #58 (RR)
FAL KR 51 p OPM, 2011: 6

# 3 © Kirkpatrick 2" = #w R =t fi5%

B =g AL FES s
- F R |2 dpE et F (F R B &%‘M%‘ﬁifiﬂﬂ e > FE¥ad
Kz ~FAL 2 H B g ) R FRATRREAL R > B
X EFCARE O VARG ZVHHYR B > FH
s LARR 0 T ARG AT HEFALEE LD > Rk
* g & FF e iEoe
> gd F i i VERE O 2 SRt U U Rl X
DIREF TR R Y] L
o F TR @ P ehw kT R D
ot
> THREBCFTARKEFEAR L E
B> Fangr e v'fﬁi ';‘&mr,\ifjk
e
> W Fd (""'ﬁﬂ ZR pﬁtlb}’paéj\gfgﬁ
,ul_:‘z é—f-t‘yll ﬁm ,%i
- FY | > a‘p;: VI A s a4 (KSA) TR Tl esgRES | > RI&R/ER
Y R T E A T ER AR FORAE R o T
v kgrdadpik o B &P hrt g %ia@?%i/ﬁ‘l%'* N e | > RIS TE/
ERRRE S | LA B 1o . S o A TE S EFEEITE N
PR B 0 R LR B AR o /-J%?"'ﬁﬁ’i"—'}ﬁk—?;”'ﬁﬁf; ek
AR
ﬁ% VIR
=~ 7 s | #ﬁ;» P R “r%’ Sae N el THET Al e gRES | > B /R
1__-1 IFB&“(}’%_} ek }? ﬁ B = = ?'"ﬁ feam J?\: ° > 3 FF?) *
et e ?r:gm.zwvrig & gy FA R HaRamERE | > % .
BT o ER A o > R ERkEaY
> Kirkpatrick 3% 5 I 22475 a0 - F 40 P SR B SR S N 2 R je
21 FEFAARRE 0 T 0 B (B n—h)n' MR uﬁ’“g” %2
PR PEAF TSGR T F F 17 A AR i
Wimgeanfing 4 o GV oA LA Ff‘ﬁ% o
oA > dpd PRI DR i S D FEY A eaEBEs | > 24
PR e 50 ARH - FFRA FORERR >
S OATE S AR R R e s U A & FERFIEEBRSFTE | > &F
ARFRPIH 4 ® o d 05 Blasis 2R AR o > A 0
?ﬁpa~1f’rp\§7;§1 Mg o AR I o > ML AR
g 213V EEE o Ft A KT TR ESS A | > H B oxE
L EFEER B - & KA

FHL R

Fit js e

2002

2005; OPM, 2011
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o OAPMIERER a4

(engagement, relevance )» &4 ¥ & =t 3 4" g %~k (confidence, commitment ) -
kT B E Y 54 1 (FH = 245 (required drivers, on-the-job
learning ) » 7.5 % & =0 4¢ [ 47 L34k | (leading indicators) %3 K234 & -
i KA %1 E (OPM, 2011: 124-125) -

LEVEL 1
REACTION

MONITOR & ADJUST

« Engagement

» Relevance
* Customer
satisfaction

Ry
< %
.§“°' @.‘&.

LEVEL 4
RESULTS

LEVEL 3

LE\'ﬁhg BEHAVIOR *Leading +Desired
K Iedgs o o > indicators outcomes
« Know 0 £ 40
§ S, " ey -
= Skills q_.,o (be-job et é\.‘b
» Attitude %6
« Confidence
« Commitment

B 4 : #75% Kirkpatrick = Fg B9 R FH 50
?%F‘—“i}%l :#s51p OPM, 2011: 124

(=) T8 fath, hit kg

¥ g f #14 ¢ (European Commission) 5 # 4 1413 B 3801 Foiv 35 § 2 &
VAW A FR ek A TdemEYALE PP EFE - BTV A
# ¥ 21 & | (Learning Cities Audit Tool ) » 3% % % 7|35 # Apted 105 Ho fm=t o
ErnSHE L v EREMOE YR E > s RERHLFY AR ERR
LLEYFAFK -CREBEENFPOFY LT A 2e FY CBREY SE (i
#4) (Longworth & Osborne, 2010 )

40 THeFMNEYAE  FH2EVILS T HE
i [

1~ 8735 | B3 8945 SR F o3 L8P AR FRIOZ T E R
Bo2KEE | HfeR 0 2 Hig s e gRehLd e

20 FRArE | B L E YRGS SR ERE f FREE PF R Lo
i FR oo & F I ATHRART R KFVR BV P o il @

P OREFYELTAE

S MG | BB ST 2 PP LR B ooniie s 3 F R
fo 7 iR AEBRRAIFLE B EES #ifkﬁtmﬂﬁl’?ﬁ N2y

fri i sk o ¢ REHRD AHDFTRAZ b R

i
* o
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AAp s | BREFVAEFC EFRPRA i F R -0 7 AR E
B G EEE W R e b oo

Drakg e F | Fy R e gL PRI o e v BB B

SRR i ﬁ%-&ﬁﬁg*r‘{—*ﬁ B B

TR KR Longworth&Osborne 2010 ; 5 % » 2011b

() T8y geatz ) kg

)J%ﬁ ¥Wagwlm 3 o Illeris (2009: 12-14) #-H &% 5 T H; (mental) ~
% # / ## (cumulative or mechanical ) ~ I+ i* (assimilative ) ~ if i /A2 A%
(accommodative or transcendent ) | &% o H ¢ 8 T v Y 2585 5 3 4 >
e PAAL }%ﬁjﬂ AEFE R MEYEFENG ’wwﬁri§ﬂ Kb S T
%ﬁ%“#ﬂ%%im%x%Wiwﬁﬁfﬁﬂﬁﬂ’v%%ﬁ@%ﬁ 2 koo
R EFYRCARIH Y NFR GV AR L ARZHPCEY DI K
EhEE > L PET AT T i s ARARE Y 0 S RS PR TG el A
7 e P B EATR %\‘rﬂf&ryi—”’ < o

%??% B PR RT T $%’%mpﬂﬁw@ﬁm b1
??i%’%*ﬁb%”mﬁ%%iizmgﬁ % & 3% (Leff, 1997 ; &

slp F23%02010) @ (1) ¥ Lmgy (hfelong learnlng) VA R
SEBALBEREE WESAFIAEEEY > AR RBALEHER LR R
4 g4 o (2) A Y (learning driven learnlng) PRV AR ARp BV F
AE S ZRRLTIBREY LR AR BAASDFE o (3) g Y
(just-in-time learning) @ W pF g Y dp & i A F Y TP RAREY P2 RY
o2 R EFY W EEEE o (4) mHPEY (customized learning) it
FHIFREY A BREDEY F T HERPRT EH o (5) BRNHEY
(transformative learning) @ ¥ B i :a ¥ PenZ AR 5 ~ 75228 0 2 FR
$?m5$ﬁ’ﬁ§§ P TSR EFE A o B Y hd & PRI AR B A % K}
e o (6) & (78 Y (collaborative learning) @ P~ & (7B i 87 anF
e SR G AR AL AR AR g R B A~ AP ehE TH Y 2

(7) " %58 % (contextual learning) @ "% % E Y A RE Y L R B EY
Snms s A NI AR Y A UEY LR 2 R AR x
(8) »#en8 % (learningtolearn) : B ¥ & & ehE F 3 kv ¥ k- 18
TE1IFGd BALEBBEN A HF B AT @B YIS o ka gz

?ﬁ‘ﬁ ﬁxﬁqgsﬁi S o

AT A HZ T o NP A BERE L RN L F YN AP AT
izéﬁﬁdkﬁ?mﬁ@?ﬁ BRI RAL? SHH L AR
BYOFBEFE > 3 LWL > EF w2y Fgl ‘ﬂ.* e AR~ T
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PR 2B FARPE LE EoRBEmE D Feg L ks b
BYHE A GEE- A A KT EEL | ARB L FRIARLEY m;%’*%li
REFYPEEFENANY 2 Y 5 EFHNE BRI BT L KT Y 2 FH
FEHeEEFhnE ARELFYFREARPSF I AL MaF 1 408
YRRRF 2 BRE PRt s S B ik €A 5 3 K- ‘b;m;l*

7 ERER w»\.ff%ff‘-%"‘f? %?i)ﬁxﬁﬁ/%‘?“%%é&% TR HEFY %
FERAERIE (EP7 % ~uggh > 2010) 0 e fJ’ﬁn"‘k”TpiP?{fﬁié
%i’;aﬁﬁﬁﬁzﬁ By s $7 a3t

\4

R Ay Pl *&qsﬂpm ; (normative ) ~" #4845 | (ontological ) % =z &
ﬁéﬁ@ﬁ’%ﬁ%ﬁbi”ﬂﬁﬁsﬂaé SR B E R T A
ERFHMERG FEE BT FROUERRISIEYVREEYV TS - 2408
FHKRER  RAIRCEY A ER R (B3 p P2 F2HEFSA
2010 : 15)

EFAHL AN S Ei 2284 Fféﬂ* UETRE R SRR B § S A
LERPEHRIGLS m%ﬂ T Feh- MPE DB Y o o dek U
R PO R ‘,)ﬁbt’f(ﬁ\mi}ih INEF LRI S P S D ST =
BRI DAL ATL RN R AR F oA et H S & G A gt
RAEL YR Frefid > 2nddetn e FEMS M5 Lo
BTzt 0 1 E riE A (ontology ) ~ 3R (epistemology 5 * AL & Al
# )~ A 42 (human nature ) ~ » /%% (methodology 5 & ez #7232 /3"
MR E S REEY 2 FREE) BME R m o v B EHEF
B A EEEAE T AT T A BEP £ W K mi’éé
Foo XN s ERE GELRID)

+ A48 (ontology) : " vk %34 (nominalism) 3 5RAL ¢ F #1847 fch (=
FUOAREEHmZA" ) & EF A (realism/ essentialism) A 3% Ak &
WEZE T REZ R § HFFa2 ] o il MW iR ©

AR AR ML F Y IR R RE AL BRE Lo A SRAR G SEEARY

BEF emBADTIRT SR R W f(‘%% 3% P OREeDE £ 0F L S q 4

BEFFFIRORE R s HEEY N T FRF VB R R

B E o BAGRT * 0 G F E’a'ﬂ]- RN e e AT ¥ S

A

(ﬂ.

lim

F
EVRBM T OB A AR ARA BT AR E R L
10 Ak g B oanddhiBAEY 0 A &R T e B8R 4 ¢ (1) Is reality given or is it a product of the Is

mind? (2) Must one experience something to understand it? (3) Do humans have free will or are we

determined by our environment? (4) Is understanding best achieved though the scientific method or
direct experience? (3£ Burrell & Morgan, 1979 )
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CAABRAL - SERAHBE Y Z e a4 FEEE (o 2 957 )0 8
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ARBREBYHIRAAM AT RS L E&]#%w Fo FASHTPRIE S S
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L LA T LR T
A ARREEYHAEXRS: DA AR BBV HI AR
BFEFVHRF T e SF B g R
e ~ R ----- F
( nominalism ) (ontology ) (realism)

Is reality external from conscious or a product of individual consciousness?

FREw® - PR - F W
(anti-positivism ) ( epistemology ) ( positivism )
How can knowledge be acquired and how can the truth be found?
- H At - A
( voluntarism ) ( human nature ) ( determinism )

Are we products of our environments or do we create our environments?

[ R 1o = - EN IR e
(ideographic ) ( methodology ) ( nomothetic )

What methods of inquiry are appropriate for finding truth? Objectivists search for
universal laws to explain reality and relationships between elements. Subjectivists
focus on how individuals create, modify and interpret the world.
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T aE AR E ) G KT AR W F THIE A fe s IR o £
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EEEy
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B W ELAY B PR R YRR LA G AR (F BB
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mz{__‘} . {_ %é »‘ 45 fL ;—,t: ¢—L,},‘?‘;]L m,éfrv , ?fﬂ;?éég,&/ﬁvﬁ FKJ”E‘_LJa 7‘:-%1&'_
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e lf’—ﬁ#—*“?l“*viimﬁﬁ’kﬁﬁ*’ﬁ;—'ﬁﬂ‘ﬁ *“*’fb‘m ﬂifﬂf*é@
MBS Y AR A R R H R AR 2 T E Sk F ié\z\xﬁ, N
D% % (business excellence) 2_ ke %F] BEFEE m«‘fa—ﬁ%'ffﬂ@r R i Siae
# (knowledge transfer) % gz i # #& (policy transferring ) mf“f L0908 Y AEH
AT A W A Ao { FESYER Y D 3 Bk g A Jfé S RN e

‘ﬁ

f BB EEA R 2R FEEE S PR e P FRERRER L FESE
RAHEFETI AR ELaB BRI ABE iz g% £ 8 E?K’FI%.,‘:E.:%%*
F 2o AR ’23,’—:?%: R

FouPTH RS 8 Y 2K - Spendolinidk * RS A UAREFY LAE LA
oAk NEEEY LREMA TS - B - BA - B s
ot Al N REPTE S TR AR LSRR 10 0 FRE F
RS E VSR A ERL IR R LR L8 (FHT ?s@ 1996: 22 25)
FRHESFYom @ R A2 i R R A PARP RE F Y i
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Access Dep. Data (New)
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Dependent Coverages Gender F =
Retiree/Survivor Dental Marital Status
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Secondary ID
Web Access Info
Edit Logon Info Daytime Phone (Optional) (703)562-2161
Preferred E-mail address JVorce@FDIC.gov
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9 3 P E‘;*% (career transition assistance plans, Jo ‘ G
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Governance
and
Strategic
Directions

The essential

Farlimment
délivery of resulls

B ¥

Public Service Values

Through their actions, departmantal lsaders continually reinforce the importance

ol public sarvice values and athics in the delivery of results o Canadians
(2.9 democratic, prolessional, athical and people values).

Policy and
Programs
Departimental resaanch and

analytic capacity is developed
and sustained o assure high

Citizen-focussed
Sarvice

Services are cilizen-centred,
poﬂl:ﬂmm

Results
and

ity policy of

design ang advice 1o ministers.

i in”, Performance

Relevant informaton

Risk Management

The execulive eam claarly
il Praciices fof Managing
organizational and strategic
rishs proactively.

Learning, Innovation and Change Management

The degarimenl manages through conlinuous innovation and translormation,

promates organizational learning, values corporate knowledga, and
leams from iis performance.

Accountability
Accountabilites for resulls are

B8t & pehr> FHAE THEki 29
ZA1:T4c xR EgY 2 ERP ARG B2 MG
AR B AL T [ s =N
iP5
(RETE | >R RPRT oo A BREI IET | S RERT
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(Employme | > {## #8 : ®E £ § € (The Treasury Board) c.ca/eng/acts/E-5.401/p
nt Equity ¥ % R € (the Public Service Commission ) age:2.html#h-4
Act) >4 F 4 A %k 0 (M7 sz ) ( Financial | 7 1% P 2 2013.6.10
Administration Act) (= ¢ E*;2) (the Public > ’_% R LR
Service Employment Act) Falsp g e
(2F R e = 2008. 117(&19"272012629) >tk ey
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LI
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4+ (Directive
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> i »cg > ¢ (Directive on Performance
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Performance Management) oc=X&section=text&id
Management ® 43cp 201441 =27146
) s " >HE P 2013.6.25
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TEY 2 feR %% (The Australian National audit Office, ANAO ) &
T PELEFFRFAFEEDNFTIEE2 T 5302003 IR (a4 RN
T F Y &8 E o 32 4 ) Building capability: A framework for managing learning
and development in the APS ) » 38 £ @ & BIJS B PP B IZB ~ 5 - A g ~ 4 4 TR
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d Tafe¥5432 £ 98 Y (align learning with the business) ~ # & 4 4 F ik Z 49
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# % < v (create a learning culture) ~ # & if % & % £ # (provide appropriate
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R SR iR S Ei‘*ué L RE G R TR EEE AR
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Geendp B AL B AcA 12
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FHYY P RTER R RSk LR E R ORTS M3 #4c3 ) (requiring development;
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(potential threshold) enE ik & & o 30T HM-M T 374c 4 734 B 3 L B Y &
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T P ERE N
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REE A B ABRAGFILYF Ak en)
TR g g R B (official ¥z P P 2013.6.20
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PRI | > TR AR T RS | MRS | > R e
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B H s 40%7 T B A A k3 (o) Anlles. m
jﬁ%;,ﬁ; F&gp m RS> W& P 2013.6.23
— e ’ kMY T oAE ol gS
>j¢e"]'; e %F’Dvﬁtﬁ—é‘ﬁ» i ﬁ\'ﬁ# g ;j;v :7FF<A—L*§/JH]¥'{L%J)\
i 4LWPP€& it & s
>EA KR (At 254 B £ 0 ) (The | > % it
Singapore Public Service Handbook ) http://app.psd.gov.sg/data/Publi
SRS AHTE BAFE RS cServiceHandbook.pdf
B~ BEBEEw i > W& p ¥ 2013.6.23
> Bk 7 > EARRT ik P—"hkﬁs?l%
® ¥4 5 (studyleave) @ 2734 B ¥ 14 EpEe L
L S SR N
® T oA R B R
AEEE TG L EHBR (bl e
AR U1 ERPARBAS R
£)
¥ & RLFVRPIZBINMFLIERR
~ _; ﬁ]
MR FEIROBA ARV HAOPH IR L TERAFFREL o =

PR AR R ORI RRPERNZ T E ¥ 2k | (Office of
Management and Budget, OMB ) ~ ' 25 28 %%, 7+ % | ( General Services Administration,
GSA)~Tmzrg 2t % & | (General Accounting Office, GAO ) % B 2R{4 R » H 4 u)
W2 G A VPRI RGP o ] AR IR P Y e R
gﬁ%ﬁo&ﬂ’&i@Aigcp%2m1ﬁwm%m<wﬁg%?ﬁiw
BT E R " ehiy i@ ) (Training Evaluation Field Guide: Demonstrating the Value
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(Kirkpatrick Partners, LLC) % 2010 & #73xp en [ Kirkpatrick ¥ %35 & #5¢
( Kirkpatrick Business Partnership Model ) » 3% #3584 & A28 B T§ o 3 R FH 2R
Fris b ikt BB Y B9V UF B R AR o 8 LSRR R (F) RSN £ 1
F Bl g ke (é‘i’-ﬁlﬁl 9) ° i*u}fa" Plam = » 238 0 & ivgsk2 B (the end is the
beginning ) ~ #f ¥ (return on expectations, ROE) & & % § Edp 1%~ T 3}
ST ?’u_ o ﬁﬂ;; ERFFAEP Y BERDOG E S AUG ED B
£ 4l (OPM,2011:7) °

Learning

TARGET critical

PLEDGE to work ), REFINE

together and expectations to behaviors and
L ADDRESS define results required drivers
~ stakeholder issues J

Identify NECESSITIES for Success

Identify leading
indicators
v

: Design and develop pre-training, training program and drivers

Design and develop evaluation tools and build dashboard

Deliver pre-training and training program

Measure L2
Learning

Initiate ongoing
reinforcement
and monitoring

Measure L1
Reaction

Measure L3
Behavior

Measure L4
Results

Prepare chain of evidence to demonstrate return on expectations (ROE)

Report L4
Results
data / information

Report L3
Behavior
data / information

Report L1
Reaction
data / information

' & ReportL2
Learning
data / information

B 9 : Kirkpatrick ¥ ¥ §5 & 5%
T KR - OPM, 2011: 7

,T%é‘.’é}lm Firm T o AR EBY ‘ﬂ’ﬁm‘n%\F"’u’a'PpF'g
¢ T A iE A Feo 1 ATERKirkpatrick e FE DT HGRER anl HUEREE G B
AP IR B~ b3 s 1 5 R & § iE (primary responsibility, P) <%
“"j iz (secondary responsibility, S) #& M1 fE & & FiEA 1 & (FL 4 14) £
Hor A FE L AR zﬁf{ Ep XTraining Policy Handbook: Authorities
and Gu1dehnes41) Voo R R L R T L T AR W
BIE s & 17 1 e ot ’\ﬁ" RARBE DS L P RER T Y A M AV L o

12013612 4% % A
https://cpolrhp.belvoir.army.mil/west/Functional Areas/CHRA/hrd/Training_policy hndbk04.pdf -
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> ¥k Reh
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u/uscode/pdf/uscode05/1ii
_usc_TI 05 PA I SP_
C CH_41_SE 4101.pdf

> ¥k B 2013.6.20

> ERR ELGES o

(% mm=s

.5 410.601 & £2254% (Reporting )

k1
PG AR D R R FORE R L R R D RER 2

> ¥k En
http://www.ecfr.gov/cgi-bi

(5C.FR. >Rt n/text-idx?c=ecfr&sid=30
§410.601) .%ﬁ&%w@ﬁ@&wﬁaév, ; S | 98262948269d8650f63b0
ek 17‘% dTATHEE TS FRE 50_af2012e&rg_n=.dlv5&V1e
£ % %, (OPM Governmentwide Electronic W—Fext&node—5.1.0.1.2.5
/ ; 8&idno=5#5:1.0.1.2.58.5.
Data Collection System ) + & 35 183
® [ 2006 12 " 31 pAx - &AM | > 4% p 92 2013.6.10
ot I ﬁl PIRFHL B BFRRENE |y o me TR S o
pEFL A EEdps , (Guideto
Personnel Recordkeeping ) S N/ E
%+ 4p» , (the Guide to Human Resources
Reporting ) *
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® A SRRy WALk ¥ 25 (National
Archives and Records Administration,
NARA) *FLi Fp e ol R AR

(F R0k >R A AT 2 T8 s M o ( Establishing | > & & #nt :

) 410.305 & and using interagency training ) http://www.law.cornell.ed
(5CFR. >R u/cfr/text/5/410.305
§410.305) ® LB BT A PR % (Bl4e section > ¥k P 2013.6.10

4120 of title 5, United States Code #75{ # 8 ) | » & ®R = #3214 8 -
O LEiAgh Rt RN AT ER

® i mzm; 5U.S.C. § 4103

% 12107 3517 Lﬁ,gjua FOMAEF I e > iR R en
hed >N E http://www.archives.gov/f
( Exccutive ® % 5 E T % 11348 57 sch £ (Apr. | cdoral-register/codificatio
Order No. 20, 1967) » 2Rfe 4 ¥ 5 T 5 Ap BB #4 &t n/executive-order/12107.h
12107;Dec. 28, | @ Fip gt o 54 5 12107 AL B aq | W
1978) DA RIS EF > & 04 2013.6.10
‘ EHm e r % 4
® | FTERA 2 FLAE HUAAF R > ’;?E\?z PRI R e
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g Aol R ELEYmAMEEE A4 B #FE (employee
development )27 4.2 F #7104 45 2006 (6P~ hw L5 B LY g 2o
oot THEY S REFE A2 E o a a1 FR IR EIBAL QIR
%fféé%ﬁiﬁﬂrjf‘u&@ FTHR el FERDRERET L EEZF LR gD
ﬁ‘ﬁﬁ%&%?ﬁmﬁam%%$m+kfﬁb %?wu 4 (CSPS, 2011:
56) e d PF A AL AP REEY T RAE LEXOBAE T ERE
Fo FBUBFR S A T ER{BGAEF RS LAFEY BB
WA R S DM EIEAIRT S PIRPRAE (GBA R A A E T WHRAREE ).
FIRTApBE R g % £ A2 T EBRANABERR G L - T 0E R 4 BRER
PR %ﬂwjd+”ﬁ29+ﬁ( HRPEY ) LA TR mA ik
ABm G ORENEE S RKEF D N2 v B BAZ I 350 pﬁcﬁi HY & umt kA

BaArdh 5 2F 0 537 17 ll%««/»\z»? (LERHT~F AR 7 o2
EﬁcﬁiL Aoy R AT H AN B B D A S iwjﬁ BB ESAL 5
N LRI AR TR T (Y- G EUESE = L S S LA
BT o i 16 o

“3)‘4‘

\

http://www.opm.gov/policy-data-oversight/data-analysis-documentation/personnel-documentation/pers
onnel-recordkeeping/recguide2011.pdf;
http://www.opm.gov/policy-data-oversight/data-analysis-documentation/data-policy-guidance/hr-report
ing/ghrr07_toc.pdf (# % P # :2013.6.10) -

B < % “Public servants have the common knowledge and the leadership and management
competencies they require to fulfill their responsibilities in serving Canadians.” Four program activities
support this strategic outcome: Foundational Learning; Organizational Leadership Development;
Public Sector Management Innovation; and Internal Services (supports the other three program
activities).
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CONTINUE TO INVEST IN PEOPLE
Through this process of change, it is essential to continue recruiting
talent, though perhaps at a slower pace, and more strategically. Thisis
needed to ensure a continuous stream of leaders for the decades to come.
It is also necessary to sustain investments in employee training and
development, to ensure that the Public Service maintains the capacity to
doitsjob even asthe total size of the workforceis shrinking.--4§ it g
20124 £~ THApsi L B € e FHIARELT

~ £+ OECD R34 & 8 ¥ 5cf = o

& (2013 2 p % 7 : OECDj# 2. ) ( Education Today 2013: The OECD
Perspectlve) -3¢ 53 - RFFFOECDH pEATenl % £ 8 % &2 5 4 (Lifelong
Learning and Adults) :%4Z - £ iFp & ¢ A W& 25§ 5 B Ry s 411 4p
i'iffiﬁfi?i';’ wo HP FHABRARREFEY IR ST N F T fié‘]’%ﬂ’"} =
Hai gy - wigyme ’@?”f“'%ﬁﬁfj‘%?‘i’ﬁf Erigp g o AP e
¥4 £ ¥ (OECD,2012a: 77-78) = o+ #h » A Rpc i w 511 0§ B & 8 ¥ ehiffe
® - OECD#F 2 3 jFip 20 54841 (PP ieg B EDROERD ) blde: 2 H TR

A\

L

*0.2013.6.10 ¥ % p http://www.clerk.gc.ca/local_grfx/docs/pmac-ccpm/6-2012-eng.pdf °
60

B



S
I
i

B

B W 3 e~

paa)

ERERTR & "b?‘*“?‘@*Wﬁ‘/ﬁ“%ﬁ”‘%*ﬁ“i‘ﬁ‘?fﬁ
§33§;ﬁi§ Y ,ﬁﬁé_gfsas ﬁi_/_?‘-*{gf i Iﬂé‘fé\#"sé’u#‘%‘i‘éﬁt ss_u_i
SE B T (OECD, 2007: 134-137)

S R EBEOBARREEYRERRD TR v E

dond S AR R R LR Y TR SRR LM s s
Y S hs pgmim v L3 2 6l Lu 3 PRV TREF LA H
MR EAM AR SR LY T R R RS B o T MR G
DREARBEBRYHIRE E R ERF IR PR LR RIUEFIRG 40
)RR Y PR RGP dh o MOECDR A M8 2L 1 37 v bl eh PR %k 5
(B 11)725~34 & & a2t 1 e chT il 55 5 409 » 55~64
ARG 24% =+ &%aﬁ&émmﬂﬁhﬁgﬁﬂ’m%% CPRAEE . F
JZOECD ¢ A M T2t R cpfdies 47 (G2 12) > 3 ROECDR 7o
MR S %%?miﬂﬁﬁﬂﬁﬁ50+%’ﬁlww%miﬂﬁﬁﬂ
HAZE 40 ] PF o BEAREZ T - RPEBREF R WA T 0 AR5
Rl 8y mgios 293 4 | S0t 6] 8 dicdy 0 4873 T 3 5 BOECD R Rt 47
%ﬁﬂﬁé@\ﬁi*\ﬁ*ﬂ?iﬁﬁy@ﬁﬁW§E§“W$ﬁﬁ€ﬁgﬂ
POV ERER RN TSR B RS B FENR R ERT R
Bk TR RS P F Y EARRL XTI iy @Al g R FY R B
CEYRNE o

> g TR FEFEAE L M F 5 ? Behringer £ Coles (2003) 23 M F IIIELER F > A H
e ‘-‘r"’*] B B R P BR R BERE W‘“iﬁi.ﬁ (#31 p OECD,
2007:35-36) c BN B A RIELGE N8 ¥V 0 FRFTHEERET LET 2 /};‘L“L’r;lj RECTOR > RM
FRr 4 # P 29 B AT e Australian Qualifications Framework ( Australian Qualifications Council,
2013) -
> ’}{?"‘ﬁﬁﬁlm%'\%’ G RIRfREF R TR LY FIR LS AFY 2 Gad gAagTld
BF ARARRGEE AF ARG -2 ta $i AR ARADLE -

61

g



ERAIEA R B EEY IR F

[ 25-34year-clds M 55-64 year-olds
% 80
70| -
60
S50 LN A [ -
40 ..
30 (B (B IW T e ] A
20 AR Am_ _
ol R AN “m“{ ________
0 L
- o = m L] + w H @ 1] K] -+ - = * 3\ —_ m a 3\
(=N =] o Mo = = ] = T = B T
ﬁ%E%EEEE g%e?széagsgséig
:'54——'025 xﬁmbj'&ma_t—ohj
3 8232353 3 S >2523 = & 9F §
FET3Teld ¢ 2E0d3 < 2
= - g =]
& £ [ 2= g g £
> =22 =} 8 8
c @A
= J
1. Year of reference 2005.
2. Year of reference 2009.
3. Year of reference 2006.
4. ear of reference 2008,
5. Excludes adults whao participated only in“short seminars, lectures, workshops or special talks®
Countries are ranked in descending order of the participation rate of 55-64 year-olds (2007).
. R " e 2, 2
B 11 : OECD B #& F 422 2b i 47 v &) (2007 # )
T kiR ¢ OECD, 2012a
B Hours of job-related Participation in all 4
non-formal education per participant non-formal education
O Hours of job-related Participation in job-related O
non-formal education per adult non-formal education
Mean number af hours Fartigpation in %
120 80
100 —-* —70
o —&0
80
* | ® — 50
*
60 = t e L s o — 40
a o o * | * *
a 2l —30
40— —_— -
k o : 20
20—
—10
o - o ) T R __.;l .-.E | 9 5‘ g = 'H -: + .--U % | E L] :t! — ,,}‘ J'\t! . u t—O
N I HEER IR H R HE
SRR AE AR AR RIS AR EE ARl R Al A EA A
mhz_g_,a&_gig ri\"muﬂ%‘;ﬂﬂu'*’i = | £ & 2
SE| |2]2)3 el
= @ | E d|e|=

1. Year of reference 2003.

2. Year of reference 2006.

3. Year of reference 2009.

4. Year of reference 2008.

5. Excluding adults who partidpated only in "short seminars, lectures, workshops or spedal talks™.
Countries are ranked tn descending order of the participation rate in all non-formal education.

B 12: OECD ¢ A Bl% M 482200 30T enphiica 47 (2007 & )
F#4 %k : OECD, 2011



)«P‘
=
i
eiieg
-%;

o HIRRPE
N T R SN F R
R o B EHBF RO B o RS BE P B YR
R L NPy SECEY L R TICEE R N S A
§QH»§erJ’K%KH®?WU%”ﬁ%% S RLPLEL TR Pok NI
Bt MY ER R R E Y FES PN F LR P ARSIRES R
HEAR Y F A VR B Y X a i T AR A "{,EL;’M;&:& SURAL o Fru|E g x4 R
f‘-”‘ﬁ'é‘f“%'llitﬁllﬁﬁﬂh&’? BRAB YA BIPRE do- 2ET L ERY
MERIE ALK EIRTIB S [ 6 od sk o

=~ ot TRRFEEHEZ =R &% ) (National Qualification
Framework and Its Assessment Standard )
BZ 2 ERR RN TRREREFEE AR A Y 2y
| /TJL@ BREG Fp e h DR T A% (The European Qualifications
Framework, EQF ) ; @ OECD #F £ » 45 01 3 & Suds i & e b i % ¥ o5 &3
PR M4 4 ¢ (OECD, 2007; OECD, 2013: 78 ) = #4% % > 7 B ?)ﬁ#ﬁ_m’;}
BB RENEPRERAEE LY B23% 0 A 2 Py BRI
B B TR 2 2 e o B T A A F R RG]
ﬁﬁ;ﬁﬂ Tafpie ~ B E s 2l > 253 g/j‘s ﬁ_g}vﬁax B 2w, e R
i L AR D G ‘?’/T%"h’ e 0 aAp Fs@%‘ RSl N I S EEE
Mﬁimsz Vi e RIS A T A 8 KR i R
FREYSRE ARk Y g HIBARE g T aBnT R fﬁJ (Public
Service Qualifications Tramework, PSQT )> ¥ 1 %4 A 3F 4 #77] & ];&] Tk 2k (6
g 18 0 BRI T 0 a5 http/www.aqfeduaw/ ;e it et s
T 2013 £ oty 2mENT EIT# AR TN 2 /é;n*n‘ﬁfip = B en
WP e e GERDELARTI A K3l ET > WG & 31‘*‘“? * 4
R B ERI BPLE R BARP F 0 R G B *5114‘-" SRR R
R BAERE TR kA A T RS SR E T T ETER F A
?%Jfﬁﬁigﬂ\ﬁagﬂﬁaﬁkﬁ,%ﬁ%ﬁé*éﬂﬁrﬁﬁﬁ??
oy LAREFE? AR DH AL LS o B BAGR T RHYRE
EEAL RHIRP S E T2 TR ILFTFEPIFR BT
WHME TRE B ik oo o e () S T g6k 8
¥k

34

S TAPERRIA K 2ar 4 | s S F Y
DirA BV SR AL RN ERAD Fu A RE G OF AR
BEZ L BFORPAFOUR R 2T o i 2 AR Y Y i S A Ty
63

g



ER AR EELFY IR S

20, et 2z Te §d o g prbahifR kg o iy AL FY
I R IR - Bl S 9 ARl SR £ U R 0 I cF S SRR 4
Wk LR BRI S DRIk T GG T B R Y s g
Te B¢ @ BB frhehd sl b 3P FA$TF R od3 | T oz i
2006 # T ¥odc =307 3.39 ) BF > 2007 £ ¥ 2 D54 B nT g ¥ ik
B P77 L PE > @ 2008 # hT 0B i { RAL 1149 [ o 23 F Lk ind
BT { 3P L8 Y sl A S BREAERNAEFR-T Y 5/
Fiflig o b H AP TR NE T8 A AEpER T X

Kl
v

B 2w R
- N FEEAORARREEY LR

AR (Frelai rRBMEREH OB AR R LB PR L) P Y A
R AR R AT AR CR LB Y T - 2t | T 25
BEEG o FURRIEE  FERE - 22 F RIS T 2R
éﬁ%q%Jgﬁﬁ"ﬁﬁ&Jr?ﬁ‘ﬁAiﬁﬁ?ﬂ%aJﬁé%ﬁ
SHLE 0 R N FRA R DHGES A AT (TR o v YRR ¢
FATRVRIE T R F S R ”““”“W°W¢rﬁﬁ%@?%$P
g TR S ek R AR TR AR 2o e b (B AT

Fikit) 82012 E R 05  IR B AL LN AT R TR
Fo X ok AAFOBA R R LBV BHRTEEARTRES A2
FPREHE MRS 2 R S TR A R H LR Y RRARER
MR fRER LB Y LD P P Aol if b de g m 2L R 5N ﬁ”fi%r’i*ﬁa%;‘v}g/ﬁ .
OECD # & 3= (¥ #%/% ¢ OECD 4p1%) (Education at a Glance: OECD
Indicators ) 48 F & b » # 47 5 2 447 £ A e g3 AP S gy D b B
B 2 B pﬁﬁﬁ@i%,w%;ﬁﬁlkﬁgﬁ&j‘ﬁﬁ%‘ﬁw‘
iﬁ»?‘r‘-%;‘ ‘Fj$wji%ﬁArsi;L?#i’é_%:ﬁﬁa LI Jllﬁ]? P
R LR T E) it AR FHEE LA ATRL L R kit
FIRE 2 B e E B RS B o

f\‘M

L

ﬁ\t L F_L

VIR R B M Y Rl R
Bl L TAPHBERRR Ferd 0t RS LY B m kL T
NAFARRELEY 2 B R ALY LB D PR PG TR R B T R
o ed RePe @y fIRE > A MHBRIERS > FERABS RSB LEYF
RIEA B e B FREY BE OO R R e e T
2EFE L AHNRELEYELE B E AR o
VAR L RSUIRBARE Y TIRAFESS N 1 B R R E Y F A A Ak
Rt R B Y EF R R B R LD N RIS IR Y

=2

64

B



=1
s
4
-gg..

”%ﬁ(kfmﬁr%ﬁyaﬁ%géﬁ&wﬁgow%mﬁzﬁkt%ﬁg
Tk I RF RO & - LAY RE B F T R RE Y
pod RER o few M R wApy B BT E LT 0 T ke SPIRGR
# e '»/?ib'ﬁ?mrl?% %‘m"'ﬁi&’*’i(*‘“«h PR 3

g
FRlengzfg™ > 7 ke 8 F R YR ;*_Elhmgy’ﬂ @A p
b A b e ﬁi‘éﬁfa%ﬁmii ) 4 Hb,g;ﬁ;&§ﬂ_ﬁ4 2P P(R:MApY)
ARBPEYORLA FRD SIS G R KR FiRE PG 2 RER

m&a’ﬂﬁmyg$;%wm«FAﬁ P HH T mERA Y S £
JIIT}K&J 8 ({zua) E] Z

(ﬂd\

o

N
BT T s o e A AT T I

A, om0

TABERARA KT BT
g9 mpfﬁg:ﬁ—l I IE S ﬂ’”’%’iﬂ%i— ;P L RRIR A E T
FIREZ ~ TRARRP D i%lf—ffjﬁﬂ KA RSk IER T B g -

;i_b.» it ﬁ;/; ) \.]_&]),ll¢ ?«e F‘ [%‘ N ,ll ¢ﬁﬁ 3'; s %v; ),‘; ﬂ::t}ﬂ‘w: 7%7\;‘2
FNTRG HE 2 TR RS
[

FF A ’}# m*ﬁ,ﬁaaﬁ"ﬁ.&



X
|4

LR OFEA R B EEY R 5



W
<l
-
=
P

a‘t—%"i’}fle:

R —;»iJe
A EFR (2009) c ArteH A A A TREEFIRT BRL o o D AE TR
%J o

A (1997) - 2% FREATIE® - o trrF B (Fgpal) -

LR (2001) e 24 R K 9 P RAFIRLFT A RBRFLFEL
RERHFAIHEL RSB () - ot T T

T (2010) c 2 A ARV P REFRZFY - TRRFLEREL
RERMFIFL % (2)e ot I RRFIHRLA§ o

T HEIe (2012a) Bt FRIVH#RRI PR (BRR) - 54 1 T HER

YR (2012b) 2 FPRIRBERIICF (BRAR) - 24 T T @R

TR (1996) ¥ A FYABAFGRE Y FARIAKTEE (L%) >

I BY ARy iE (F269-289) o ot 1L F 5o o
FE (1998) - & ”#g**%$F°$*5¥%W$&&§§§(i%)’
Fy¥ag (F339-366) o sat tfrxF 5w

e

e

iR (201la) - ZHAFMFYAE2Z vHECEY - A X2 B LHTEI I
%332ﬂﬁ 0 F.29-39 -
PR (2011b)uJ LEYIEYASD DL oo 2011&57 15p # A2

"FLZEARAF2RFHE (ML HE T A g et
T ZHECR B AR A F 2 REEE -

T E (2010) < BEF Y AFD PF R 2 AL Baon o KT RREE ¥
13% - %3% - F27-56 -

EPE 3 A apk (2010) ARH LY SFEARLFERGE 0 o
7T %6668 0 F 13-25

FrE o Fwaos %j*‘v?g% (2008) ° Hiok« & o o 1 FESF IEA
2522 (2010) - A ERFEF LBV RETOBA ARV ZFEREYL o o

ﬁﬁh‘iﬁﬁ%iﬁF*°
iR (2009)c HmangHE KA R %rﬁ 2 TR~ v BBy

T2 ertr - TEDHM > %818 F 1-18-

307 (2008 RS E O B H Y 2 STl -1l D FRAY P s L o
2013.4.15 #% % p www.rad.gov.tw/serv/doc/study97-2.doc °

ek (2011) - Frcis M B = Bl m g o FPYEY A 5 35 %
% 348 > | 40-55-

Ft € 33 e (2006) c AR NFEA PGB RIRE B Y 2 7y - 2013.4.10
% B
http://www.csptc.gov.tw/Item_content_show.asp?NO=2061& Rnd=0.1137

67

g


http://ericdata.com/tw/search_list.aspx?SearchKey=31059&type=AC&show_name=%e5%90%b3%e6%98%8e%e7%83%88�
http://ericdata.com/tw/search_list.aspx?SearchKey=20417&type=AC&show_name=%e6%9d%8e%e8%97%b9%e6%85%88�
http://ericdata.com/tw/search_list.aspx?SearchKey=19079&type=AC&show_name=%e8%b3%b4%e5%bc%98%e5%9f%ba�

r,]?i];;;g»/\ﬁ*‘”?,; R 5

722 -
BEE (207)e 3> oM E K FY 2% c 2BAERELEY 2T B
HLFE AW -
£ b (1980) - E RAFFRFIRFHAEAA FEFOLEBLBE - ot 1 7
FRRFETFRIPLR § L7 -
SEXRE A 7 (2003) o HRTRE TR AL RPIRER 2 Keg o XA 4 F
MEREER %3F > w1P o F8I-111 -

FT0 (1998) - EH FYALE RERLRTEZFTALE - 24 L KT o
e (1999) « W24 R R A B ] - FRERREF 5 19

7 89-134 -

MZELE~BEEZR 5 fifﬁc (2012) - 3&* Pirkpatrick = k& = 055 38 7 2 2R F° 21 4
PR AY c RERRER > 5208 > | 24-44 -

MECH ~ ZALE ~ 3500 ge (2010) © TRAEE S F Y 2 ) #2030 IR £ oas®
1220108 2 % FRATY ok B A(3)E FT S HI(pp. 191-222)
PRARASFERBRER . 2 FRRA T Archy 2 Ry v

T RS HEE (2011) o FEA ARFEYRD FAAGER AT IR
Boig s bl o 4 4 *4151%;”?;#? $11%5 5 3% F 1-26

TR (1996) ¥4 By AR c RAFYHAKTE (F 321-344)- &
Aot EAREFIARTEE L

T (1999a)c BIERFEX LRT KT FTHET > % 2448 T 45-60 -

P2 (1999b) o F A kT w2 (D B ¢ BT GFRBE
NSC87-2411-H-003-016-F16 ) -

W P2 (20000) - = A gF A (1D - WL ¢ B g3 G R mE
NSC88-2418-H-003-007-F16 ) -

FM 0 (2000h)c AP EEACEY o XABEYE S (F 257-271)° 54
PEARS KT E L

FT(2002) EAKIERY FEV BB RIKTHE ¥ 4EF

45-64 -
T (2005) A (FTEEY 2 4FFo R A2 R ERTFEIIF6HF 10-17-
B F P S FHA (1999) 2B ABHRELBEYRIRZFAT c N2 gup
By koo

FELE (2004) G ARE T AR SR R apiaat 4 TP FIFA F AR
B RS B 135 05 40 F 8510

FHP (1999) - 21w & 2584 4 FRE B2 Kol RAH LV B ARTR

9% > %148 > F75-102 -

F AR (2005) o soArlEsken R BRI PR - FUSPEEHE ¥ 24 Y
7 137-168 -

68

B



NG
e
&
e
s

R ¥R (2005) o BB Y B R3] - 2001357 4p ek B
http.//www.epark.org.tW/QSC/Resource/R@ource aspx e
F25(2010) cARFHTARAEIE A FRELTEIRDEL SR AL
#E o F4W 0 T63-94 -
Bk ¥ s FlEDE (2011) o ACSMART R RIeh® W2 421 (7P ¢ 2>
Mg 558 'p?25—27o
AEE(2005) AR 254 REEEVFADES SRE NG o R
ARl A R Ak o
HE(2007) 2BAEREFVFBARRLAT - Bosos £ 28 7%
B ALz > AdR e
FATE (2000)c ¥ LY E AL FR o L2 T A AR
AR (2000) - P RGEEEBL S 0 44 FRERT A 1560 T 112
EALr (2010) « BH AL FRCEY N2 4 BV HET A $111Y
7.30-37 -
B (2001) DFHBI o S B o

p

\7}[_‘:

ﬁ\‘ ~ e 2 ?Je

Abramson, Mark A., et al. (2011). Seven Management | mperatives. Washington,
D.C.: IBM Center for The business of Government.

AFGE (2003). Benefits for AFGE members. 2013.6.20 retrieved from
http://mww.afge.or g/l ndex.cfm?Page=Member Benefits.

ANAO (Australian National Audit Office) (2002). Management of Learning and
Development in the Australian Public Service. The Auditor-General Audit
Report No.64 2001-02 Performance Audit. 2013.6.15 retrieved from
http: //mww.anao.gov.au/~/media/Uploads/Documents/2001%2002_audit_rep
ort_64.pdf.

APSC (Australian Public Service Commission) (2003). Building capability: A
framework for managing learning and development in the APS. 2013.6.20
retrieved from
http: //mww.apsc.gov.au/publications-and-media/current-publications/buildin
g-capability.

APSC (Australian Public Service Commission) (2011). The Australian Public Service
Commission Enterprise Agreement 2011-2014. 2013.6.20 retrieved from
http: //mww.apsc.gov.au/ __data/assets/pdf file/0020/3683/enter priseagreement
2011-14.pdf.

ASTD (2012). Bridging the Skills Gap. Alexandria, VA: ASTD.

ASTD Public Policy Council (2006). Bridging the Skills Gap. Alexandria, VA:
ASTD.



LRI RS IR R

Australian Qualifications Council (AQC) (2013). Australian Qualifications
Framework. 2013.6.10 retrieved from
http://mww.agf.edu.au/Portal s/0/Documents/'2013%20docs/ AQF %202nd%20
Edition%20January%6202013.pdf.

Biech, Elaine (ed.) (2008). ASTD Handbook for Workplace Learning Professionals.
Baltimore, Maryland: the United Book Press, Inc.

Burrell, G. and Gareth Morgan (1979). Sociological Paradigms and Organizational
Analysis. London: Heinemann.

Candy, P. C. & R. G. Crebert (1991). Lifelong learning: An enduring mandate for
higher education. Higher Education Research and Development, 10(1), 3-16.
Civil Service College (2005a). History and Beliefs. 2013.6.20 retrieved from
http://admin.ipam.gov.sg/csc/html/0a/01_fr.htm
Civil Service College (2005b). Programme Directory. 2013.6.20 retrieved fromt
http://admin.ipam.gov.sg/csc/html/oa/.
Cresson, E. (1996). The European year of lifelong learning. Adults Learning, 7(9),
215-218.

CSPS (Canada School of Public Service) (2011). Your Partner in Learning:
2010-2011 Report on Plan and Priorities. 2013.6.10 retrieved from
http: //mww.tbs-sct.gc.cal/r pp/2010-2011/inst/ces/ces-eng.pdf.

Curry, Kath (2010). Does Support for VET Reduce Employee Churn? A Case Study

in Local Government. Adelaide SA, Australia: NCVER.

Edwards, R. (1995). Behind the banner: Whither the learning society? Adults

Learning, 6(6), 187-189.
Eschenlohr, E., et al. (2004). Handbook of Best Practice for the Evaluation of
E-learning Effectiveness. Qual E-learning project consortium. 2013/6/20
retrieved from
http://www.yumpu.com/en/document/view/6515918/handbook-of-best-practi
ces-for-the-evaluation-of-e-learning-
Faure, E. et al. (1972). Learning to be: The world of education today and tomorrow.
Paris: UNESCO.

Faure, E. et al. (1972). Learning to be: The world of education today and tomorrow.
Paris: UNESCO.

Habermas, J. (1972). Knowledge and Human I nterests (2nd ed.). London:
Heinemann.

Holton, E.F., Il & T.T. Baldwin (2003). Improving learning transfer in

organizations. New York: John Wiley & Sons, Inc.

Horton, W. (2001). Evaluating E-Learning. Alexandria, VA: ASTD, The American

Society For Training & Development.

70

B



o

A{,\,}lﬁi}%

Illeris, Knud (2009). A Comprehensive Understanding of Human Learning. In Knud
1leris (ed.), Contemporary Theories of Learning (pp.7-20). New York:
Routledge.

International Commission on Education for the Twenty-first Century (1996).
Learning: The treasure within. Paris: The United Nations Educational,
Scientific and Cultural Organization.

Jakobi, Anja P. (2009). I nternational Organizations and Lifelong Learning. New
York: Palgrave Macmillan.

Jarvis, Peter (ed.) (2009). The Routledge I nternational Handbook of Lifelong
Learning. New York: Routledge.

Karmel, Tom (2004). Australia’s Approach to Lifelong Learning. 2013.6.20 retrieved
from http://mwww.ncver.edu.au/publications/1537.html.

Kirkpatrick, D. L. (1959). Techniques for Evaluating Training Programs. Journal of
the American Society for Training and Development, Vol. 13, pp. 3-32.
Kirkpatrick, D. L. (1998). Evaluating training programs. The four levers (2nd ed.).

San Francisco: Berrett-Koehler.

Kirkpatrick, J. D., & W. K. Kirkpatrick (2010). Training on Trial. New York, NY:
AMACOM. 2013.6.18 retrieved from http://www .kirkpatrickpartners.com.

Knapper, C. & A. J. Cropley (1985). Lifelong learning and higher education.
London: Croom Helm.

Leff, J. (1997). Care in the Community: Illusion or Reality? New York: John Wiley
& Sons.

Longworth, N. & M. Osborne (2010). Six ages towards a learning region--A
retrospective. European Journal of Education, 45(3), 369-401.

Longworth, N. (2003). Lifelong learning in action: Transforming education in the
21st Century. New York: Routledge

Nicoll, Katherine (2006). Flexibility and Lifelong Learning: Policy, Discourse and
Palitics. London: Routledge.

OECD (1998). Education at a Glance 1998: OECD Indicators. Paris: OECD
Publishing.

OECD (2004). Co-financing Lifelong Learning: Towards a Systemic Approach.
Paris: OECD Publishing.

OECD (2006). Taxation and Lifelong Learning. Education Policy Analysis 2004.
Paris: OECD Publishing.

OECD (2007). Qualifications Systems. Bridgesto Lifelong Learning. Paris: OECD
Publishing.

OECD (2011). How many adults participate in education and learning? Education at
a Glance 2011: OECD Indicators. Paris: OECD Publishing.

71

g



LRI RS IR R

OECD (2012a). Lifelong Learning and Adults. Education Today 2013: The OECD
Perspective. Paris: OECD Publishing.

OECD (2012b). Education at a Glance 2012: OECD I ndicators. Paris: OECD
Publishing.

OPM (United State Office of Personal Management) (2013). Training and
Development. 2013.6.20 retrieved from
http: //imww.opm.gov/hrd/lead/policy/policy.asp.

OPM (United States Office of Personal Management) (2008). Best Practice:
Mentoring. 2013.6.20 retrieved from
http: //mww.opm.gov/policy-data-over sight/training-and-devel opment/career-d
evel opment/bestpracti ces-mentoring.pdf.

OPM (United States Office of Personnel Management) (2011). Training Evaluation
Field Guide: Demonstrating the Value of Training at Every Level. 2013/6/15
retrieved from
http: //mww.opm.gov/policy-data-over sight/training-and-devel opment/referenc
e-materials/training_evaluation.pdf.

PMAC (Prime Minister’s Advisory Committee) (2012). Moving Ahead: Public
Service Renewal in a Time of Change (Sixth Report of the Prime Minister's
Advisory Committee on the Public Service). 2013.6.10 retrieved from
http:/imww.clerk.gc.ca/local _grfx/docs/pmac-ccpm/6-2012-eng.pdf.

Public Service Human Resources Management Agency of Canada (2005a). Public
Service Modernization Ac (2005). 2013.6.20 retrieved from
http: //mww.hrma-agrh.gc.ca/hrmm-mgrh/psma-Imfp/psma_e.asp.

Public Service Human Resources Management Agency of Canada (2005b). The
Public Service Modernization Act (PSMA) - Implementation Information
Package (Part 1). 2013.6.20 retrieved from
http: /mww.hrma-agrh.gc.ca/hrmm-mgrh/trouse-kit/iip-pie4_e.asp.

Rubenson, K. (1997). Lifelong learning: Ideology and reality. Paper presented in The
2nd I nternational Conference on Adult Education Research and Its Journal,
Hong Kong (April 15-18).

Rubenson, K. (1997). Lifelong learning: Ideology and reality. Paper presented in The
2nd International Conference on Adult Education Research and Its Journal,
Hong Kong (April 15-18).

Stawick, John (2003). Skills for life: Lifelong Learning Systems in Australia.
2013.6.5 retrieved from http://www.voced.edu.au/content/ngv31487.

Streibel, Michael J. (1991). Instructional Design and Himian Practice: What can We
Learn from Habermas' Theory of Technical and Practical Human Interests. In
Proceedings of Selected Research Presentations at the Annual Convention of

72

B



o

hj;‘\,)[’%

the Association for Educational Communications and Technology. Orlando,
Florida: February 13-17. 2013.6.20 retrieved from
http://www.eric.ed.gov/ERICWebPortal/search/detailmini.jsp? nfpb=true& &
ERICExtSearch SearchValue 0=ED334969&ERICExtSearch SearchType 0=
no&accno=ED334969.

Sun, Sze-Yuan, et al. (2009). An Empirical Study of Civil Servants’

Lifelong —Learning Continuance Intention. Conference paper presented in the
9" | nternational Conference on Electronic Business. Macau, November
30-December 4, 2009.

TBS (the Treasury Board of Canada Secretariat) (2009). 2008-09 Human Resources
Management: Annual Report to Parliament. 2013.6.10 retrieved from
http://mww.tbs-sct.gc.calr eports-rapports/pmt-gpt/2008-2009/pmt-gpttb-eng.as
p.

TBS (the Treasury Board of Canada Secretariat) (2010). 2009-10 Human Resources
Management: Annual Report to Parliament. 2013.6.10 retrieved from
http: //mww.tbs-sct.gc.calreports-rapports/pmt-gpt/2009-2010/pmt-gpttb-eng.as
p.

TBS (the Treasury Board of Canada Secretariat) (2012). 2011-12 Human Resources
Management: Annual Report to Parliament. 2013.6.10 retrieved from
http: //mww.tbs-sct.gc.calreports-rapports/pmt-gpt/2011-2012/pmt-gpt00-eng.a
sp.

The Economist (2010). “Digital economy rankings 2010: Beyond 3-readiness.” A

report from the Economist Intelligence Uniit. 2013.6.30 retrieved from
http: //Mmww-935.ibm.com/services/us/gbs/bus/pdf/eiu_digital-economy-ranki
ngs-2010 final _web.pdf

Tuck, Ron (2007). An Introductory Guide to National Qualifications Frameworks:
Conceptual and Practical 1ssuesfor Policy Makers. Geneva, Switzerland:
ILO.

UIE (UNESCO Institute for Education) (2003).Nurturing the Treasure: Vision and
Strategy 2002-2007. 2013.6.20 retrieved from
http: //mww.unesco.org/education/uie/pdf/MTS.pdf.

Wain, K. (1993). Lifelong education and adult education--The state of the theory.

I nternational Journal of Lifelong Education, 12(2), 85-99.

Werner, J. M. & R. L. Desimone (2009). Evaluating HRD programs. Human

Resource Devel opment (5th ed.). Mason, OH: South-Western Cengage

Learning.



RS

Ny
>

Z Ak
>

>

ERPL B

>

ﬁ ® Ry

% W Rgc 4 ¥ =& (U.S. Office of Personnel Management, U.S.
OPM) M2segs 5 B | . F » fht
% http://www.opm.gov/policy-data-oversight/training-and-development/
2 W22 (US.Code,USC) A4 F M2 28 AR 72 % | (Office
of the Law Revision Counsel ) » 4 1t & http://uscode.house.gov/
75 2% ;2 4L( Code of Federal Regulations, CFR ) 4 34 % F. " 828 2> 3f (The
Federal Register ) https://www.federalregister.gov/ ; " B 2R 2 4R %2 % |
( Office of the Federal Register ) » % 4+
% http://www.ofr.gov/(S(04¢3j52 1 pphf2z5ujsxzawu3))/default.aspx
% B (U.S. Government Printing Office, U.S. GPO ) » % ht
% http://www.gpo.gov/
B2 g~ F2EFT AT 47 (Legal Information Institute, LIT) » $ 1t
% http://www.law.cornell.edu/cfr/text
® ¢ Bl Z 4 (The Library of Congress ) » % 4t
% http://thomas.loc.gov/home/thomas.php

vk < WEZ R €443 s (Treasury Board of Canada Secretariat, TBS ) »
eyt 5 http://www.tbs-sct.gc.ca/tbs-sct/index-eng.asp

‘v £ % 2 F & (Canada School of Public Service, CSPS) » 4 4+
% http://www.csps-efpc.gc.ca/index-eng.aspx

4v £ % 2 3F (Canada Gazette ) > 4kt

% http://www.gazette.gc.ca/gazette/home-accueil-eng.php

4v £ % 22302 &= (Justice Laws Website ) Z 3 #F » R4t

% http://laws-lois.justice.gc.ca/eng/

fo £ X FOREF AL S B % (data.ge.ca) v fent

% http://data.gc.ca/eng/about-datagcca

e £ A i3 A BB E Y ~ v Rxh--MyAccount » 3

ht © https://papp.csps-efpc.gc.ca/Saba/Web/Main

SLEN

E < F B (Australian Public Service School, APS ) » & ht
% http://www.apsc.gov.au/home

B Fcfrg 2 (Common Law ) #3744 » feqt

% http://www.comlaw.gov.au/Home
RN RS AR fer

% http://australia.gov.au/publications



http://www.opm.gov/policy-data-oversight/training-and-development/�
http://uscode.house.gov/�
https://www.federalregister.gov/�
http://www.ofr.gov/(S(o4e3j521pphf2z5ujsxzawu3))/default.aspx�
http://www.gpo.gov/�
http://www.law.cornell.edu/cfr/text�
http://thomas.loc.gov/home/thomas.php�
http://www.tbs-sct.gc.ca/tbs-sct/index-eng.asp�
http://www.csps-efpc.gc.ca/index-eng.aspx�
http://www.gazette.gc.ca/gazette/home-accueil-eng.php�
http://laws-lois.justice.gc.ca/eng/�
http://data.gc.ca/eng/about-datagcca�
https://papp.csps-efpc.gc.ca/Saba/Web/Main�
http://www.apsc.gov.au/home�
http://www.comlaw.gov.au/Home�
http://australia.gov.au/publications�

g

N

o

“{*Ek

> R FORE %% (The Australian National Audit Office, ANAO) »
eyt 5 http://www.anao.gov.au/

> R Fo st ko (Australian Bureau of Statistics) 0 fent
% http://www.abs.gov.au/

> B (Australian Qualifications Framework) & F » st
% http://www.aqf.edu.au/

> EMNOIA R B E Y ~ v sb--My Career, My APS »
ht ¢ https://resources.apsc.gov.au/myaps/home.html

FricH

>  Friedl < F #% (Singapore Civil Service College, SCSC) » & ht
% http://www.cscollege.gov.sg/

> Frhed e PR L (T2 535 2 (Singapore Cooperation Programme ) 4
T oen
% http://www.scp.gov.sg/content/scp/training_partnersagencies/training_pa
rtners.html#tctpio

> Friesl A 4 g E B (Singapore Workforce Development Agency, WSA )
T o 3nt i http:/www.wda.gov.sg/

> 74 B ¥ % % ( Singapore Attorney-General's Chambers ) #7 §£7 37
fegl F L F R E 0 % n 5 http//statutes.age.gov.sg/aol/home.w3p

Hi

» OECDI s & #: % » %4 5 http://www.oecd.org/about/publishing/

> OECD Library (5§ % X356« S H2 T LA 0 bl4ed 4 )

> OECD#*7§x" B = 4 i 4 :=§ 3+ 34 (the Programme for the International
Assessment of Adult Competencies, PIAAC) % F - 4t
% http://www.oecd.org/site/piaac/

> wWE TeANTREE # 4 (The European Qualifications Framework, EQF )
% F > B3 5 http://ec.europa.eu/eqf/home en.htm

> wP TxE8y:+4 | (Lifelong Learning Programme ) & F - %kt
% http://eacea.ec.curopa.eu/llp/

> ERTEF R FERNES % (Office of Qualifications, Examinations
Regulation, Ofqual ) » % 3+
% http://ofqual.gov.uk/qualifications-and-assessments/qualification-framew
orks/

> ed i F R F =5 (New Zealand Qualifications Authority, NZQA ) F»

44t 5 http://www.nzga.govt.nz/

75

g


http://www.anao.gov.au/�
http://www.abs.gov.au/�
http://www.aqf.edu.au/�
https://resources.apsc.gov.au/myaps/home.html�
http://www.cscollege.gov.sg/�
http://www.scp.gov.sg/content/scp/training_partnersagencies/training_partners.html#tctpio�
http://www.scp.gov.sg/content/scp/training_partnersagencies/training_partners.html#tctpio�
http://www.wda.gov.sg/�
http://statutes.agc.gov.sg/aol/home.w3p�
http://www.oecd.org/about/publishing/�
http://www.oecd.org/site/piaac/�
http://ec.europa.eu/eqf/home_en.htm�
http://eacea.ec.europa.eu/llp/�
http://ofqual.gov.uk/qualifications-and-assessments/qualification-frameworks/�
http://ofqual.gov.uk/qualifications-and-assessments/qualification-frameworks/�
http://www.nzqa.govt.nz/�

X
|4

LR OFEA R B EEY R 5



g

a1 254 B 100 R AR LB Y AR 4

SRR o OF RV PR

(g ] T e |FEF RS
1| sesn 19,718 237.1] 73.9] 236.7 209 1.1%
T 1,827] 234.6| 149.3) 234.6| 176] 9. 6%
3 |2 thmiek ¢ oa 191.1] 10.9) 191.1] 0o 0. 0%
444 5oy 11,616| 190.3 91.8| 190.1] 408 3.5%
5 | &4 macr 4,255 178.6| 76.0| 178.5 237 5. 6%
6 gmm‘}’f“”ﬁﬁ 179| 171.8| 108.4| 170.4| 59| 33. 0%
e 14,773 148.5] 56.2| 148.0 510 3.5%
8 |57 rory 1,933 146.9| 69.7 146.8] 58 3. 0%
9 |= wrircnr 3,723| 144.8] 58.1| 144.6] 360 9.7%
10 |/ rcke « % 17 rcs i 308| 140.6] 42.2| 139.7 18] 5.8%
11 |37 mrcrr 7,516| 137.5| 41.6| 136.8] 731 9.7%
12 z‘:iiﬁ,,ﬂ& 3,580 136.9| 80.7 136.9] 542] 15.1%
13 |34 3 serr 2,542 132.5| 41.1| 132.4] 142 5. 6%
1437405 reRy 19,397 130.6] 45.6| 130.5/2, 606] 13.4%
15 |4 8 gircrr 4,424 128.6| 53.1) 128.3) 640 14.5%
16|55tk ¢ 510 126.3] 11.4) 126.3] 2| 3. 0%
17 ;z;iﬁg’}””% 23| 126.1] 1.9 126.1] 2| 8.7%
18 |2 i st 5,462 125.1] 42.4| 124.9] 951] 17.4%
19 |2 it 28 4,113 124.4) 29.3| 123.8] 130 3.2%
20 |2 7327 15,110 123.6] 41.7] 123.1]2,486] 16.5%
21 |# #EiscAr 4,308 123.4) 45.1| 122.6] 885 20.5%
22 |p4 7 11,944 1220 32,0 121.3] 882 7.4%
23 |4 S s scrr 3,144| 121.2| 33.0] 121.2] 726 23.1%
2 | s e 5,992| 120.7 27.5 119.9] 369 6.2%
% Zm’%@ fewid 68| 119.1 19.4| 118.6/ 9 1.3%
26 |15 Ry 2,795 119.0] 26.6| 118.9] 00| 21.5%

77



g

FIRETF RSP

2| g 279 118.3| 16.4| 118.0] 44| 15.8%
28 ;mm FEHELR 79| 117.3| 21.5 116.0] 6 7. 6%
29 |17 Fern a3+ 579 116.9) 5.4) 115.8] 21| 3.6%
30 |3 227 sorr 19,281] 114.1] 23.4] 113.9]2, 462 12. 8%
31 | 7 e e % 7,479] 113.1] 36.5| 112.3] 507 6.8%
39 |37+ K 5oy 3,679 112.7] 33.5 112.7 877 23.8%
33 Eiﬁf;??g»“? 11,150] 111.5| 26.7| 111.0] 881 7. 9%
MY 196] 111.1] 8.0 111.1] 34] 17.3%
35 ;:?%ﬁwﬁ%*w 141 11100 20.1] 110.9] 10| 7. 1%
36 | 2 28 1,385 109.8| 14.7] 109.3] 232 16. 8%
37| r i gy % 2,603 108.9] 13.2 108.7 228 8. 8%
38 37+ w2k ¢ oa 107.9] 22.7] 1079 3 12 5%
39w rcram w3 802| 105.6| 21.4] 105.1] 30 3.7
40 |4 kg 30| 105.2] 14.4] 105.2] 5 16.7%
A Frmp £1 R ¢ 4,501 103.0| 24.4] 102.4] 575 12. 8%
42 |8 0 ery 26,563 100.8| 20.4| 100.4|3,359 12.6%
43 [y B sy 9,536| 100.6] 37.8] 100.4]1,931] 20.2%
M T, o4 100.4] 59.1] 100.4] 1] 424
45| Mpa gt R ¢ 469] 100.3] 11.5] 99.0] 100 21.3%
46 | B & g oy 6,601 100.2] 50.7 99.9]1,565 23.7%
47 gm’“‘*”%&iﬁ 296/ 99.9 9.9/ 99.9 52| 17.6%
48 |4 4 sk o5 98.2| 15.2 98.2 1| 4 0y
49 | p 2 220 o7.4] 53.6] 97.4] 1] 0.4y
50 gmwaw&zﬁ 158 93.7 8.7 93.3| 27 17.1%
51| & 55 e o4l 917 362 917 o 8.3%
59 |4 4 4 Fo Ry g0l 91.4 202 89.0 15 16.9%
53 |% 3= 833 912 9.0/ 91.1] 220] 264y
5407 72 B ¢ 100 89.6 10.0 89.4 10| 10.0%

78



g

55 16754 R ¢ o34] 88.9 6.1 7.7 75 32 1%
56 | st T £ R £ 03| 87.3 17.3 87.3| 17| 18.3%
57 |/ R & o1] 8.7 67.0 83.5 1] 4.8%
58 gﬁ’%@mﬂ?iﬁ 670 84.0| 15.9] 83.2 206 30.7%
59 [ Bk € o1] 83.7 53.0 83.7 10| 47.6%
60 47 2 16,361| 83.3| 25.7| 82.7/3,903 23.9%
61 iaie 4 roit 20| 82,00 22.71 s2.0 4 13.8%
62 % #HiK ¢ 23| 81.6| 39.2] s81.6| 8| 348
63 |7 T ELF ¢ o24| 79.8] 21.8 79.2 47 21. 0%
64 |Frcrm i £ R ¢ 1,089, 79.5 7.6/ 78.6| 212 19.5%
65 |~ it 1t R ¢ o14] 78.9] 14.8 78.6 75 35.0%
66 |4 2k 121 76,9 4.9 76.9 19 15.7%
67 |45 ¢ 53 75.8 48.2] 75.8] 18| 34.0%
63 z’gﬂgﬁﬁﬁ“&%g o18| 75.6| 7.0 75.6| 274| 29.8%
69 [ iz 2tk ¢ 1 5.1 209 1] 4 5714
70 |& ot 1,126) 74.3 9.1 74.3| 538| 47.8%
e 304 710 119 7.0 54 17.8%
72 |4 i 2w 205| 68.8] 8.8 67.2 60 29.3%
73 |5 20 k¢ 88| 68.4 18.0 68.4 20 33 0%
4|7 R € 21 8.1 27.2] 68.1] 3| 14.3%
75 |7 sk 303| 66.2] 13.6] 65.0 143 36.4%
76 |7 Fe b7 A 145/ 66.2] 16.8 65.5 194 43.6%
e 335| 64.6| 3.8 64.5 149 44.5%
8¢ Lt ora| 640 7.1 62.3 131 47.8%
79 |2 2 58| 62.2] 8.9 62.0 190 53.1%
80 |7 ¢ 4 132 53.5 5.2 506 76 57. 6%
81 | st rr oad| 51.5 5.1 49.2] 139 57. 0%
82 |7 % ¢ 26| 50.3 16.5| 50.3] 15 57.7%
83 | L5 ¢ o1 50.0/ 22.0| s50.0] 17 81.0%
844 % ¢ odf 48.4 7.0 48.4] 58| 61.7%

79



g

85 |7 i 2 10,505| 48.0 s.6] 47.5[7, 111] 67.7%
86 | 5 4 ¥ 2k ¢ o8| 43.8| 13.7] 43.8| 0o o0 0
87|41 ¢ ¢ 64 41.5 16.5 36.3] 42 65.6%
88 [FFrc ¥ 14 f ¢ L7114 414 9.0 a1.2[1,433) 83. 6%
89 [igiee 4 8 1w sy 453 41.1) 13.0] 41.1] 328] 72. 4%
00 |+ 15t % ¢ 371 40.0] 2.5 375 o o0 0%
91 |37 7 % ¢ 0] 37.1] 8.2 37.1] 47 67 1%
02 M7z » & 2% 45 33.1] 4.2 33.0 36 80.0%
03 | = 2 2 455 31.0] 3.0 26.0 367 80.7%
04 | £ % Ziik & o1] 26.0 6.0 26.0 16/ 762
05 | S 157 % ¢ s/ 18.0] 3.0 18.0] 27 50 0%
06 | 4 P 2isk ¢ 10 16.7 1.5 16.7  10] 100. 0%
07 | 22 12 ;ﬁ”ﬁé
08 |33 = 5eik ;ﬁ”E%
99 | B 7 >k i;ﬁg?
00|~ A AR & ;ﬁ ks

£ 3 284,200 125.3 39.8| 124.9/43,02 15.1%

CHURIES SR = SRR

I rRPBD ) EEEER ] e

80



ek 2 1 2010 & >3k dcix A (digital economy ) £ L2 4 #iez R

2010rank 2009

(of 70)

L= T B T I N

W oW W W W R R RN R RN R R R R R O e e e e
F S VT I U = = T~ T+~ TR Y - SO ¥ TR SR R R Y = S~ T+ BT B - S ¥, I S PE R R S = |

35

Note: A four-decimal score is used to determine each country’s rank.

F 4L kR : The Economist, 2010: 4

rank

35

Country
Sweden
Denmark
United States
Finland
Netherlands
Norway
Hong Kong
Singapore
Australia
New Zealand
Canada
Taiwan
South Korea
United Kingdom
Austria
Japan
Ireland
Germany
Switzerland
France
Belgium
Bermuda
Malta
Spain
Estonia
Israel
Italy
Portugal
Slovenia
Chile
Czech Republic
United Arab Emirates
Greece

Lithuania

Hungary

2010 score
(of 10)
8.49
8.41
8.41
8.36
8.36
8.24
8.22
8.22
8.21
8.07
8.05
1.99
1.94
7.89
1.88
7.85
1.82
7.80
.72
1.67
1.52
1.47
7.32
7.31
1.06
6.96
6.92
6.90
6.81
6.39
6.29
6.25
6.20
6.14
6.06

2009
score
8.67
8.87
8.60
8.30
8.64
8.62
8.33
8.35
8.45
8.21
8.33
7.86
7.81
8.14
8.02
7.69
1.84
7.85
8.15
7.89
771
7.7
7.46
7.24
7.28
7.09
7.09
6.86
6.63
6.49
6.46
6.12
6.33
6.34
6.04

2010 rank
(of 70)
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69
70

2009

rank

38
37
36
39
41
40
42
43
44
47
45
48
46
49
52
50
51
53
54
55
56
57
58
59
60
61
64
63
62
65
66
69
67
68
70

Country
Malaysia
Latvia
Slovakia
Poland
South Africa
Mexico
Brazil
Turkey
Jamaica
Bulgaria
Argentina
Romania
Trinidad & Tobago
Thailand
Colombia
Jordan
Saudi Arabia
Peru
Philippines
Venezuela
China
Egypt
India
Russia
Ecuador
Nigeria
Vietnam
SriLanka
Ukraine
Indonesia
Pakistan
Kazakhstan
Algeria
Iran
Azerbaijan

2010 score
(of 10)
5.93
5.79
5.78
5.70
5.61
5.53
5.27
5.24
5.21
5.05
5.04
5.04
4.98
4.86
4.81
476
4.75
4.66
4.47
4.34
4.28
4.21
411
3.97
3.90
3.88
3.87
3.81
3.66
3.60
3.55
3.44
3.31
3.24
3.00

2009
score
5.87
5.97
6.02
5.80
5.68
5.73
5.42
5.34
5.33
511
5.25
5.07
514
5.00
4.84
4.92
4.88
4.75
4.58
4.40
4.33
4.33
417
3.98
3.97
3.89
3.80
3.85
3.85
3.51
3.50
2zl
3.46
3.43
2.97

g
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3 5 U.S.C. 4101 5USC 4101 oo

NB: This unofficial compilation of the U.S Code is current as of Jan. 4, 2012 (see http://www.law.cor nell.edu/uscode/uscprint.html).

TITLE 5 - GOVERNMENT ORGANIZATION AND EMPLOYEES
PART Ill - EMPLOYEES
Subpart C - Employee Performance
CHAPTER 41 - TRAINING

84101. Definitions

For the purpose of this chapter—

(1) “agency”, subject to section 4102 of thistitle, means—
(A) an Executive department;
(B) anindependent establishment;
(C) aGovernment corporation subject to chapter 91 of title 31;
(D) theLibrary of Congress,
(E) the Government Printing Office; and
(F) the government of the District of Columbig;

(2) “employee”, subject to section 4102 of thistitle, means—
(A) anindividual employed in or under an agency; and
(B) acommissioned officer of the Environmental Science Services Administration;

(3) “Government” means the Government of the United States and the government of the District of
Columbia;
(4) “training” means the process of providing for and making available to an employee, and placing
or enrolling the employee in, a planned, prepared, and coordinated program, course, curriculum,
subject, system, or routine of instruction or education, in scientific, professional, technical, mechanical,
trade, clerical, fiscal, administrative, or other fields which will improve individual and organizational
performance and assist in achieving the agency’ s mission and performance goals;
(5) “Government facility” means property owned or substantially controlled by the Government and
the services of any civilian and military personnel of the Government; and
(6) “non-Government facility” means—
(A) the government of a State or of a territory or possession of the United States including the
Commonwealth of Puerto Rico, and an interstate governmental organization, or aunit, subdivision,
or instrumentality of any of the foregoing;
(B) aforeign government or international organization, or instrumentality of either, which is
designated by the President as eligible to provide training under this chapter;
(C) amedicdl, scientific, technical, educational, research, or professional institution, foundation,
or organization;
(D) abusiness, commercial, or industria firm, corporation, partnership, proprietorship, or other
organization;
(E) individuals other than civilian or military personnel of the Government; and
(F) the services and property of any of the foregoing furnishing the training.

(Pub. L. 89-554, Sept. 6, 1966, 80 Stat. 432; Pub. L. 90206, title |1, § 224(a), Dec. 16, 1967, 81 Stat.
642; Pub. L. 97-258, § 3(a)(8), Sept. 13, 1982, 96 Stat. 1063; Pub. L. 103-226, § 2(2)(1), Mar. 30, 1994,
108 Stat. 111.)
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Historical and Revision Notes

Derivation U.S. Code Revised Statutes and
Statutes at Large
5 U.S.C. 2302. July 7, 1958, Pub. L. 85-507, § 3, 72
Stat. 328.

In paragraph (1), the word “agency” is substituted for “department”. Reference to the “ General Accounting
Office” is omitted asincluded in “independent establishment” because of the definition in section 104.

In paragraph (2)(B), the words “in the Department of Commerce” are omitted as unnecessary.

In paragraph (6)(C), the word “agency” is omitted as unnecessary and to avoid confusion with the word
“agency” defined by paragraph (1).

In paragraph (6)(E), the words “individuals other than civilian or military personnel of the Government”
are substituted for “an individual not a civilian or military officer or employee of the Government of the
United States or of the municipal government of the District of Columbia”’ to conform to paragraph (5).

The definition of “Commission” in former section 2302 (4) is omitted as unnecessary as the title “ Civil
Service Commission” isfully set out the first timeit is used in each section of this chapter.

Standard changes are made to conform with the definitions applicable and the style of thistitle as outlined
in the preface to the report.
Amendments

1994—Par. (4). Pub. L. 103-226 substituted “fieldswhich will improveindividual and organizational performance and
assist in achieving the agency’ s mission and performance goals;” for “fields which are or will be directly related to the
performance by the employee of official duties for the Government, in order to increase the knowledge, proficiency,
ability, skill, and qualifications of the employee in the performance of official duties;”.

1982—FPar. (1)(C). Pub. L. 97-258 substituted “ chapter 91" for “sections 846852 or 856-859".

1967—Par. (2)(B). Pub. L. 90206 substituted “Environmental Science Services Administration” for “Coast and
Geodetic Survey”.

Effective Date of 1967 Amendment

Amendment by Pub. L. 90-206 effective Dec. 16, 1967, see section 220(a)(1) of Pub. L. 90-206, set out as an Effective
Date note under section 3110 of thistitle.

Transfer of Functions

For transfer of Environmental Science Services Administration to National Oceanic and Atmospheric Administration,
see Transfer of Functions note set out under section 5541 of thistitle.

Delegation of Functions

Functions of President under subsec. (6)(B) of this section delegated to head of each agency concerned, see section
402 of Ex. Ord. No. 11348, Apr. 20, 1967, 32 F.R. 6335, set out as a note under section 4103 of thistitle.
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TITLE 5 - GOVERNMENT ORGANIZATION AND EMPLOYEES
PART Ill - EMPLOYEES
Subpart C - Employee Performance
CHAPTER 41 - TRAINING

§4103. Establishment of training programs

(&) Inordertoassistin achieving an agency’ s mission and performance goals by improving employee
and organizational performance, the head of each agency, in conformity with this chapter, shall
establish, operate, maintain, and evaluate a program or programs, and a plan or plans thereunder,
for the training of employees in or under the agency by, in, and through Government facilities and
non-Government facilities. Each program, and plan thereunder, shall—
(1) conform to the principles, standards, and related requirements contained in the regulations
prescribed under section 4118 of thistitle;

(2) provide for adequate administrative control by appropriate authority;

(3) provide that information concerning the selection and assignment of employees for training
and the applicable training limitations and restrictions be made available to employees of the
agency; and
(4) provide for the encouragement of self-training by employees by means of appropriate
recognition of resultant increases in proficiency, skill, and capacity.

Two or more agencies jointly may operate under atraining program.

(b) (1) Notwithstanding any other provision of this chapter, an agency may train any employee of

the agency to prepare the employee for placement in another agency if the head of the agency
determines that such training would be in the interests of the Government.

(2) In selecting an employee for training under this subsection, the head of the agency shall
consider—

(A) the extent to which the current skills, knowledge, and abilities of the employee may be
utilized in the new position;
(B) the employee's capahility to learn skills and acquire knowledge and abilities needed in
the new position; and
(C) the benefits to the Government which would result from such training.

(c) Thehead of each agency shall, on aregular basis—

(1) evaluate each program or plan established, operated, or maintained under subsection (a) with
respect to accomplishing specific performance plans and strategic goals in performing the agency
mission; and

(2) modify such program or plan as needed to accomplish such plans and goals.

(Pub. L. 89-554, Sept. 6, 1966. 80 Stat. 433; Pub. L. 95-454, title 111, § 304, Oct. 13, 1978, 92 Stat. 1146;
Pub. L. 103226, § 2(a)(2), Mar. 30, 1994, 108 Stat. 111; Pub. L. 108-411, title 11, § 201(a), Oct. 30,
2004, 118 Stat. 2311.)

Historical and Revision Notes

Derivation U.S. Code Revised Statutes and
Statutes at Large
5 U.S.C. 2306. July 7, 1958, Pub. L. 85-507, 87, 72
Stat. 331.

The words “Within two hundred and seventy days after the date of enactment of this Act [July 7, 1958]"
are omitted as obsol ete.
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In paragraph (1), reference to the effective date of the regulationsis omitted as obsol ete.

Standard changes are made to conform with the definitions applicable and the style of thistitle as outlined
in the preface to the report.

Amendments
2004—Subsec. (c). Pub. L. 108411 added subsec. ().

1994—Subsec. (8). Pub. L. 103-226, §2(a)(2)(A)(i), in introductory provisions, substituted “In order to assist in
achieving an agency’s mission and performance goals by improving employee and organizational performance, the
head of each agency, in conformity with this chapter, shall establish, operate, maintain, and evaluate” for “In order
to increase economy and efficiency in the operations of the agency and to raise the standards of performance by
employees of their official dutiesto the maximum possiblelevel of proficiency, the head of each agency, in conformity
with this chapter, shall establish, operate, and maintain”.

Subsec. (a)(3), (4). Pub. L. 103-226, § 2(a)(2)(A)(ii)—(iv), added par. (3) and redesignated former par. (3) as (4).

Subsec. (b)(1). Pub. L. 103-226, § 2(8)(2)(B)(i), substituted “ determines that such training would be in theinterests of
the Government.” for “determinesthat the employee will otherwise be separated under conditions which would entitle
the employee to severance pay under section 5595 of thistitle.”

Subsec. (b)(2). Pub. L. 103-226, 8 2(a)(2)(B)(ii), (iii), redesignated par. (3) as (2), in subpar. (C) substituted “such
training” for “retaining the employee in the Federa service”, and struck out former par. (2) which read as follows:

“Before undertaking any training under this subsection, the head of the agency shall obtain verification from the Office
of Personnel Management that there exists a reasonable expectation of placement in another agency.”

Subsec. (b)(3). Pub. L. 103-226, § 2(a)(2)(B)(ii), redesignated par. (3) as (2).
1978—Pub. L. 95454 designated existing provisions as subsec. (a) and added subsec. (b).

Effective Date of 1978 Amendment

Amendment by Pub. L. 95454 effective 90 days after Oct. 13, 1978, see section 907 of Pub. L. 95454, set out as
anote under section 1101 of thistitle.

Optional Participation of Federal Employees in AIDS Training Programs
Pub. L. 104-146, § 9, May 20, 1996, 110 Stat. 1373, provided that:

“(@) In Genera.—Notwithstanding any other provision of law, a Federal employee may not be required to attend or
participateinan AIDS or HIV training program if such employee refusesto consent to such attendance or participation,
except for training necessary to protect the health and safety of the Federal employee and the individuals served by
such employees. An employer may not retaliate in any manner against such an employee because of the refusal of
such employee to consent to such attendance or participation.

“(b) Definition.—As used in subsection (a), the term ‘Federal employee’ has the same meaning given the term
‘employee’ in section 2105 of title 5, United States Code, and such term shall include members of the armed forces.”

Experimental Program Relating to Acceptance of Voluntary Services From
Participants in Executive Exchange Program

Pub. L. 101416, 8§ 1, Oct. 12, 1990, 104 Stat. 902, authorized a 90-day extension of programs established under Pub.
L. 99424 for individuals who were participating in the program on the expiration date.

Pub. L. 99-424, Sept. 30, 1986, 100 Stat. 964, asamended by Pub. L. 101-87, Aug. 16, 1989, 103 Stat. 595, authorized
President to establish an experimental program, to be conducted during fiscal years 1987 through 1990, under which
voluntary services could be accepted by the Government, without regard to 31 U.S.C. 1342.

Department of Homeland Security

Exception from provisions of subsec. (a)(1) of this section of those elements of the Department of Homeland Security
that are supervised by the Under Secretary of Homeland Security for Information Analysisand Infrastructure Protection
through the Department’ s Assistant Secretary for Information Analysis, see Ex. Ord. No. 13286, § 86, Feb. 28, 2003,
68 F.R. 10632, set out as a note under section 111 of Title 6, Domestic Security.
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Exception of Central Intelligence Agency from certain provisions of subsec. (a)(1) of this section, see Ex. Ord. No.

10805, Feb. 18, 1959, 24 F.R. 1301, set out as a note under section 4102 of thistitle.

Ex. Ord. No. 11348. Further Training of Government Employees

Ex. Ord. No. 11348, Apr. 20, 1967, 32 F.R. 6335, as amended by Ex. Ord. No. 12107, Dec. 28, 1978, 44 F.R. 1055,

provided:

By virtue of the authority vested in me by section 301 of Title 3 of the United States Code and by section 2 of the Act

of July 7, 1958 (72 Stat. 327), it is ordered as follows:

Part I—General

Section 101. () Asused in thisorder, the terms“ agency”, “employee”, “Government”, and “training”, have meanings

given to those terms, respectively, by section 4101 of Title 5, United States Code.

(b) “Interagency training” meanstraining provided by one agency for other agencies or shared by two or more agencies.

Sec. 102. Itisthepolicy of the Government of the United Statesto devel op its employeesthrough the establishment and
operation of progressive and efficient training programs, thereby improving public service, increasing efficiency and
economy, building and retaining a force of skilled and efficient employees, and installing and using the best modern

practices and techniques in the conduct of the Government’ s business.

Sec. 103. The Office of Personnel Management shall provide leadership and guidance to insure that the policy set

forth in section 102 is carried out.

Part 1I—Office of Personnel Management Responsibilities

Sec. 201. The Office of Personnel Management shall plan and promote the development, improvement, coordination,
and evaluation of training in accordance with chapter 41 of Title 5, United States Code, and with the policy set forth

in section 102 of this order.

Sec. 202. In carrying out its responsibilities under chapter 41 of Title 5, United States Code, and section 201 of this

order, the Office shall:
(8) Advise the President on means for furthering and strengthening programs of training;

(b) Counsel heads of agencies and other agency officials on the improvement of training;

(c) Assist agencies to develop sound programs and financial plans for training and provide advice, information, and

assistance to agencies on planning, programming, budgeting, operating, and evaluating training programs,

(d) Identify functional areasin which new or expanded interagency training activity is needed and either conduct such

training or arrange for agencies having the substantive competence to do so;

(e) Coordinate interagency training conducted by and for agencies (including agencies and portions of agencies

excepted by section 4102 (a) of Title 5, United States Code);

(f) Encourage agencies to make appropriate use of non-Government training resources,

(g) Develop, ingtall, and maintain a system to provide the training data needed to carry out its own functions and to

provide staff assistance to the President; and

(h) Providefor identification and dissemination of findings of research into training technology and undertake or assign

to other agencies, such research projects as may be needed.

Part Ill—Agency Responsibilities and Operations

Sec. 301. The head of each agency shall plan, program, budget, operate, and evaluate training programs in accordance

with chapter 41 of Title 5, United States Code, and with the policy set forth in section 102 of this order.
Sec. 302. The head of each agency shall:

(a) Foster employee self-development by creating a work environment in which self-development is encouraged,
by assuring that opportunities for training and self-study materials are reasonably available, where the employee is

stationed, and by recognizing self-initiated improvement in performance;

(b) Provide training for employees without regard to race, creed, color, national origin, sex, or other factors unrelated

to the need for training;
(c) Establish and make full use of agency facilities for training employees;
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(d) Extend agency training programs to employees of other agencies (including agencies and portions of agencies
excepted by section 4102 (a) of Title 5, United States Code) and assign hisemployeesto interagency training whenever

thiswill result in better training, improved service, or savings to the Government;

(e) Establish interagency training facilitiesin areas of substantive competence as arranged by the Office of Personnel
Management; and

(f) Use non-Government training resources as appropriate.

Sec. 303. In carrying out his responsibilities, the head of each agency shall, consonant with chapter 41 of Title 5,

United States Code, this order, and regulations of the Office of Personnel Management:

(a) Review periodically, but not less often than annually, the agency’s program to identify training needed to bring

about more effective performance at the least possible cost;
(b) Conduct periodic reviews of individual employee's training needs as related to program objectives;

(c) Conduct research related to training objectives and required for program improvement and effectiveness;

(d) Plan, program, and evaluate training for both short and longrange program needs by occupations, organizations,

or other appropriate groups;

(e) Establish priorities for needed training, and provide for the use of funds and manhours in accordance with these

priorities;

(f) Utilize the flexibility of work assignments to provide work experience which promotes growth leading to higher

quality and greater quantity of work done;
(g) Establish training facilities and services as needed;

(h) Monitor the effectiveness with which self-development is encouraged and on-the-job training is provided at all
levels; and

(i) Establish criteria for the selection of employees for training; and

(j) Approve the acceptance of any contributions, awards, or payments to employees authorized by section 401(b) of

this order and regulations issued by the Office of Personnel Management.

Part IV—Delegations
Sec. 401. Thefollowing functionsvested in the President are hereby del egated to the Office of Personnel Management:

(a) The authority under section 4102 (b)(1) of Title 5, United States Code, to designate any agency or part thereof,
or any employee or employees therein, as excepted from any provision of chapter 41, of Title 5, United States Code,
other than sections 4102, 4111 (b), and 4112; and to designate any such agency or part thereof, or any employee or
employeestherein previously excepted, as again subject to chapter 41 of Title 5, United States Code, or any provision

of that chapter.

(b) The authority under section 4111 (a) of Title 5, United States Code, to fix by regulation the extent to which the

contributions, awards, and payments referred to in that section may be made to and accepted by employees.

Sec. 402. The authority vested in the President by section 4101 (6)(B) of Title 5, United States Code, to designate a
foreign government or international organization or instrumentality of either as eligible to provide training, is hereby
delegated to the head of each agency for his employees except that each such designation shall be made only after
the agency head concerned has obtained and given due consideration to the advice of the Department of State thereon
prior to the first use of such training facility and thereafter periodically but not less often than once every three years.

Part V—Revocation of Prior Order
Sec. 501. Executive Order No. 10800 of January 15, 1959, is hereby revoked.

Executive Order No. 11451

Ex. Ord. No. 11451, Jan. 19, 1969, 34 F.R. 921, as amended by Ex. Ord. No. 12107, Dec. 28, 1978, 44 F.R. 1055,
which established the President’ s Commission on Personnel | nterchange, was superseded by Ex. Ord. No. 12136, May

15, 1979, 44 F.R. 28771, formerly set out below.

Executive Order No. 12136
Ex. Ord. No. 12136, May 15, 1979, 44 F.R. 28771, which continued the President’s Commission on Personnel

Interchange and renamed it the President’ s Commission on Executive Exchange, was revoked by Ex. Ord. No. 12493,

Dec. 5, 1984, 49 F.R. 47819, formerly set out below.
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Executive Order No. 12493

Ex. Ord. No. 12493, Dec. 5, 1984, 49 F.R. 47819, asamended by Ex. Ord. No. 12516, May 21, 1985, 50 F.R. 21417; Ex.
Ord. No. 12602, July 15, 1987, 52 F.R. 27187, which continued the President’s Commission on Executive Exchange,
was revoked by Ex. Ord. No. 12760, 8 2, May 2, 1991, 56 F.R. 21062, set out below.

Ex. Ord. No. 12574. Establishing Experimental Program Within President’s
Commission on Executive Exchange

Ex. Ord. No. 12574, Nov. 20, 1986, 51 F.R. 42199, provided:

By the authority vested in me as President by the Constitution and statutes of the United States of America, including
the Executive Exchange Program Voluntary Services Act of 1986 (5 U.S.C. 4103 note, 100 Stat. 964), it is hereby
ordered asfollows:

Section 1. Establishment of the Program. Effective October 1, 1986, there is established, within the Executive
Exchange Program of the President’s Commission on Executive Exchange, an experimental program under which
Executive agencies of the government may accept voluntary services for the United States from private sector
participants in the Executive Exchange Program.

Sec. 2. Program Limits. The experimental program shall be conducted during the fiscal years 1987 through 1989,
and not more than ten individuals may commence participation in the program during any fiscal year. Acceptance of
voluntary services from such individuals may not result in the displacement of any employee of the government.

Sec. 3. Participant Restrictions. An individual participating in the experimental program shall be considered an
employee of the agency to which assigned for purposes of any laws, rules, and regulations of the United States, except
that such individual shall not be covered by chapters 51, 53, 63, 83, 87, or 89 of title 5, United States Code, or any
comparable provisionsrelating to classification, pay, leave, retirement, lifeinsurance, or health benefitsfor employees
of the government.

Ronald Reagan.

Ex. Ord. No. 12760. President’s Commission on Executive Exchange
Ex. Ord. No. 12760, May 2, 1991, 56 F.R. 21062, provided:

By the authority vested in me as President by the Constitution and the laws of the United States of America, it is
hereby ordered as follows:

Section 1. The President’'s Commission on Executive Exchange is hereby abolished. The Director of the Office of
Personnel Management shall be responsible for terminating the functions of the Commission, which shall be completed
no later than September 30, 1991.

Sec. 2. Executive Order No. 12493 of December 5, 1984 is revoked.
George Bush.

Ex. Ord. No. 13111. Using Technology To Improve Training Opportunities for
Federal Government Employees

Ex. Ord. No. 13111, Jan. 12, 1999, 64 F.R. 2793, as amended by Ex. Ord. No. 13188, Jan. 12, 2001, 66 F.R. 5419;
Ex. Ord. No. 13218, § 3(a), June 20, 2001, 66 F.R. 33628; Ex. Ord. No. 13316, § 3(a), Sept. 17, 2003, 68 F.R. 55255,
provided:

Advances in technology and increased skills needs are changing the workplace at an ever increasing rate. These
advances can make Federal employees more productive and provide improved service to our customers, the American
taxpayers. We need to ensure that we continue to train Federal employeesto take full advantage of these technological
advances and to acquire the skills and learning needed to succeed in a changing workplace. A coordinated Federal
effort is needed to provide flexible training opportunities to employees and to explore how Federal training programs,
initiatives, and policies can better support lifelong learning through the use of learning technology.

To help us meet these goals, | am creating a task force on Federal training technology, directing Federal agencies
to take certain steps to enhance employees' training opportunities through the use of training technology, and an
advisory committee on the use of training technology, which also will explore options for financing the training and
post-secondary education needed to upgrade skills and gain new knowledge.

Therefore, by the authority vested in me as President by the Constitution and the laws of the United States of America,
including the Federal Advisory Committee Act, as amended (5 U.S.C. App.), and in furtherance of the purposes of
Chapter 41 of title 5, United States Code, the Government Employees Training Act of 1958 (Public Law 85-507 [see
Tablesfor classification]), asamended, and Executive Order 11348, “ Providing for the Further Training of Government
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Employees,” [set out above] and in order to make effective use of technology to improve training opportunities for

Federal Government employees, it is ordered as follows:

Section 1. Establishment of the President’s Task Force on Federal Training Technology. (a) The “President’s Task
Force on Federal Training Technology” (Task Force) isestablished. The Task Force shall provide leadership regarding
the effective use of technology in training and education; make training opportunities an integral part of continuing
employment in the Federal Government; and facilitate the ongoing coordination of Federal activities concerning the
use of technology in training. The Task Force shall consist of the heads of the following departments and agencies or
their representatives: the Departments of State, the Treasury, Defense, Justice, Interior, Agriculture, Commerce, Labor,
Health and Human Services, Housing and Urban Devel opment, Transportation, Energy, and Education; the Office of
Personnel Management, General Services Administration, Environmental Protection Agency, National Aeronautics
and Space and Administration, Small Business Administration, and Social Security Administration; a representative
from the Small Agency Council; and representatives from other relevant agencies and related Federal councils, as

determined by the Chair and Vice Chair of the Task Force.

(b) Within 30 days of the date of this order, the head of each agency or council shall designate asenior official to serve
as a representative to the Task Force. The representative shall report directly to the agency head or the President’s

Management Council member on the agency’s or council’s activities under this order.

(c) The Director of the Office of Personnel Management (OPM) shall be the Chair and the representative from the

Department of Labor shall be the Vice Chair of the Task Force.
(d) The Chair and Vice Chair shall appoint an Executive Director.
(e) The Task Force member agencies shall provide any required staffing and funding, as appropriate.

Sec. 2. Duties of the Task Force. (a) Within 18 months of the date of this order, the Task Force shall develop and
recommend to the President, through the Assistant to the President for Economic Policy and the Assistant to the
President for Science and Technology, a policy to make effective use of technology to improve training opportunities
for Federal Government employees. The policy should promote and integrate the effective use of training technologies
to create affordable and convenient training opportunities to improve Federal employee performance. The Task Force
shall seek the views of experts from industry, academia, and State and local governments as the Task Force proceeds,

as appropriate. Specifically, the Task Force shall:

(1) develop strategies to improve the efficiency and availability of training opportunities for Federal Government

employees;

(2) form partnerships among key Federal agencies, State and local governments, businesses, universities, and other

appropriate entities to promote the development and use of high-quality training opportunities;

(3) analyze the use of technology in existing training programs and policies of the Task Force member agencies to

determine what changes, modifications, and innovations may be necessary to advance training opportunities;

(4) in consultation with the Department of Defenseand the National I nstitute of Standardsand Technology, recommend
standardsfor training software and associated services purchased by Federal agenciesand contractors. These standards
should be consistent with voluntary industry consensus-based commercia standards. Agencies, where appropriate,
should use these standards in procurements to promote reusable training component software and thereby reduce

duplication in the development of courseware;

(5) evaluate and, where appropriate, coordinate and collaborate on, research and demonstration activities of Task Force

member agencies related to Federal training technology;

(6) identify and support cross-agency training areasthat would particularly benefit from new instructional technologies

and facilitate multiagency procurement and use of training materials, where appropriate;

(7) in consultation with the General Services Administration, the Office of Personnel Management, and the Office of
Federal Procurement Policy of the Office of Management and Budget (OFPP), promote existing and new procurement

vehiclesthat allow agencies to provide innovative training opportunities for Federal employees;

(8) recommend changes that may be needed to existing procurement laws to further the objectives of this order and

forward the recommendations to the Administrator of OFPP; and

(b) develop options and recommendations for establishing a Federal Individual Training Account for each Federa
worker for training relevant to his or her Federal employment. To the extent permitted by law, such accounts may
be established with the funds allocated to the agency for employee training. Approval for training would be within
the discretion of the individual employee’s manager. Options and recommendations shall be reported no later than 6

months from the date of this order.

Sec. 3. Duties of All Federal Agencies. (a) Each Federal agency shall, to the extent permitted by law:
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(1) include as part of its annual budget process a set of goals to provide the highest quality and most efficient training
opportunities possible to its employees, and a set of performance measures of the quality and availability of training
opportunities possible to its employees. Such measures should be, where appropriate, based on outcomes related to

performance rather than time alocation;

(2) identify the resources necessary to achieve the aforementioned goals and performance measures articulated in its

annual performance plan;

(3) and, where practicable, use the standards recommended by the Task Force and published by the Office of Personnel

Management for purchasing training software and associated services; and

(4) subject to the availability of appropriations, post training courses, information, and other learning opportunities
on the Department of Labor’s America' s Learning Exchange (AL X), or other appropriate information dissemination
vehicles as determined by the Task Force, to make information about Federal training courses, information, and other

learning opportunities widely available to Federal employees.

(b) Each Federal agency, to the extent permitted by law, is encouraged to consider how savings achieved through the

efficient use of training technology can be reinvested in improved training for their employees.

Sec. 4. Duties of Specific Federal Agencies. (a) In light of the Office of Personnel Management’s responsibility for
developing Government-wide training policy, coordinating and managing training policy programs, and providing
technical assistance to Federal agencies, the Office of Personnel Management or other appropriate agency as

determined by the Task Force shall:

(2) in consultation with the Task Force, the Department of Defense, the National | nstitute of Standardsand Technology,
the Department of Labor, and other appropriate agencies as determined by OPM, publish the standards for training

software and associated services recommended by the Task Force; and

(2) ensure that qualification standards for civil service positions, where appropriate, reflect standard industry

certification practices.

(b) The Department of Labor or other appropriate agency as determined by the Task Force shall, subject to the

availability of appropriations:

(1) establish a specialized database for Federal training within the framework of the Department of Labor’'s ALX,
or other appropriate information dissemination vehicles determined by the Task Force, to make information about

Federal training courses, information, and other learning opportunities widely available to Federal employees,

(2) establish and maintain atraining technol ogy websitefor agenciesto post training needs and to foster communication

among the agencies and between public and private sector organizations to identify and meet common needs; and

(3) establish a staffed help desk and technology resource center to support Federal agencies using training technology

and to facilitate the development of online training courses.

(c) The Department of Defense or other appropriate agency as determined by the Task Force shall:

(1) in consultation with the National Institute of Standards and Technology, lead Federal participation in business and
university organizations charged with developing consensus standards for training software and associated services

and lead the Federal review of the standards; and

(2) provide guidance to Defense agencies and advise the civilian agencies, as appropriate, on how best to use these
standards for large-scal e development and implementation of efficient and effective distributed learning technol ogies.

(d) Each Executive department shall designate at least one subject area of training that it will use to demonstrate
opportunities in technology-based training and assign an agency leader in the designated area. Leaders in these
training technology experiments shall work closely with other agencieswith similar training interests. Each Executive
department shall develop a plan for measuring and evaluating the effectiveness, cost-effectiveness, and benefits to

employees and the agency for each designated subject area.
[Secs. 5to 7. Revoked by Ex. Ord. No. 13316, § 3(a), Sept. 17, 2003, 68 F.R. 55255, eff. Sept. 30, 2003.]

Sec. 8. Definitions. (a) Asused in this order, the terms* agency,” “employee,” “ Government,” and “training” have the

meaning given to those terms, respectively, by section 4101 of title 5, United States Code.

(b) The term “technology,” means any equipment or interconnected system or subsystem of equipment that is used
in the automatic acquisition, storage, manipulation, management, movement, control, display, switching, interchange,
transmission, or reception of data or information, including computers, ancillary equipment, software, firmware and
similar procedures, services (including support services), and related resources. For purposes of the preceding sentence,
equipment is used by an Executive agency if the equipment is used by the Executive agency directly or isused by a

contractor under a contract with the Executive agency that requires the use of such equipment. The term “technology’

does not include any equipment that is acquired by a Federal contractor incidental to a Federal contract.
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Sec. 9. Judicial Review. This order does not create any enforceable rights against the United States, its agencies, its
officers, or any person.
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TITLE 5 - GOVERNMENT ORGANIZATION AND EMPLOYEES
PART Ill - EMPLOYEES
Subpart C - Employee Performance

§4107.

(@

CHAPTER 41 - TRAINING

Academic degree training

Subject to subsection (b), an agency may select and assign an empl oyee to academic degreetraining

and may pay or reimburse the costs of academic degree training from appropriated or other available
fundsif such training—

(b)

(1) contributes significantly to—
(A) meeting an identified agency training need;
(B) resolving anidentified agency staffing problem; or
(C) accomplishing goalsin the strategic plan of the agency;

(2) ispart of aplanned, systemic, and coordinated agency employee devel opment program linked
to accomplishing the strategic goals of the agency; and

(3) is accredited and is provided by a college or university that is accredited by a nationally
recognized body.

In exercising authority under subsection (a), an agency shall—

(1) consistent with the merit system principles set forth in paragraphs (2) and (7) of section 2301
(b), take into consideration the need to—

(A) maintain a balanced workforce in which women, members of racial and ethnic minority
groups, and personswith disabilities are appropriately represented in Government service; and

(B) provide employees effective education and training to improve organizational and
individual performance;

(2) assure that the training is not for the sole purpose of providing an employee an opportunity
to obtain an academic degree or qualify for appointment to a particular position for which the
academic degree is a basic requirement;
(3) assurethat no authority under this subsectionisexercised on behalf of any employee occupying
or seeking to qualify for—
(A) anoncareer appointment in the senior Executive Service; or
(B) appointment to any position that is excepted from the competitive service because of its
confidential policy-determining, policy-making or policy-advocating character; and
(4) tothe greatest extent practicable, facilitate the use of online degree training.

(Pub. L. 89-554, Sept. 6, 1966, 80 Stat. 435; Pub. L. 101-510, div. A, title X11, § 1206(a), Nov. 5, 1990,
104 Stat. 1659; Pub. L. 103-226, § 2(a)(5), Mar. 30, 1994, 108 Stat. 112; Pub. L. 106-398, §1 [[div. A],
title X1, §1121], Oct. 30, 2000, 114 Stat. 1654, 1654A—315; Pub. L. 107-296, title X111, § 1331(a), Nov.
25, 2002, 116 Stat. 2298.)

@)
(b)

©

Historical and Revision Notes

Derivation U.S. Code Revised Statutes and
Statutes at Large

5 U.S.C. 2313. July 7, 1958, Pub. L. 85-507, § 14,
72 Stat. 334.

5 U.S.C. 2318(d). July 7, 1958, Pub. L. 85-507, §
19(d), 72 Stat. 336.

5U.S.C. 2312. July 7, 1958, Pub. L. 85-507, § 13,
72 Stat. 334.
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The prohibitions are restated in positive form.
In subsection (a)(2), the words “ Executive order” are substituted for “ Executive orders of the President”.

In subsection (c), the words “under authority of this chapter” and “by the Government” are omitted as
unnecessary.

Standard changes are made to conform with the definitions applicable and the style of thistitle as outlined
in the preface to the report.

Amendments

2002—Pub. L. 107-296 amended section catchline and text generally, substituting provisions authorizing selection
and assignment of employees for academic degree training and payment or reimbursement of costs, for provisions
relating to restrictions on degree training or the payment or reimbursement of the costs of training and provisions
setting forth exceptions and special rules with respect to employees of the Department of Defense.

2000—Subsec. (a). Pub. L. 106-398, §1 [[div. A], title XI, §1121(1)], substituted “subsections (b) and (c)” for
“subsection (b)” in introductory provisions.

Subsec. (b)(1). Pub. L. 106-398, § 1 [[div. A], title XI, § 1121(2)], substituted “ subsection (a) or (c)” for “subsection
@
Subsec. (c). Pub. L. 106-398, 8§ 1 [[div. A], title XI, § 1121(3)], added subsec. (c).

1994—Pub. L. 103-226, 8§ 2(a)(5)(A), substituted “Restriction on degree training” for “Non-Government facilities;
restrictions’ in section catchline.

Subsec. (a). Pub. L. 103-226, § 2(a)(5)(B), (C), redesignated subsec. (c) as (a), in introductory provisions substituted
“subsection (b)” for “subsection (d)” and struck out “by, in, or through a non-Government facility” after “employee
for training”, and struck out former subsec. (a) which read as follows: “ Appropriations or other funds available to an
agency are not available for payment for training an employee—

“(2) by, in or through a non-Government facility which teaches or advocates the overthrow of the Government of the
United States by force or violence; or

“(2) by or through an individual concerning whom determination has been made by a proper Government
administrative or investigatory authority that, on the basis of information or evidence developed in investigations and
procedures authorized by law or Executive order, there exists a reasonable doubt of hisloyalty to the United States.”

Subsec. (b). Pub. L. 103-226, §2(a)(5)(B), (D), redesignated subsec. (d) as (b), substituted “subsection (a)” for
“subsection (c)” in par. (1), and struck out former subsec. (b) which read as follows: “This chapter does not authorize
training an employee by, in, or through a non-Government facility a substantial part of the activities of which is—

“(2) carrying on propaganda, or otherwise attempting, to influence legislation; or

“(2) participating or intervening, including publishing or distributing statements, in a political campaign on behalf of
a candidate for public office.”

Subsecs. (c), (d). Pub. L. 103-226, § 2(a)(5)(B), redesignated subsecs. (c) and (d) as (a) and (b), respectively.

1990—Subsec. (c). Pub. L. 101-510, § 1206(a)(1), substituted “ Except as provided in subsection (d) of this section,
this’ for “This” in introductory provisions.

Subsec. (d). Pub. L. 101-510, § 1206(a)(2), added subsec. (d).

Effective Date of 2002 Amendment

Amendment by Pub. L. 107-296 effective 60 days after Nov. 25, 2002, see section 4 of Pub. L. 107-296, set out as
an Effective Date note under section 101 of Title 6, Domestic Security.
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TITLE 5 - GOVERNMENT ORGANIZATION AND EMPLOYEES
PART Ill - EMPLOYEES
Subpart C - Employee Performance
CHAPTER 41 - TRAINING

§4108. Employee agreements; service after training

(@) An employee selected for training for more than a minimum period prescribed by the head of the
agency shall agree in writing with the Government before assignment to training that he will—
(1) continue in the service of his agency after the end of the training period for a period at |east
equal to three times the length of the training period unless he isinvoluntarily separated from the
service of hisagency; and
(2) pay to the Government the amount of the additional expensesincurred by the Government in
connection with histraining if heisvoluntarily separated from the service of hisagency beforethe
end of the period for which he has agreed to continue in the service of his agency.
(b) The payment agreed to under subsection (a)(2) of this section may not be required of an employee
who leaves the service of his agency to enter into the service of another agency in any branch of the
Government unless the head of the agency that authorized the training notifies the employee before
the effective date of his entrance into the service of the other agency that payment will be required
under this section.
(c) If an employee, except an employee relieved of liability under subsection (b) of this section or
section 4102 (b) of this title, fails to fulfill his agreement to pay to the Government the additional
expensesincurred by the Government in connection with histraining, asum equal to the amount of the
additional expenses of training is recoverable by the Government from the employee or his estate by—
(1) setoff against accrued pay, compensation, amount of retirement credit, or other amount due
the employee from the Government; and
(2) such other method asis provided by law for the recovery of amounts owing to the Government.
The head of the agency concerned, under the regulations prescribed under section 4118 of this title,
may waive in whole or in part aright of recovery under this subsection, if it is shown that the recovery
would be against equity and good conscience or against the public interest.

(Pub. L. 89-554, Sept. 6, 1966, 80 Stat. 435; Pub. L. 98-224, §5(a), Mar. 2, 1984, 98 Stat. 48; Pub. L.
103-226, § 2(8)(6), Mar. 30, 1994, 108 Stat. 112; Pub. L. 107-347, title I1, § 209(g)(1)(B), Dec. 17, 2002,
116 Stat. 2932.)

Historical and Revision Notes

Derivation U.S. Code Revised Statutes and
Statutes at Large
5 U.S.C. 2310. July 7, 1958, Pub. L. 85-507, § 11,
72 Stat. 332.

In subsection (@), the last sentence of former section 2310 (@) is omitted as included in the first sentence
of the revised subsection.

In subsection (b), the words, “another agency in any branch of the Government” are coextensive with and
substituted for “another department or of any other agency in any branch of the Government”. Thisis so
because “agency in any branch of the Government” is broader than “agency” as defined for the purpose of
this chapter in section 4101 (1).

Standard changes are made to conform with the definitions applicable and the style of thistitle as outlined
in the preface to the report.
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Amendments

2002—Subsec. (d). Pub. L. 107-347 struck out subsec. (d) which read as follows: “For purposes of this section,
‘training’ includes a private sector assignment of an employee participating in the Executive Exchange Program of
the President’ s Commission on Executive Exchange.”

1994—Subsec. (). Pub. L. 103-226 substituted “for more than a minimum period prescribed by the head of the
agency” for “by, in, or through a non-Government facility under this chapter”.

1984—Subsec. (d). Pub. L. 98-224 added subsec. (d).

Effective Date of 2002 Amendment

Amendment by Pub. L. 107347 effective 120 days after Dec. 17, 2002, see section 402(a) of Pub. L. 107-347, set
out as an Effective Date note under section 3601 of Title 44, Public Printing and Documents.

Department of Homeland Security

Exception from provisionsof thissection of those el ements of the Department of Homeland Security that are supervised
by the Under Secretary of Homeland Security for Information Analysis and Infrastructure Protection through the
Department’s Assistant Secretary for Information Analysis, see Ex. Ord. No. 13286, § 86, Feb. 28, 2003, 68 F.R.
10632, set out as a note under section 111 of Title 6, Domestic Security.

Central Intelligence Agency

Exception of Central Intelligence Agency from provisions of this section, see Ex. Ord. No. 10805, Feb. 18, 1959, 24
F.R. 1301, set out as a note under section 4102 of thistitle.
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TITLE 5 - GOVERNMENT ORGANIZATION AND EMPLOYEES

PART Ill - EMPLOYEES
Subpart C - Employee Performance
CHAPTER 41 - TRAINING

84109. Expenses of training

(@) The head of an agency, under the regulations prescribed under section 4118 (a)(8) of thistitle and
from appropriations or other funds available to the agency, may—
(1) pay al or apart of the pay (except overtime, holiday, or night differential pay) of an employee
of the agency selected and assigned for training under this chapter, for the period of training; and

(2) pay, or reimburse the employee for, al or a part of the necessary expenses of the training,
without regard to section 3324 (a) and (b) of title 31, including among the expenses the necessary
costs of—

(A) travel and per dieminstead of subsistence under subchapter | of chapter 57 of thistitleor,
inthe case of commissioned officersof the National Oceanic and Atmospheric Administration,
sections 474 and 475 of title 37, and the Joint Travel Regulationsfor the Uniformed Services,
(B) transportation of immediate family, household goods and personal effects, packing,
crating, temporarily storing, draying, and unpacking under section 5724 of this title or, in
the case of commissioned officers of the National Oceanic and Atmospheric Administration,
sections 476 and 479 of title 37, and the Joint Travel Regulations for the Uniformed Services,
when the estimated costs of transportation and related services are less than the estimated
aggregate per diem payments for the period of training;
(C) tuition and matriculation fees;
(D) library and laboratory services,
(E) purchase or rental of books, materials, and supplies; and
(F) other services or facilities directly related to the training of the employee.
(b) The expenses of training do not include membership fees except to the extent that the fee is a
necessary cost directly related to the training itself or that payment of the fee is a condition precedent
to undergoing the training.
(¢) Notwithstanding subsection (a)(1) of this section, the Administrator, Federal Aviation
Administration, may pay anindividual trainingto bean air traffic controller of such Administration, and
the Secretary of Defense may pay anindividual training to be an air traffic controller of the Department
of Defense, during the period of such training, at the applicablerate of basic pay for the hoursof training
officially ordered or approved in excess of forty hoursin an administrative workweek.
(d) Notwithstanding subsection (a)(1), afirefighter who is subject to section 5545b of this title shall
be paid basic pay and overtime pay for the firefighter's regular tour of duty while attending agency
sanctioned training.

(Pub. L. 89-554, Sept. 6, 1966, 80 Stat. 436; Pub. L. 90-83, § 1(4), Sept. 11, 1967, 81 Stat. 196; Pub. L.

96-54, § 2(a)(19), Aug. 14, 1979, 93 Stat. 382; Pub. L. 97-258, § 3(8)(9), Sept. 13, 1982, 96 Stat. 1063;
Pub. L. 97276, § 151(a), Oct. 2, 1982, 96 Stat. 1200; Pub. L. 98-224, § 5(b)(2), Mar. 2, 1984, 98 Stat.
48; Pub. L. 98-525, title XV, § 1537(a), Oct. 19, 1984, 98 Stat. 2635; Pub. L. 102-378, § 2(17), Oct.
2,1992, 106 Stat. 1347; Pub. L. 105-277, div. A, § 101(h) [title VI, § 628(c)], Oct. 21, 1998, 112 Stat.
2681-480, 2681-521; Pub. L. 112-81, div. A, title VI, § 631(f)(4)(B), Dec. 31, 2011, 125 Stat. 1465.)
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Historical and Revision Notes

Derivation U.S. Code Revised Statutes and
Statutes at Large
5 U.S.C. 2309. July 7, 1958, Pub. L. 85-507, § 10,
72 Stat. 332.

In subsection (a)(1) and (2), the words “training under this chapter” and “the training” are substituted
for “training by, in, or through Government facilities or non-Government facilities under authority of this
chapter” and “such training”, respectively.

In subsection (8)(2)(A), the words “and the Standardized Government Travel Regulations’” are omitted as
included by the reference to “subchapter | of chapter 57 of thistitle”.

In subsection (8)(2)(A) and (B), the words “ sections 404 and 405 of title 37" and “sections 406 and 409 of
title 37" are subgtituted for the references to “ section 253 of title 37" on authority of section 12(b) of the
Act of Sept. 7, 1962, Pub. L. 87-649, 76 Stat. 497.

In subsection (a)(2)(B), the words * under section 5724 of thistitle” are substituted for “in accordance with
section 73b-1 of thistitle, and Executive Order Numbered 9805, as amended” to reflect the codification of
former section 73b—1 in thistitle and in view of the revocation of Executive Order No. 9805 by Executive
Order No. 11012 of Mar. 27, 1962. Thereference only to section 5724 is sufficient since that section contains
the applicable substantive law, including the authority of the President to prescribe regulations.

Standard changes are made to conform with the definitions applicable and the style of thistitle as outlined
in the preface to the report.

Codification

Insubsec. (8)(2)(A), (B), “474",“475",“ 476", and “ 479" substituted for “404”, “405", “406”, and “ 409", respectively,
pursuant to section 631(f)(4)(B) of Pub. L. 112-81, which provided that any reference in a provision of law other than
a section of title 10, 32, or 37, United States Code, to a section of title 37 that was transferred and redesignated by
“subsection (c)” of section 631 was deemed to refer to the section as so redesignated, notwithstanding that sections
of title 37 were transferred and redesignated by subsection (d) of section 631 rather than subsection (c), to reflect the
probable intent of Congress.

Amendments

2011—Subsec. (8)(2)(A), (B). Pub. L. 112-81 substituted “474” for “404” and “475” for “405" in subpar. (A), and
“476" for “406” and “479" for “409" in subpar. (B). See Codification note above.

1998—Subsec. (d). Pub. L. 105-277 added subsec. (d).

1992—Subsec. (d). Pub. L. 102-378 struck out subsec. (d) which made revolving fund referred to in section 1304
(e)(1) of thistitle available for costs of education and related travel of participantsin such program, for printing, and
for entertainment expenses, and which required crediting of participation feesto revolving fund.

1984—Subsec. (c). Pub. L. 98-525 inserted “and the Secretary of Defense may pay an individual training to be an air
traffic controller of the Department of Defense,”.

Subsec. (d). Pub. L. 98-224 added subsec. (d).
1982—Subsec. (a)(2). Pub. L. 97-258 substituted “ section 3324 (a) and (b)” for “section 529".
Subsec. (c). Pub. L. 97-276 added subsec. (c).

1979—Subsec. (8)(2). Pub. L. 96-54 substituted “National Oceanic and Atmospheric” for “Environmental Science
Services’ incls. (A) and (B).

1967—Subsec. (8)(2). Pub. L. 90-83 substituted “Environmental Science Services Administration” for “Coast and
Geodetic Survey” incls. (A) and (B). See Historical and Revision Notes under section 2101 of thistitle.

Effective Date of 1998 Amendment

Pub. L. 105-277, div. A, § 101(h) [title VI, §628(e)], Oct. 21, 1998, 112 Stat. 2681480, 2681-521, provided that:
“The amendments made by this section [enacting section 5545b of this title and amending this section and sections
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5542 and 8331 of thistitle] shall take effect on the first day of thefirst applicable pay period which begins on or after
October 1, 1998.”

Effective Date of 1992 Amendment

Amendment by Pub. L. 102-378 effective Oct. 1, 1991, see section 9(b)(3) of Pub. L. 102-378, set out as a note under
section 6303 of thistitle.

Effective Date of 1984 Amendment

Section 1537(f) of Pub. L. 98-525 provided that: “ The amendments made by this section [amending this section and
sections 5532, 5546a, 5547, and 8344 of thistitle] shall take effect on October 1, 1984.”

Effective Date of 1982 Amendment

Amendment by Pub. L. 97-276 effective on first day of first applicable pay period beginning after Oct. 2, 1982, see
section 151(h)(2) of Pub. L. 97-276, set out as an Effective Date note under section 5546a of thistitle.

Effective Date of 1979 Amendment

Amendment by Pub. L. 96-54 effective July 12, 1979, see section 2(b) of Pub. L. 96-54, set out as anote under section
305 of thistitle.

Department of Homeland Security

Exception from introductory provisions of subsec. (&) of this section of those elements of the Department of Homeland
Security that are supervised by the Under Secretary of Homeland Security for Information Analysis and Infrastructure
Protection through the Department’ s Assistant Secretary for Information Analysis, see Ex. Ord. No. 13286, § 86, Feb.
28, 2003, 68 F.R. 10632, set out as a note under section 111 of Title 6, Domestic Security.

Central Intelligence Agency

Exception of Central Intelligence Agency from certain introductory provisions of subsec. (a) of this section, see Ex.
Ord. No. 10805, Feb. 18, 1959, 24 F.R. 1301, set out as a note under section 4102 of thistitle.
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Federal Register
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This section of the FEDERAL REGISTER
contains regulatory documents having general
applicability and legal effect, most of which
are keyed to and codified in the Code of
Federal Regulations, which is published under
50 titles pursuant to 44 U.S.C. 1510.

The Code of Federal Regulations is sold by
the Superintendent of Documents. Prices of
new books are listed in the first FEDERAL
REGISTER issue of each week.

OFFICE OF PERSONNEL
MANAGEMENT

5 CFR Part 410
RIN 3206—AK46

Training; Reporting Requirements

AGENCY: Office of Personnel
Management.

ACTION: Final rule.

SUMMARY: The Office of Personnel
Management (OPM) is issuing final
regulations requiring agencies to report
training data. The new regulations
require all Federal agencies to collect
information that supports agency
determinations of its workforce training
needs and to document the results of
training and development programs
implemented to address those needs by
requiring input into the OPM
Governmentwide Electronic Data
Collection System.

DATES: June 16, 2006.

FOR FURTHER INFORMATION CONTACT:
Loretta L. Reeves by telephone at (202)
606—-2419, by fax at (202) 606—-2329, by
TDD at (202) 418—3134, or by e-mail at
Loretta.Reeves@opm.gov.

SUPPLEMENTARY INFORMATION: On May
27, 2005, OPM issued proposed
regulations (70 FR 30647) to amend the
rules in 5 CFR part 410, subparts C, D,
and G, and requested comments by July
26, 2005, which addressed agency
training records and reporting
requirements.

OPM created a Governmentwide
electronic system to capture employee
human resource information, which
includes training data. This system is
explained and agency reporting
requirements are defined in the Guide to
Personnel Recordkeeping (http://
www.opm.gov/feddata/persdoc.asp) and
the Guide to Human Resources
Reporting (http://www.opm.gov/
feddata/guidance.asp).

To support this data collection, OPM
is clarifying established policy to ensure
that agencies maintain records of their
training plans and to require that
agencies report training data beginning
December 31, 2006, in the form as
prescribed by the OPM
Governmentwide Electronic Data
Collection System. The
Governmentwide system will allow
agencies to maintain accurate records to
facilitate reporting on a regular basis as
prescribed by the Guide to Personnel
Recordkeeping (http://www.opm.gov/
feddata/persdoc.asp) and the Guide to
Human Resources Reporting (http://
www.opm.gov/feddata/guidance.asp). In
addition, there is a change in the period
of time required for retaining records in
subparts C and D, and a new method for
reporting requirements subpart G.

Comments

OPM received comments from two
agencies and three individuals who
work in the Federal training
community. One agency concurred with
the proposal to collect training data
through the OPM Governmentwide
Electronic Data Collection System. The
comments from the other agency and
the individuals focused on the
compatibility of the data elements to
Learning Management Systems (LMS);
the timeframe required to report data to
OPM; and the two guides referenced
above to guide agencies through the
implementation process of reporting
training data. In addition, the
commenters are concerned with
providing aggregated costs for training
(e.g., travel and per diem costs) and
need more clarity on this issue to avoid
reporting the same data in different data
calls.

The agency expressed concern about
the compatibility of data elements in a
current LMS and the proposed timelines
to begin providing training data to OPM.
The agency explained that there are
competing priorities for their resources,
namely resourcing manual collection of
the required 25 data elements vs.
continuing to work towards enterprise
Learning Management Systems
integration. OPM understands this is a
concern to many Federal agencies. The
new training data requirements were
coordinated with service providers
under the e-Training Initiative. All
service providers are currently working
on incorporating the data requirements

and developing a data feed to OPM’s
Enterprise Human Resource Integration
(EHRI) data warehouse. Agencies with
LMS that do not incorporate these data
requirements should consider switching
to an e-Training Initiative approved e-
learning solution.

The agency is also concerned that, if
they are required to provide training
data to OPM within the given deadline
of October 1, 2005, they would have to
ask the vendors to customize their
system at considerable added cost.
While OPM understands this concern,
agencies have been aware of OPM’s
requirement to report training data since
October 2003, when the first Interface
Control Document (ICD) was published.
The new training data requirements
were coordinated with service providers
under the e-Training Initiative. As noted
above, all e-Training Service Providers
are currently working on incorporating
the data requirements and developing a
data feed to OPM’s EHRI data
warehouse. Agencies with LMS that do
not incorporate these data requirements
should consider switching to an e-
Training Initiative approved e-learning
solution or work to become compliant.

This agency also suggested that the
deadlines for regular submittal be
reviewed and consideration be given to
allow the OPM-approved LMS vendors
time to react to these requirements in
order to better serve the agencies. OPM
agrees and has changed the deadline to
begin regular submittals to December
31, 2006. This new start date will give
agencies more time to make adjustments
to their current systems. OPM again
notes that the new training data
requirements were coordinated with
service providers under the e-Training
Initiative and all service providers are
currently working on incorporating the
data requirements and developing a data
feed to OPM’s EHRI data warehouse.

In addition, this agency felt that the
referenced guidance does not provide
clear business processes for meeting the
reporting requirements. The proposed
rule refers to guidance with specific
information about how the training data
should be provided; however, there are
still unanswered questions about the
process. Procedures for submitting
training data are contained in the Guide
to Personnel Recordkeeping (Table 3-I)
and the Guide to Human Resources
Reporting (Chapter 4 and Appendix A).
Agencies should develop their own
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training and training documentation
processes to meet the requirements of
the guide. In addition, OPM will be
providing the agencies with another
reference guide to help HR offices
understand how to report training data.

This same agency stated, if OPM
anticipates that each agency pull this
data from its respective systems, OPM
will have to negotiate with their
approved vendors in order to allow this
level of raw data access to those hosted
systems. The vendors provided through
OPM'’s GoLearn site do not currently
provide the necessary functionality to
stream the data to OPM. In response, all
service providers under the E-training
initiative, including those vendors
under OPM’s GoLearn site are currently
working on incorporating the data
requirements and developing a data feed
to OPM’s EHRI data warehouse.

Also, this agency felt it does not have
clarity on what is expected for cost data.
Because most learning management
systems are not financial systems, costs
are usually estimates rather than actual
costs. According to this agency, if
estimates are not acceptable, its staff
would have to create the necessary
interface with their financial
management and travel management
systems. This agency contended that
this would create a significant and
undue hardship for them. The agency
asserts that it is also unclear how this
requirement will avoid reporting the
same data in different data calls. The
cost data that OPM requires is explained
in the Guide to Human Resources
Reporting (Chapter 4 and Appendix A).
Agencies are free to determine which of
their systems (HR, training, LMS, or
financial) the data comes from to meet
the data requirements as long as the
information is reported accurately. At
this time, OPM has no plans to request
training data in another data call or
through another mechanism so the
chance for duplicative reporting should
be minimal.

The same agency stated rules need to
be clarified as they relate to the
reporting requirements so that the rules
fully address business processes.
Procedures for submitting training data
are contained in the Guide to Personnel
Recordkeeping and the Guide to Human
Resources Reporting. OPM does not
dictate agency business processes;
however, OPM is creating another guide
to help explain the process for HR
professionals that explains the reporting
process in a different way. The title of
the guide is Guide for Collection and
Management of Training Information.

In addition, the individuals who
commented stated that this requirement
is an “unfunded mandate.” OPM

understands that there can be costs
associated with migrating to the EHRI
standard, and will work with agencies
to find the least costly method for
meeting the training reporting
requirement, including recommending
the use of an e-Training Initiative
Approved e-Learning Solution.

These individuals also indicated that
the Rule needs to remove redundant
reporting (e.g., travel, tuition). Agencies
are free to determine which of their
systems (HR, training, LMS, or
financial) the data comes from to meet
the data requirements. The rules on
travel and tuition are explained and
defined in the Guide to Human
Resources Reporting. Depending on the
agency'’s system, these cost items may
have different uses internally; however,
OPM decided to keep the distribution of
these items as they appear in the Guide.
Agencies will need to determine how to
extract the data for each element to
report to OPM as long as it is non-
duplicative, accurate and complete.

An individual expressed concern
about data elements themselves, the
value of the elements and the
integration of the elements with
standards established under the e-
Training Initiative for LMS. The data
elements were established to meet both
current and future requirements to
analyze and report on the actual costs
and utilization of training throughout
the government. The new training data
requirements have been coordinated
with service providers under the e-
Training Initiative and all service
providers are currently working on
incorporating the data requirements and
developing a data feed to OPM’s
Enterprise Human Resource Integration
(EHRI) data warehouse. As mentioned
before, OPM has the responsibility and
authority to establish standards for the
collection and reporting of HR data.
Agencies can meet these standards and
requirements by using an e-Training
Initiative approved e-Learning solution.

This individual was also concerned
that agency systems may not readily
crosswalk to the training elements
match for match. It is up to the agency
to determine how it can respond to the
specific training values and elements
required by the Governmentwide
system.

One commenter indicated a concern
that many of the data elements are not
available as standard elements within
agency training systems, and that, if
they are available, the coding types are
devised to meet the agency needs and
may not correlate with OPM
requirements. OPM understands this
concern, and in response has changed
the time when agencies are to begin

reporting training data to December 31,
2006. This will give agencies more time
to make the necessary adjustments to
their systems to comply with the
training data reporting requirement.
Agencies can meet these standards and
requirements by using an e-Training
Initiative approved e-Learning solution.

The same individual stated that
significant potential costs may be
incurred in reconfiguring agency data
systems to meet these standards. OPM
understands that additional costs may
be incurred and that some agencies may
need additional time to possibly realign
funding to reconfigure current agency
systems. For those agencies that require
additional time beyond the newly
established date to begin reporting
training data, December 31, 2006, OPM
has added a provision (c) under section
410.701 which allows agencies to
request an extension based on an
agency’s plan to meet the requirements
at a later date. OPM also notes that
service providers under the e-Training
Initiative and all service providers are
currently working on incorporating the
data requirements and developing a data
feed to OPM’s Enterprise Human
Resource Integration (EHRI) data
warehouse. Agencies with LMS that do
not incorporate these data requirements
should consider switching to an e-
Training Initiative approved e-learning
solution.

The same individual expressed that
OPM through the e-Training Initiative
has endeavored to standardize LMS
across agencies to achieve economies of
scale and eliminate redundancies. This
individual observed that in this process,
OPM has directed that a number of data
fields be established as standards within
agency LMS applications. The
individual stated that many of the
elements required under this rule are
not required as standard data elements
within an LMS under the e-Training
Initiative. OPM coordinated internally
with e-Training Initiative, EHRI and
OPM’s policy offices to ensure that there
is consistency with what training data is
required and what training data
agencies need to report. In May of 2005,
these 27 data elements were requested
to become mandatory and e-Training
Service Providers have worked with
vendors in order for LMS vendors to
meet this new mandatory requirement.
However, it is up to the agencies to
determine the best solution for
capturing the training data. OPM
encourages the agencies to work with
their e-Training Service Provider on the
specific solution.

The same individual stated that
several data elements are related to
financial costs and observed that this
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data is normally maintained within
agency financial systems. The
commenter stated that agencies may be
able to report on this data in the
aggregate, but generally cannot do so on
a course or per capita basis since many
training and financial systems are not
integrated. Agencies are free to
determine which of their systems (HR,
training, LMS, or financial) the data
comes from to meet the data
requirements. As long as the data is
accurate, agencies can determine how to
aggregate the responses in the report as
required.

The same commenter suggested that
agencies do not capture per diem cost
separately from overall travel costs and
observed that, generally, all travel costs
are recorded as a collective total.
Although per diem costs are a separate
item in Table 3-I, OPM is mainly
interested in the final cost of the travel
for training completed by the employee
and paid for by the Federal Government.

There were also concerns regarding
the granularity of the data to be reported
and the general value of that level of
detail to OPM. One individual noted
that reporting training information by
training type, total contact hours, and
total cost would appear to be more
useful as an aggregate and would
significantly lessen the administrative
burden on agencies in collecting and
managing this data. OPM is requesting
the aggregate of the completed training
events total cost only. Even though the
required reporting process specifies the
cost information needed, it is not an all-
inclusive list nor is it at the lowest
granular level of reporting cost. OPM’s
objective is to establish a level that is
consistent for agencies
Governmentwide. It is important that
OPM require only the level of
granularity that OMB, Congress and
GAO have requested without having to
go back out to the agencies to request
more information on a regular basis.

One commenter stated that the
requirement to begin reporting data as of
April 1, 2005, is a burden for some
components due to the complexity
required to go back in time to attach
additional data to historical
information. OPM has not required that
agencies capture historical training data.
Agencies should start reporting data as
of December 31, 2006. The April 1, 2005
date was originally set for the pilot to
begin where agencies would have had
the opportunity to report data and test
the system to determine what errors in
their reports need to be corrected and to
be ready to submit accurate data by the
effective date of the final regulation.

A commenter suggested that some
components have no current LMS or

electronic mechanism for collecting and
submitting the requested data. Thus, the
individual hoped that a reasonable
amount of time will be allowed to
collect and submit these data. OPM is
aware there are agencies that do not
have a LMS system; however, agencies
can meet these standards and
requirements by using an e-Training
Initiative approved e-Learning solution.
OPM has also changed the date when
agencies must begin reporting training
data to December 31, 2006, and has
added a provision (c) under section
410.701, which allows agencies to
request an extension based on their plan
to meet the reporting requirement at a
later date.

E.O. 12866, Regulatory Review

This rule has been reviewed by the
Office of Management and Budget as a
significant regulatory action in
accordance with Executive Order 12866.

Regulatory Flexibility Act

I certify that these regulations would
not have a significant economic impact
on a substantial number of small entities
because they would apply only to
Federal agencies and employees.

List of Subjects in 5 CFR Part 410

Education, Government employees.
Office of Personnel Management.

Linda M. Springer,
Director.

m Accordingly, OPM is amending part
410 of 5 CFR as follows:

PART 410—TRAINING

m 1. The authority citation for part 410
continues to read as follows:

Authority: 5 U.S.C. 4101, et seq.; E.O.
11348, 3 CFR, 1967 Comp., p. 275.

Subpart C—Establishing and
Implementing Training Programs
§410.311 [Removed]

m 2. Remove §410.311.

Subpart D—Paying for Training
Expenses

§410.406 [Removed]

m 3. Remove §410.406.

Subpart G—Reporting

m 4. In subpart G, revise the subpart title
to read as set forth above:
m 5. Revise §410.701 to read as follows:

§410.701 Reporting.

(a) Each agency shall maintain records
of training plans, expenditures, and
activities in such form and manner as
necessary to submit the recorded data to

the Office of Personnel Management
(OPM) through the OPM
Governmentwide Electronic Data
Collection System.

(b) Beginning December 31, 2006,
each agency shall report the training
data for its employees’ training and
development at such times and in such
form as required for the OPM
Governmentwide Electronic Data
Collection System, which is explained
in the Guide to Personnel
Recordkeeping and the Guide to Human
Resources Reporting.

(c) Agencies may request an extension
for the timeframe in which they will
begin reporting the data under
paragraph (b) of this section. OPM may
grant an extension based on an
approved agency plan to meet the
reporting requirements. No extension
will be granted for a timeframe beyond
December 31, 2007.

(d) Each agency shall establish a
Schedule of Records for information
required to be maintained by this
chapter in accordance with regulations
promulgated by the National Archives
and Records Administration (NARA).

[FR Doc. 06-4589 Filed 5-16—-06; 8:45 am]
BILLING CODE 6325-39-P

DEPARTMENT OF AGRICULTURE

Natural Resources Conservation
Service

7 CFR Part 625

Healthy Forests Reserve Program

AGENCY: Natural Resources
Conservation Service (NRCS), United
States Department of Agriculture
(USDA).

ACTION: Interim final rule with request
for comments.

SUMMARY: Title V of the Healthy Forests
Restoration Act of 2003 (Act) (Pub. L.
108-148) authorizes the establishment
of the Healthy Forests Reserve Program
(HFRP). The purpose of this program is
to assist landowners in restoring and
enhancing forest ecosystems to: Promote
the recovery of threatened and
endangered species; improve
biodiversity; and enhance carbon
sequestration. This interim final rule
sets forth how NRCS will implement
HFRP to meet the statutory objectives of
the program.

DATES: This rule is effective May 17,
2006. Comments must be received by
August 15, 2006.

ADDRESSES: Send comments by mail to
Robin Heard, Acting Director, Easement
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OFFICE OF PERSONNEL
MANAGEMENT

5 CFR Part 250
RIN 3206—-AK77

Personnel Management in Agencies—
Employee Surveys

AGENCY: Office of Personnel
Management.
ACTION: Final rule.

SUMMARY: The Office of Personnel
Management (OPM) is issuing final
regulations implementing mandatory
employee surveys as required by the
National Defense Authorization Act for
Fiscal Year 2004. The regulations add a
new subpart which requires agencies to
conduct an annual survey of their
employees. In addition, the final
regulations provide a list of questions
that must appear in each agency’s
employee survey.

DATES: Effective Date: This rule is
effective on January 1, 2007.

FOR FURTHER INFORMATION CONTACT: For
information on the survey questions,
contact Julie Brill by phone on 202—
606—5067, by FAX on 202-606—1399, or
by e-mail at julie.brill@opm.gov. For all
other information, contact Hakeem
Basheerud-Deen by phone on 202-606—
1434, by FAX on 202-606-2329, or by
e-mail at hakeem.basheerud-
deen@opm.gov. You may contact Ms.
Brill and Mr. Basheerud-Deen by TTY
on 202—-418-3134.

SUPPLEMENTARY INFORMATION:

Requiring Annual Employee Surveys

Section 1128 of the National Defense
Authorization Act for Fiscal Year 2004
(Pub. L. 108-136, 5 U.S.C. 7101 note)
requires each agency to conduct an
annual survey of its employees “to
assess—

(1) Leadership and management
practices that contribute to agency
performance; and

(2) Employee satisfaction with—
(A) Leadership policies and practices;
(B) Work environment;

(C) Rewards and recognition for
professional accomplishment and
personal contributions to achieving
organizational mission;

(D) Opportunity for professional
development and growth; and

(E) Opportunity to contribute to
achieving organizational mission.”

Prescribing Certain Survey Questions

The law requires OPM to “issue
regulations prescribing survey questions
that should appear on all agency
surveys.” In addition, the law requires
agencies to make the survey results
available to the public and post the
results on their Web sites, unless the
head of the agency determines that
doing so would jeopardize or negatively
impact national security.

Discussion of Comments

On September 16, 2005, OPM issued
proposed regulations at 70 FR 54658
and requested comments by October 17,
2005. OPM received written comments
from seven agencies, three non-profit
organizations, three labor unions, one
academic institution, and nine
individuals. Generally, the comments
were very supportive of the proposed
regulations. Below we summarize and
respond to comments that suggested
changes or recommended clarification.

Survey Administration

One agency recommended OPM
exempt small agencies with fewer than
1000 employees from the survey
requirement. As an alternative to full
exemption, this agency recommended
OPM consider exempting these agencies
in the years when the Federal Human
Capital Survey is not administered by
OPM. This agency commented the costs
involved in survey administration are
too great for small agencies. OPM did
not adopt this agency’s primary or
alternative recommendation regarding
the exemption of small agencies. While
OPM appreciates the financial impact
that all agencies must take into
consideration when administering the
employee survey, we note that the law
has defined the jurisdiction of these
regulations as all executive agencies
and, therefore, must include small
agencies in this requirement.

Another agency commented it would
be more cost-efficient for OPM to

administer the annual survey for all
Federal agencies than each agency
administering on its own. OPM
disagrees because the law requires each
Federal agency to conduct an annual
employee survey. Each agency has the
flexibility to administer the employee
survey in a manner that meets its
objectives. In years when OPM
administers the Federal Human Capital
Survey (FHCS) it will include the items
in subpart C. Agencies participating in
the FHCS will satisfy the annual survey
requirement for any year in which the
FHCS is conducted if all major
components are represented in the
FHCS. It is the agency’s responsibility to
ensure all major components are
represented in the results because the
law does not exclude different segments
of agencies, even if they are not reported
to OPM’s Central Personnel Data File
(e.g., intelligence employees). As a
result, agencies may need to supplement
their FHCS results with survey results
from employees not sampled by the
FHCS.

Two labor unions, three non-profit
organizations, and one academic
institution suggested OPM provide one
or more survey administration options
agencies can pursue. As noted in the
preceding paragraph, agencies have
several survey administration options.

Additionally, these same entities
recommended OPM add to the
regulation a statement prescribing
agencies to administer their surveys
between September 1 and December 31,
thus ensuring data comparability. OPM
does not agree with this
recommendation. We believe agencies
should have the flexibility to administer
the employee survey according to
mission requirements.

One agency suggested OPM extend
the data collection date to January 31
because of the impact on agencies’
abilities to meet the requirements
related to the Office of Management and
Budget’s Proud-to-be-Three Goals. OPM
did not adopt this suggestion noting that
agencies have a 12-month window to
meet the survey requirements. We
believe this timeframe will not cause
undue hardship on agencies.

Another agency recommended OPM
provide a clear statement of why
employees are being asked the questions
in these surveys. The Act clearly states
the purpose is to assess employee
satisfaction and leadership and
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management practices that contribute to
agency performance. OPM is issuing
these regulations and the required items
in accordance with the legislation.

One individual requested that OPM
mandate followup action to hold
agencies accountable for the results of
the survey. While OPM agrees that
followup action should be an integral
part of an agency’s survey process, it is
beyond the scope of this regulation for
OPM to mandate such action because
the law only authorizes OPM to issue
regulations prescribing survey
questions. However, OPM will provide
supplemental guidance to agencies on
potential followup actions and the use
of results from the employee surveys on
our Web site at http://www.opm.gov.

Two agencies conducting employee
surveys for the past several years
expressed concern this new requirement
may have a negative impact upon the
progress these agencies have made in
their survey programs. These agencies
wish to continue to use their agency-
specific surveys and not participate in
the required annual survey. OPM notes
this requirement is mandated by law
and agencies must participate. However,

an agency can append the required
items to an existing survey, or collect
data from a small, statistically valid
sample (OPM will provide
supplemental guidance on sampling on
our Web site at http://www.opm.gov)
with minimal or no impact on an
existing program. We commend those
agencies that have developed and
refined agency-specific surveys that
meet their goals.

Survey Content

One agency commented on the lack of
reference points and/or definitions of
key terms for agencies and survey
respondents. This agency suggested
OPM provide a definition of the
concepts/terms in context with the
questions being asked (e.g., manager,
supervisor, organization). OPM agrees
that providing a definition of the key
terms used in the annual survey will
give agencies and respondents a clearer
understanding of the questions. We
have modified section 250.301 to
include a definition of the terms agency,
executives, managers, supervisors, team
leaders, leaders, work unit, and
organization. The definitions of these

terms are consistent with their use in
OPM'’s Federal Human Capital Survey.
In addition, we have renumbered the
subsequent sections of this regulation to
ensure uniformity.

OPM received multiple comments
and suggestions on additions to, and
deletions from, the proposed list of
survey items. These comments
suggested various constructs were not
covered in the items, or were not
covered well, including: pay-for-
performance; nepotism; favoritism;
waste and fraud; managerial
performance; employee involvement in
decision-making; an agency’s adherence
to Federal laws, rules, regulations, and
accepted employment practices
(particularly as they relate to working
through unpaid lunch time); and
leadership competencies. While OPM
notes agencies maintain flexibility to
expand their own surveys and add
agency-specific items, we revisited the
proposed list of survey items to ensure
coverage of the legislated constructs. As
a result, OPM is adding the following
items:

5. | have trust and confidence in my supervisor.

12. Supervisors/team leaders in my work unit support employee development.

13. My talents are used well in the workplace.

14. My training needs are assessed.

Outstanding).

18. In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels (e.g., Fully Successful,

20. Pay raises depend on how well employees perform their jobs.

24. My supervisor supports my need to balance work and family issues.

29. Employees have a feeling of personal empowerment with respect to work processes.

30. My workload is reasonable.

31. Managers communicate the goals and priorities of the organization.

33. How satisfied are you with the information you receive from management on what’s going on in your organization?

35. How satisfied are you with your opportunity to get a better job in your organization?

One agency recommended OPM
provide a “Do Not Know” (DNK) option
for all items while an individual
suggested OPM remove the DNK option.
This individual suggested the practice
of comparing dissimilar data is not
consistent with scientific methodology.
OPM disagrees, noting it is appropriate
to leave out the DNK option when an
employee clearly should have an
opinion and should provide one. For
example, all employees have opinions
about certain benefits, such as pay, so it
would be appropriate to leave out the

DNK option on questions pertaining to
it (e.g., Question 40, “Considering
everything, how satisfied are you with
your pay?”’) It should be noted response
options for the required items are
consistent with prior administrations of
the items in the Federal Human Capital
Survey.

One individual stated the survey
questions are biased and provide
responses favorable to management.
This individual indicated unions should
be given the opportunity to provide
their own set of questions, which can be

appended to the management survey,
and data should be collected by
unbiased agency representatives to
guard against management ‘‘skewing the
data” in their favor. OPM disagrees the
items are biased. Results from the
Federal Human Capital Survey range
from very positive to much less positive.
Additionally, several unions have
indicated they are in favor of OPM’s
proposed set of items. Finally, agencies
can expand their own survey and add
agency-specific items, and have the
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option to have a third party collect their
data.

Another individual commented that
item 19 in the proposed rule; “In my
organization, leaders generate high
levels of motivation and commitment in
the workforce” captures the Senior
Executive Service Executive Core
Qualification (ECQ) “Leading People”
while the other four ECQs are not
captured. This individual recommends
OPM include items to capture all the
ECQs. OPM did not adopt this
recommendation noting the survey
items are not intended to measure
qualifications, but rather managerial and
leadership practices.

Agency Web Sites

Three labor unions, three non-profit
organizations, and one academic
institution suggested OPM change the
requirement for agencies to post survey
results to their Web sites from 120 days
to 90 days after an agency completes
survey administration each year. OPM
did not adopt this suggestion because
we believe a shorter timeframe would
create an undue hardship on many
agencies, especially large departments
that may have to compile results from
their different components.

Additionally, these same entities
suggested OPM post all survey results
on OPM’s Web site, while one agency
suggested OPM make survey results
available to the Federal community in
odd-numbered years. We did not adopt
this suggestion noting the Act requires
agencies, not OPM, to post results on
their own Web sites. In addition,
agencies have the flexibility to add
items to their surveys, and therefore,
survey results may be unique to each
specific agency.

Data Reporting

Three labor unions, three non-profit
organizations, and one academic
institution suggested OPM require all
survey data be reported as weighted
data, if applicable. OPM did not adopt
this suggestion noting it would be a
burden to require agencies to weight
their data. However, OPM suggests
agencies evaluate their data for
representativeness, and will provide
supplemental guidance on processes
and procedures for doing so. To allow
for such evaluations, OPM is adding the

following demographic items for
agencies with 800 or more employees to
assist in evaluating representativeness:
supervisory status, gender, ethnicity,
race, and agency subcomponent.
Agencies with fewer than 800
employees are exempt from this
requirement. We are including this
exemption in section 250.302 in an
attempt to protect the anonymity of
respondents in small agencies. Small
agencies who wish to add demographics
to their survey may do so if they wish
to evaluate representativeness of the
survey responders. These demographic
items will be listed as items 41 through
45, respectively.

Guidance

Several individuals and agencies
submitted questions and requests for
guidance on administering, analyzing,
and reporting on the annual employee
surveys. To assist agencies in their
compliance with these rules, OPM will
provide supplemental guidance on our
Web site to include frequently asked
questions and answers, instructions on
sampling and administration, evaluating
representativeness, followup actions,
and strategies for using survey results to
effect change in various human capital
initiatives, at http://www.opm.gov.

Regulatory Flexibility Act

I certify this regulation will not have
a significant economic impact on a
substantial number of small entities
because it will only apply to Federal
agencies and employees.

Executive Order 12866, Regulatory
Review

This rule has been reviewed by the
Office of Management and Budget in
accordance with Executive Order 12866.

List of Subjects in 5 CFR Part 250
Authority delegations (Government

agencies), Government employees.

Office of Personnel Management.

Linda M. Springer,

Director.

m Accordingly, OPM is amending 5 CFR
part 250, as follows:

PART 250—PERSONNEL
MANAGEMENT IN AGENCIES

m 1. The authority citation is revised to
read as follows:

Authority: 5 U.S.C. 1101 note, 1103(a)(5),
1104, 1302, 3301, 3302, 7101 note; E.O.
13197, 66 FR 7853, 3 CFR 748 (2002); E.O.
10577, 12 FR 1259, 3 CFR, 1954-1958 Comp.,
p. 218.

Subpart B—[Added and Reserved]

m 2. Add and reserve subpart B.

m 3. Add subpart C to read as follows:
Sec.

Subpart C—Employee Surveys
250.301 Definitions.

250.302 Survey requirements.
250.303 Availability of results.

§250.301 Definitions.

Subpart C—Employee Surveys

In this part—

Agency means an executive agency as
defined in 5 U.S.C. 105.

Executives are members of the Senior
Executive Service or equivalent.

Leaders are an agency’s management
team. This includes anyone with
supervisory or managerial duties.

Managers are those individuals in
management positions who typically
supervise one or more supervisors.

Organization means an agency, office,
or division.

Supervisors are first-line supervisors
who do not supervise other supervisors;
typically those who are responsible for
employees’ performance appraisals and
approval of their leave.

Team leaders are those who provide
employees with day-to-day guidance in
work projects, but do not have
supervisory responsibilities or conduct
performance appraisals.

Work unit means an immediate work
unit headed by an immediate
supervisor.

§250.302 Survey requirements.

(a) Each executive agency must
conduct an annual survey of its
employees containing the definitions
and each question in this subpart.

(b) Each executive agency may
include survey questions unique to the
agency in addition to the prescribed
employee survey questions under
paragraph (c) of this section.

(c) The definitions and 45 prescribed
employee survey questions and
response choices are listed in the
following tables:

Key terms

Definitions

Agency
Executives ...
Leaders
Managers
Organization .......c.cccceeeerereencneceneeeene

An executive agency as defined in 5 U.S.C. 105.
Members of the Senior Executive Service or equivalent.

An agency’s management team. This includes anyone with supervisory or managerial duties.
Those individuals in management positions who typically supervise one or more supervisors.
An agency, office, or division.
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Key terms Definitions
SUPEIVISOIS ...ooiiiiiiiiieeiee et First-line supervisors who do not supervise other supervisors; typically those who are responsible

Team leaders Those who provide employ:

Work unit

for employees’ performance appraisals and approval of their leave.

ees with day-to-day guidance in work projects, but do not have super-

visory responsibilities or conduct performance appraisals.
An immediate work unit headed by an immediate supervisor.

Employee survey questions

Employee response choices

Personal Work Experiences

(1) The people | work with cooperate to get the job done ......................

(2) I am given a real opportunity to improve my skills in my organiza-
tion.

(3) My work gives me a feeling of personal accomplishment

(4) I like the kind of work | do

(5) I have trust and confidence in my supervisor

(6) Overall, how good a job do you feel is being done by your imme-
diate supervisor/team leader?

Strongly Agree, Agree, Neither Nor
Strongly Disagree.
Strongly Agree, Agree,
Strongly Disagree.
Strongly Agree, Agree,
Strongly Disagree.
Strongly Agree, Agree,
Strongly Disagree.
Strongly Agree, Agree,
Strongly Disagree.
Very Good, Good, Fair, Poor, or Very Poor.

Agree Disagree, Disagree, or

Neither Agree Nor Disagree, Disagree, or

Neither Agree Nor Disagree, Disagree, or

Neither Agree Nor Disagree, Disagree, or

Neither Agree Nor Disagree, Disagree, or

Recruitment, Development & Retention

(7) The workforce has the job-relevant knowledge and skills necessary
to accomplish organizational goals.
(8) My work unit is able to recruit people with the right skills

(9) I know how my work relates to the agency’s goals and priorities

(10) The work | do iS IMPOrtaNt .........coceiriieriiieeiee e

(11) Physical conditions (for example, noise level, temperature, lighting,
cleanliness in the workplace) allow employees to perform their jobs
well.

(12) Supervisors/team leaders in my work unit support employee devel-
opment.

(13) My talents are used well in the workplace

(14) My training needs are assessed

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

ce Culture

(15) Promotions in my work unit are based on merit

(16) In my work unit, steps are taken to deal with a poor performer who
cannot or will not improve.

(17) Creativity and innovation are rewarded ............ccccceriieiiieiicnicnneenns

(18) In my most recent performance appraisal, | understood what | had
to do to be rated at different performance levels (e.g., Fully Success-
ful, Outstanding).

(19) In my work unit, differences in performance are recognized in a
meaningful way.

(20) Pay raises depend on how well employees perform their jobs

(21) My performance appraisal is a fair reflection of my performance ....

(22) Discussions with my supervisor/team leader about my perform-
ance are worthwhile.

(23) Managers/supervisors/team leaders work well with employees of
different backgrounds.

(24) My supervisor supports my need to balance work and family
issues.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or No Basis to Judge.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Leadership

(25) | have a high level of respect for my organization’s senior leaders

(26) In my organization, leaders generate high levels of motivation and
commitment in the workforce.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.
Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly

Disagree, or Do Not Know.
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Employee survey questions

Employee response choices

(27) Managers review and evaluate the organization’s progress toward
meeting its goals and objectives.

(28) Employees are protected from health and safety hazards on the
job.

(29) Employees have a feeling of personal empowerment with respect
to work processes.

(30) My workload is reasonable

(31) Managers communicate the goals and priorities of the organization

(32) My organization has prepared employees for potential security
threats.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Strongly Agree, Agree, Neither Agree Nor Disagree, Disagree, Strongly
Disagree, or Do Not Know.

Job Sati

sfaction

(33) How satisfied are you with the information you receive from man-
agement on what’s going on in your organization?

(34) How satisfied are you with your involvement in decisions that af-
fect your work?

(35) How satisfied are you with your opportunity to get a better job in
your organization?

(36) How satisfied are you with the recognition you receive for doing a
good job?

(37) How satisfied are you with the policies and practices of your sen-
ior leaders?

(38) How satisfied are you with the training you receive for your
present job?

(39) Considering everything, how satisfied are you with your job?

(40) Considering everything, how satisfied are you with your pay?

Very Satisfied, Satisfied, Neither Satisfied Nor Dissatisfied, Dissatisfied,
or Very Dissatisfied.

Very Satisfied, Satisfied, Neither Satisfied Nor Dissatisfied, Dissatisfied,
or Very Dissatisfied.

Very Satisfied, Satisfied, Neither Satisfied Nor Dissatisfied, Dissatisfied,
or Very Dissatisfied.

Very Satisfied, Satisfied, Neither Satisfied Nor Dissatisfied, Dissatisfied,
or Very Dissatisfied.

Very Satisfied, Satisfied, Neither Satisfied Nor Dissatisfied, Dissatisfied,
or Very Dissatisfied.

Very Satisfied, Satisfied, Neither Satisfied Nor Dissatisfied, Dissatisfied,
or Very Dissatisfied.

Very Satisfied, Satisfied, Neither Satisfied Nor Dissatisfied, Dissatisfied,
or Very Dissatisfied.

Very Satisfied, Satisfied, Neither Satisfied Nor Dissatisfied, Dissatisfied,
or Very Dissatisfied.

Demographics (for agencies with 800 or more employees)

(41) What is your supervisory status?

(42) Are you

(43) Are you Hispanic or LatinO? .........ccoeceeiieiiiiiiieiee e

(44) Please select the racial category or categories with which you
most closely identify (Please select one or more).

(45) What is your agency subcomponent? (If Applicable)

a. Non-Supervisor: You do not supervise other employees.

b. Team Leader: You are not an official supervisor; you provide em-
ployees with day-to-day guidance in work projects, but do not have
supervisory responsibilities or conduct performance appraisals.

c. Supervisor: You are responsible for employees’ performance ap-
praisals and approval of their leave, but you do not supervise other
supervisors.

d. Manager: You are in a management position and supervise one or
more supervisors.

e. Executive: Member of the Senior Executive Service or equivalent.

a. Male.

b. Female.

a. Yes.

b. No.

a. White.

b. Black or African American.

c. Native Hawaiian or other Pacific Islander.

d. Asian.

e. American Indian or Alaska Native.

An agency provided list of major divisions, bureaus, or other compo-

nents one level below the agency/department.

§250.303 Availability of results.

(a) Each agency will make the results
of its annual survey available to the
public and post the results on its Web
site, unless the agency head determines
that doing so would jeopardize or
negatively impact national security. The
posted survey results will include the
following:

(1) The agency’s evaluation of its
survey results;

(2) How the survey was conducted;

(3) Description of the employee
sample, unless all employees are
surveyed;

(4) The survey questions and response
choices with the prescribed questions
identified;

(5) The number of employees
surveyed and number of survey
respondents; and

(6) The number of respondents for
each survey question and each response
choice.

(b) Data must be collected by
December 31 of each calendar year.
Each agency must post the beginning

and ending dates of its employee survey
and either the survey results described
in paragraph (a) of this section or a
statement noting the decision not to
post no later than 120 days after the
agency completes survey
administration. OPM may extend this
date under unusual circumstances.

(c) Each agency must submit its
survey results to OPM no later than 120
days after the agency completes survey
administration.

[FR Doc. E6-14037 Filed 8—23—06; 8:45 am]
BILLING CODE 6325-39-P
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Presidential Documents

Title 3—

The President

Executive Order 13111 of January 12, 1999

Using Technology To Improve Training Opportunities for
Federal Government Employees

Advances in technology and increased skills needs are changing the work-
place at an ever increasing rate. These advances can make Federal employees
more productive and provide improved service to our customers, the Amer-
ican taxpayers. We need to ensure that we continue to train Federal employ-
ees to take full advantage of these technological advances and to acquire
the skills and learning needed to succeed in a changing workplace. A coordi-
nated Federal effort is needed to provide flexible training opportunities
to employees and to explore how Federal training programs, initiatives,
and policies can better support lifelong learning through the use of learning
technology.

To help us meet these goals, | am creating a task force on Federal training
technology, directing Federal agencies to take certain steps to enhance em-
ployees’ training opportunities through the use of training technology, and
an advisory committee on the use of training technology, which also will
explore options for financing the training and post-secondary education
needed to upgrade skills and gain new knowledge.

Therefore, by the authority vested in me as President by the Constitution
and the laws of the United States of America, including the Federal Advisory
Committee Act, as amended (5 U.S.C. App.), and in furtherance of the
purposes of Chapter 41 of title 5, United States Code, the Government
Employees Training Act of 1958 (Public Law 85-507), as amended, and
Executive Order 11348, “Providing for the Further Training of Government
Employees,” and in order to make effective use of technology to improve
training opportunities for Federal Government employees, it is ordered as
follows:

Section 1. Establishment of the President’s Task Force on Federal Training
Technology. (a) The “President’s Task Force on Federal Training Technology”
(Task Force) is established. The Task Force shall provide leadership regarding
the effective use of technology in training and education; make training
opportunities an integral part of continuing employment in the Federal
Government; and facilitate the ongoing coordination of Federal activities
concerning the use of technology in training. The Task Force shall consist
of the heads of the following departments and agencies or their representa-
tives: the Departments of State, the Treasury, Defense, Justice, Interior, Agri-
culture, Commerce, Labor, Health and Human Services, Housing and Urban
Development, Transportation, Energy, and Education; the Office of Personnel
Management, General Services Administration, Environmental Protection
Agency, National Aeronautics and Space and Administration, Small Business
Administration, and Social Security Administration; a representative from
the Small Agency Council; and representatives from other relevant agencies
and related Federal councils, as determined by the Chair and Vice Chair
of the Task Force.

(b) Within 30 days of the date of this order, the head of each agency
or council shall designate a senior official to serve as a representative to
the Task Force. The representative shall report directly to the agency head
or the President’s Management Council member on the agency’s or council’s
activities under this order.
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(c) The Director of the Office of Personnel Management (OPM) shall be
the Chair and the representative from the Department of Labor shall be
the Vice Chair of the Task Force.

(d) The Chair and Vice Chair shall appoint an Executive Director.

(e) The Task Force member agencies shall provide any required staffing
and funding, as appropriate.
Sec. 2. Duties of the Task Force. (a) Within 18 months of the date of
this order, the Task Force shall develop and recommend to the President,
through the Assistant to the President for Economic Policy and the Assistant
to the President for Science and Technology, a policy to make effective
use of technology to improve training opportunities for Federal Government
employees. The policy should promote and integrate the effective use of
training technologies to create affordable and convenient training opportuni-
ties to improve Federal employee performance. The Task Force shall seek
the views of experts from industry, academia, and State and local govern-
ments as the Task Force proceeds, as appropriate. Specifically, the Task
Force shall:

(1) develop strategies to improve the efficiency and availability of training
opportunities for Federal Government employees;

(2) form partnerships among key Federal agencies, State and local govern-
ments, businesses, universities, and other appropriate entities to promote
the development and use of high-quality training opportunities;

(3) analyze the use of technology in existing training programs and
policies of the Task Force member agencies to determine what changes,
modifications, and innovations may be necessary to advance training op-
portunities;

(4) in consultation with the Department of Defense and the National
Institute of Standards and Technology, recommend standards for training
software and associated services purchased by Federal agencies and con-
tractors. These standards should be consistent with voluntary industry
consensus-based commercial standards. Agencies, where appropriate,
should use these standards in procurements to promote reusable training
component software and thereby reduce duplication in the development
of courseware;

(5) evaluate and, where appropriate, coordinate and collaborate on, re-
search and demonstration activities of Task Force member agencies related
to Federal training technology;

(6) identify and support cross-agency training areas that would particu-
larly benefit from new instructional technologies and facilitate multiagency
procurement and use of training materials, where appropriate;

(7) in consultation with the General Services Administration, the Office
of Personnel Management, and the Office of Federal Procurement Policy
of the Office of Management and Budget (OFPP), promote existing and
new procurement vehicles that allow agencies to provide innovative train-
ing opportunities for Federal employees;

(8) recommend changes that may be needed to existing procurement
laws to further the objectives of this order and forward the recommenda-
tions to the Administrator of OFPP; and

(b) develop options and recommendations for establishing a Federal Indi-
vidual Training Account for each Federal worker for training relevant to
his or her Federal employment. To the extent permitted by law, such accounts
may be established with the funds allocated to the agency for employee
training. Approval for training would be within the discretion of the individ-
ual employee’s manager. Options and recommendations shall be reported
no later than 6 months from the date of this order.

Sec. 3. Duties of All Federal Agencies. (a) Each Federal agency shall, to
the extent permitted by law:
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(1) include as part of its annual budget process a set of goals to provide
the highest quality and most efficient training opportunities possible to
its employees, and a set of performance measures of the quality and
availability of training opportunities possible to its employees. Such meas-
ures should be, where appropriate, based on outcomes related to perform-
ance rather than time allocation;

(2) identify the resources necessary to achieve the aforementioned goals
and performance measures articulated in its annual performance plan;

(3) and, where practicable, use the standards recommended by the Task
Force and published by the Office of Personnel Management for purchasing
training software and associated services; and

(4) subject to the availability of appropriations, post training courses,
information, and other learning opportunities on the Department of Labor’s
America’s Learning Exchange (ALX), or other appropriate information dis-
semination vehicles as determined by the Task Force, to make information
about Federal training courses, information, and other learning opportuni-
ties widely available to Federal employees.

(b) Each Federal agency, to the extent permitted by law, is encouraged

to consider how savings achieved through the efficient use of training tech-
nology can be reinvested in improved training for their employees.
Sec. 4. Duties of Specific Federal Agencies. (a) In light of the Office of
Personnel Management’s responsibility for developing Government-wide
training policy, coordinating and managing training policy programs, and
providing technical assistance to Federal agencies, the Office of Personnel
Management or other appropriate agency as determined by the Task Force
shall:

(1) in consultation with the Task Force, the Department of Defense,
the National Institute of Standards and Technology, the Department of
Labor, and other appropriate agencies as determined by OPM, publish
the standards for training software and associated services recommended
by the Task Force; and

(2) ensure that qualification standards for civil service positions, where
appropriate, reflect standard industry certification practices.

(b) The Department of Labor or other appropriate agency as determined
by the Task Force shall, subject to the availability of appropriations:

(1) establish a specialized database for Federal training within the frame-
work of the Department of Labor’s ALX, or other appropriate information
dissemination vehicles determined by the Task Force, to make information
about Federal training courses, information, and other learning opportuni-
ties widely available to Federal employees;

(2) establish and maintain a training technology website for agencies
to post training needs and to foster communication among the agencies
and between public and private sector organizations to identify and meet
common needs; and

(3) establish a staffed help desk and technology resource center to support
Federal agencies using training technology and to facilitate the develop-
ment of online training courses.

(c) The Department of Defense or other appropriate agency as determined
by the Task Force shall:

(1) in consultation with the National Institute of Standards and Tech-
nology, lead Federal participation in business and university organizations
charged with developing consensus standards for training software and
associated services and lead the Federal review of the standards; and

(2) provide guidance to Defense agencies and advise the civilian agencies,
as appropriate, on how best to use these standards for large-scale develop-
ment and implementation of efficient and effective distributed learning
technologies.
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(d) Each Executive department shall designate at least one subject area
of training that it will use to demonstrate opportunities in technology-
based training and assign an agency leader in the designated area. Leaders
in these training technology experiments shall work closely with other agen-
cies with similar training interests. Each Executive department shall develop
a plan for measuring and evaluating the effectiveness, cost-effectiveness,
and benefits to employees and the agency for each designated subject area.

Sec. 5. Establishment of Advisory Committee on Expanding Training Oppor-
tunities.

The Advisory Committee on Expanding Training Opportunities (Committee)
is established. The Committee shall consist of not more that 20 members
appointed by the President from outside the Federal Government, including
representatives of the research, education, labor, and training communities,
information technology sector, and representatives from other critical sectors.
The President shall designate Co-Chairs from among the members of the
Committee.

Sec. 6. Functions of the Advisory Committee. The Committee shall provide
the President, through the Assistant to the President for Economic Policy
and the Assistant to the President for Science and Technology (Assistants
to the President), with: (a) an independent assessment of:

(1) progress made by the Federal Government in its use and integration
of technology in training programs, particularly in the use of voluntary
industry consensus-based commercial standards for training software and
associated services;

(2) how Federal Government programs, initiatives, and policies can en-
courage or accelerate training technology to provide more accessible, more
timely, and more cost-effective training opportunities for all Americans;

(3) mechanisms for the Federal Government to encourage private sector
investment in the development of high-quality instructional software and
wider deployment and utilization of technology-mediated instruction so
that all Americans may take advantage of the opportunities provided by
learning technology; and

(4) the appropriate Federal Government role in research and development
for learning technologies and their applications in order to develop high-
quality training and education opportunities for all Americans;

(b) an analysis of options for helping adult Americans finance the training
and post-secondary education needed to upgrade skills and gain new knowl-
edge. Options for financial mechanisms may include grants, tax incentives,
low-interest loans, or other vehicles to make training and post-secondary
education accessible to adults throughout their lifetimes; and

(c) advice on other issues regarding emerging technologies in government
training and financing training and post-secondary education for adult Ameri-
cans as specified by the Assistants to the President.

Sec. 7. Administration of the Advisory Committee. (a) To the extent permitted
by law and subject to the availability of appropriations, the Office of Person-
nel Management shall provide the financial and administrative support for
the Committee.

(b) The heads of Executive agencies shall, to the extent permitted by
law, provide to the Committee such information as it may require for the
purpose of carrying out its functions.

(c) The Committee Co-Chairs may, from time to time, invite experts to
submit information to the Committee and may form subcommittees or work-
ing groups within the Committee to review specific issues.

(d) Members of the Committee shall serve without compensation but shall
be allowed travel expenses, including per diem instead of subsistence, as
authorized by law for persons serving intermittently in the Government
service (5 U.S.C. 5701-5707).
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(e) Notwithstanding any other Executive order, the functions of the Presi-
dent under the Federal Advisory Committee Act, as amended, that are appli-
cable to the Committee, except that of reporting to the Congress, shall
be performed by the Office of Personnel Management in accordance with
guidelines that have been issued by the Administrator of General Services.

(f) The Committee shall terminate 2 years from the date of this order
unless extended by the President prior to such date.

Sec. 8. Definitions. (a) As used in this order, the terms *“‘agency,” “‘employee,”
“Government,” and “training’”’ have the meaning given to those terms, respec-
tively, by section 4101 of title 5, United States Code.

(b) The term *‘technology,” means any equipment or interconnected system
or subsystem of equipment that is used in the automatic acquisition, storage,
manipulation, management, movement, control, display, switching, inter-
change, transmission, or reception of data or information, including comput-
ers, ancillary equipment, software, firmware and similar procedures, services
(including support services), and related resources. For purposes of the
preceding sentence, equipment is used by an Executive agency if the equip-
ment is used by the Executive agency directly or is used by a contractor
under a contract with the Executive agency that requires the use of such
equipment. The term ‘“‘technology’” does not include any equipment that
is acquired by a Federal contractor incidental to a Federal contract.

Sec. 9. Judicial Review. This order does not create any enforceable rights
against the United States, its agencies, its officers, or any person.

THE WHITE HOUSE,
January 12, 1999.
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11

Financial Administration — June 25, 2013

(a) to locate any person in order to collect a
debt due to Her Majesty in right of Canada
by that person; or

(b) to set off a debt due to Her Majesty in
right of Canada or a province against any
sum of money that may be due or payable by
Her Majesty in right of Canada.

R.S., 1985, c. F-11, 5. 9; 1991, c. 24, s. 3.

10. Subject to any other Act of Parliament,
the Treasury Board may make regulations

(a) for the purpose of ensuring effective co-
ordination of administrative functions and
services among and within departments;

(b) for the establishment of general adminis-
trative standards of performance and respect-
ing the assessment of the performance of
portions of the federal public administration
in the light of such standards;

(c) respecting the collection, management
and administration of, and the accounting
for, public money;

(d) respecting the keeping of records of pub-
lic property;

(d.1) respecting the severance pay or other
amounts payable to an employee or former
employee whose employment is terminated
pursuant to paragraph 11(2)(g.1), and any
terms and conditions subject to which and
the manner in which those amounts are to be
paid;

(e) for the purposes of any provision of this
Act that contemplates regulations of the
Treasury Board; and

(f) for any other purpose necessary for the
efficient administration of the federal public
administration.

R.S., 1985, c. F-11, s. 10; 1991, c. 24, s. 50(F); 1996, c. 18,
s. 4; 2003, c. 22, 5. 224(E).

Human Resources Management

11. (1) The following definitions apply in
this section and sections 11.1 to 13.

“core public administration” means the depart-
ments named in Schedule | and the other por-
tions of the federal public administration
named in Schedule V.

“deputy head” means

a) retrouver un débiteur de Sa Majesté du
chef du Canada;

b) compenser une créance de Sa Majesté du
chef du Canada ou d’une province par une
somme d’argent dont Sa Majesté du chef du
Canada est ou pourrait étre débitrice.

L.R. (1985), ch. F-11, art. 9; 1991, ch. 24, art. 3.

10. Sous réserve des autres lois fédérales, le
Conseil du Trésor peut prendre des réglements :

a) en vue d’assurer la bonne coordination
des fonctions et services administratifs, tant a
I’intérieur des ministéres qu’entre eux;

b) en vue de fixer des normes administra-
tives générales d’objectifs & atteindre et
concernant I’appréciation, par rapport a ces
normes, des résultats atteints par certains
secteurs de I’administration publique fede-
rale;

c) concernant la perception, la gestion, I’ad-
ministration et la comptabilité des fonds pu-
blics;

d) concernant la tenue d’inventaires des
biens publics;

d.1) concernant les paiements relatifs aux
indemnités de départ et autres montants a
verser aux employés ou anciens employés li-
cenciés dans les circonstances visées a I’ali-
néa 11(2)g.1) et les conditions et modalités
applicables a leur versement;

e) en vue de procéder a toute autre mesure
d’ordre réglementaire prévue par la présente
loi;

f) atoute autre fin nécessaire a la bonne ges-
tion de I’administration publique fédérale.

L.R. (1985), ch. F-11, art. 10; 1991, ch. 24, art. 50(F);
1996, ch. 18, art. 4; 2003, ch. 22, art. 224(A).

Gestion des ressources humaines

11. (1) Les définitions qui suivent s’ap-
pliguent au présent article et aux articles 11.1 a
13.

« administrateur général » S’entend :

a) a I’égard de tout ministére figurant a
I’annexe I, du sous-ministre;

guo
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“public service”
« fonction
publique »

“separate
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distinct »

“statutory
deputy head”
«administrateur
général au titre
de la loi »

Designation of
certain deputy
heads

Gestion des finances publiques — 25 juin 2013

(a) in relation to a department named in
Schedule 1, its deputy minister;

(b) in relation to any portion of the federal
public administration named in Schedule 1V,
its chief executive officer or, if there is no
chief executive officer, its statutory deputy
head or, if there is neither, the person who
occupies the position designated under sub-
section (2) in respect of that portion;

(c) in relation to a separate agency, its chief
executive officer or, if there is no chief exec-
utive officer, its statutory deputy head or, if
there is neither, the person who occupies the
position designated under subsection (2) in
respect of that separate agency; and

(d) in relation to any portion of the federal
public administration designated for the pur-
poses of paragraph (d) of the definition “pub-
lic service”, its chief executive officer or, if
there is no chief executive officer, the person
who occupies the position designated under
subsection (2) in respect of that portion.

“public service” means the several positions in
or under

(a) the departments named in Schedule I;

(b) the other portions of the federal public
administration named in Schedule 1V;

(c) the separate agencies named in Schedule
V; and

(d) any other portion of the federal public
administration that may be designated by the
Governor in Council for the purpose of this
paragraph.

“separate agency” means a portion of the feder-
al public administration named in Schedule V.

“statutory deputy head” means any officer who,
by any Act of Parliament, is or is deemed to be
a deputy head or who has, or is deemed to
have, the rank of a deputy head.

(2) The Governor in Council may designate
any position to be the position of deputy head
in respect of

b) aI’égard de tout secteur de I’administra-
tion publique fédérale figurant a I’annexe 1V,
de son premier dirigeant ou, a défaut, de son
administrateur général au titre de la loi ou, &
défaut de I’un et I’autre, du titulaire du poste
désigné en vertu du paragraphe (2) a I’égard
de ce secteur;

c) a I’égard de tout organisme distinct, de
son premier dirigeant ou, a défaut, de son ad-
ministrateur général au titre de la loi ou, a
défaut de I’un et I’autre, du titulaire du poste
désigné en vertu du paragraphe (2) a I’égard
de cet organisme;

d) aI’égard de tout secteur de I’administra-
tion publique fédérale désigné pour I’appli-
cation de I'alinéa d) de la définition de «
fonction publique », de son premier dirigeant
ou, a défaut, du titulaire du poste désigné en
vertu du paragraphe (2) a I’égard de ce sec-
teur.

«administrateur général au titre de la loi»
Toute personne qui, au titre d’une loi fédérale,
est ou est réputée étre administrateur général ou
en a ou est réputée en avoir le rang ou le statut.

«administration publique centrale » Les minis-
teres figurant a I’annexe 1 et les autres secteurs
de I’administration publique fédérale figurant a
I’annexe 1V.

«fonction publique» L’ensemble des postes
qui sont compris dans les entités ci-aprés ou qui
en relévent :

a) les ministeres figurant a I’annexe I;

b) les autres secteurs de I’administration
publique fédérale figurant a I’annexe 1V;

c) les organismes distincts figurant a I’an-
nexe V;

d) les autres secteurs de I’administration
publique fédérale que peut désigner le gou-
verneur en conseil pour I’application du pre-
sent alinéa.

«organisme distinct» Secteur de I’administra-
tion publique fédérale figurant a I’annexe V.

(2) Le gouverneur en conseil peut désigner
tout poste comme poste d’administrateur géné-
ral :
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(a) any portion of the federal public admin-
istration named in Schedule IV or V for
which there is no chief executive officer; and

(b) each portion of the federal public admin-
istration designated for the purpose of para-
graph (d) of the definition “public service” in
subsection (1) for which there is no chief ex-
ecutive officer.

R.S., 1985, c. F-11, s. 11; R.S., 1985, c. 9 (1st Supp.), s. 22;
1991, c. 24, s. 50(F); 1992, c. 54, s. 81; 1995, c. 44, s. 51;
1996, c. 18, s. 5; 1999, c. 31, s. 101(F); 2003, c. 22, ss. 8,
264,

11.1 (1) In the exercise of its human re-
sources management responsibilities under
paragraph 7(1)(e), the Treasury Board may

(a) determine the human resources require-
ments of the public service and provide for
the allocation and effective utilization of hu-
man resources in the public service;

(b) provide for the classification of positions
and persons employed in the public service;

(c) determine and regulate the pay to which
persons employed in the public service are
entitled for services rendered, the hours of
work and leave of those persons and any re-
lated matters;

(d) determine and regulate the payments that
may be made to persons employed in the
public service by way of reimbursement for
travel or other expenses and by way of al-
lowances in respect of expenses and condi-
tions arising out of their employment;

(e) subject to the Employment Equity Act,
establish policies and programs with respect
to the implementation of employment equity
in the public service;

(f) establish policies or issue directives re-
specting the exercise of the powers granted
by this Act to deputy heads in the core public
administration and the reporting by those
deputy heads in respect of the exercise of
those powers;

(g) establish policies or issue directives re-
specting

(i) the manner in which deputy heads in
the core public administration may deal
with grievances under the Public Service
Labour Relations Act to which they are a
party, and the manner in which they may

a) pour chacun des secteurs de I’administra-
tion publique fédérale figurant aux annexes
IV ou V sans premier dirigeant;

b) pour chacun des secteurs de I’administra-
tion publique fédérale sans premier dirigeant
désigné pour I’application de I’alinéa d) de la
définition de «fonction publique » au para-
graphe (1).
L.R. (1985), ch. F-11, art. 11; L.R. (1985), ch. 9 (1° sup-
pl.), art. 22; 1991, ch. 24, art. 50(F); 1992, ch. 54, art. 81;
1995, ch. 44, art. 51; 1996, ch. 18, art. 5; 1999, ch. 31, art.
101(F); 2003, ch. 22, art. 8 et 264.

11.1 (1) Le Conseil du Trésor peut, dans
I’exercice des attributions en matiére de gestion
des ressources humaines que lui confere I’ali-
néa 7(1)e) :

a) determiner les effectifs nécessaires a la
fonction publique et assurer leur répartition
et leur bonne utilisation;

b) pourvoir a la classification des postes et
des personnes employées dans la fonction
publique;

c) déterminer et réglementer les traitements
auxquels ont droit les personnes employées
dans la fonction publique, leurs horaires et
leurs congés, ainsi que les questions
connexes;

d) déterminer et réglementer les indemnités
susceptibles d’étre versées aux personnes
employées dans la fonction publique soit
pour des frais de déplacement ou autres, soit
pour des dépenses ou en raison de circons-
tances liées a leur emploi;

e) sous réserve de la Loi sur I’équité en ma-
tiere d’emploi, fixer des orientations et éta-
blir des programmes destinés a la mise en
oeuvre de I’équité en matiére d’emploi dans
la fonction publique;

f) élaborer des lignes directrices ou des di-
rectives sur I’exercice des pouvoirs conférés
par la présente loi aux administrateurs géné-
raux de I’administration publique centrale,
ainsi que les rapports que ceux-ci doivent
préparer sur I’exercice de ces pouvoirs;

g) élaborer des lignes directrices ou des di-
rectives :

(i) d’une part, sur la fagon dont les admi-
nistrateurs généraux de I’administration
publique centrale peuvent s’occuper des
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deal with them if the grievances are re-
ferred to adjudication under subsection
209(1) of that Act, and

(ii) the reporting by those deputy heads in
respect of those grievances;

(h) establish policies or issue directives re-
specting the disclosure by persons employed
in the public service of information concern-
ing wrongdoing in the public service and the
protection from reprisal of persons who dis-
close such information in accordance with
those policies or directives;

(i) establish policies or issue directives re-
specting the prevention of harassment in the
workplace and the resolution of disputes re-
lating to such harassment; and

(i) provide for any other matters, including
terms and conditions of employment not oth-
erwise specifically provided for in this sec-
tion, that it considers necessary for effective
human resources management in the public
service.

(2) The powers of the Treasury Board in re-
lation to any of the matters specified in subsec-
tion (1)

(a) do not extend to any matter that is ex-
pressly determined, fixed, provided for, reg-
ulated or established by any Act otherwise
than by the conferring of powers in relation
to those matters on any authority or person
specified in that Act; and

(b) do not include or extend to

(i) any power specifically conferred on
the Public Service Commission under the
Public Service Employment Act, or

(i) any process of human resources selec-
tion required to be used under the Public
Service Employment Act or authorized to
be used by the Public Service Commission
under that Act.

2003, c. 22,s. 8.

griefs présentés sous le régime de la Loi
sur les relations de travail dans la fonc-
tion publique auxquels ils sont parties et
plus particulierement de ceux de ces griefs
qui sont renvoyés a I’arbitrage en vertu du
paragraphe 209(1) de cette loi,

(ii) d’autre part, sur les rapports que ces
administrateurs doivent préparer sur ces
griefs;

h) élaborer des lignes directrices ou des di-
rectives concernant la communication par les
personnes employées dans la fonction pu-
blique de renseignements sur les actes fautifs
commis au sein de celle-ci et la protection de
ces personnes contre les représailles lors-
qu’elles communiquent ces renseignements
conformément a ces lignes directrices ou di-
rectives;

i) élaborer des lignes directrices ou des di-
rectives concernant la prévention du harcele-
ment en milieu de travail et le réglement des
différends auquel il donne lieu;

j) régir toute autre question, notamment les
conditions de travail non prévues de fagon
expresse par le présent article, dans la me-
sure ou il I’estime nécessaire a la bonne ges-
tion des ressources humaines de la fonction
publique.

(2) Le Conseil du Trésor ne peut :

a) exercer ses pouvoirs a I’égard des ques-
tions visées au paragraphe (1) si celles-ci
sont expressément régies par une autre loi et
non par simple attribution de pouvoirs a une
autorité ou a une personne déterminée;

b) exercer des pouvoirs expressément confé-
rés a la Commission de la fonction publique
sous le régime de la Loi sur I’emploi dans la
fonction publique, ou mettre en oeuvre des
méthodes de sélection du personnel dont
I’application reléve, sous le régime de cette
loi, de la Commission.

2003, ch. 22, art. 8.
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11.2 (1) The Governor in Council may del-
egate to the minister of the Crown responsible
for a separate agency, or to its deputy head, any
of the powers or functions of the Governor in
Council or the Treasury Board in relation to hu-
man resources management in that separate
agency, subject to any terms and conditions
that the Governor in Council directs.

(2) Any person to whom powers or func-
tions are delegated under subsection (1) may,
subject to and in accordance with the delega-
tion, sub-delegate any of those powers or func-
tions to any person under their jurisdiction.

2003, c. 22,s. 8.

12. (1) Subject to paragraphs 11.1(1)(f) and
(9), every deputy head in the core public ad-
ministration may, with respect to the portion
for which he or she is deputy head,

(a) determine the learning, training and de-
velopment requirements of persons em-
ployed in the public service and fix the terms
on which the learning, training and develop-
ment may be carried out;

(b) provide for the awards that may be made
to persons employed in the public service for
outstanding performance of their duties, for
other meritorious achievement in relation to
their duties or for inventions or practical sug-
gestions for improvements;

(c) establish standards of discipline and set
penalties, including termination of employ-
ment, suspension, demotion to a position at a
lower maximum rate of pay and financial
penalties;

(d) provide for the termination of employ-
ment, or the demotion to a position at a low-
er maximum rate of pay, of persons em-
ployed in the public service whose
performance, in the opinion of the deputy
head, is unsatisfactory;

(e) provide for the termination of employ-
ment, or the demotion to a position at a low-
er maximum rate of pay, of persons em-
ployed in the public service for reasons other
than breaches of discipline or misconduct;
and

(f) provide for the termination of employ-
ment of persons to whom an offer of em-
ployment is made as the result of the transfer

11.2 (1) Le gouverneur en conseil peut,
sous réserve des conditions et modalités qu’il
fixe, déléguer telles de ses attributions ou des
attributions du Conseil du Trésor, en matiére de
gestion des ressources humaines d’un orga-
nisme distinct, au ministre compétent ou a I’ad-
ministrateur général.

(2) Les délégataires visés au paragraphe (1)
peuvent, sous réserve des conditions et modali-
tés de la délégation, subdéléguer a leurs subor-
donnés les attributions qu’ils ont regues.

2003, ch. 22, art. 8.

12. (1) Sous réserve des alinéas 11.1(1)f) et
g), chaque administrateur général peut, a
I’égard du secteur de I’administration publique
centrale dont il est responsable :

a) déterminer les besoins en matiére d’ap-
prentissage, de formation et de perfectionne-
ment des personnes employées dans la fonc-
tion publique et fixer les conditions de mise
en oeuvre de cet apprentissage, de cette for-
mation et de ce perfectionnement;

b) prévoir les primes susceptibles d’étre ac-
cordées aux personnes employées dans la
fonction publique pour résultats exception-
nels ou toutes autres realisations meritoires
dans le cadre de leurs fonctions, pour des in-
ventions ou pour des idées pratiques d’ame-
lioration;

c) établir des normes de discipline et pres-
crire des mesures disciplinaires, y compris le
licenciement, la suspension, la rétrogradation
a un poste situé dans une échelle de traite-
ment comportant un plafond inférieur et les
sanctions pécuniaires;

d) prévoir le licenciement ou la rétrograda-
tion a un poste situé dans une échelle de trai-
tement comportant un plafond inférieur de
toute personne employée dans la fonction
publique dans les cas ou il est d’avis que son
rendement est insuffisant;

e) prévoir, pour des raisons autres qu’un
manquement a la discipline ou une incon-
duite, le licenciement ou la rétrogradation a
un poste situé dans une échelle de traitement
comportant un plafond inférieur d’une per-
sonne employée dans la fonction publique;
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of any work, undertaking or business from
the core public administration to any body or
corporation that is not part of the core public
administration.

(2) Subject to any terms and conditions that
the Governor in Council may direct, every
deputy head of a separate agency, and every
deputy head designated under paragraph 11(2)
(b), may, with respect to the portion of the fed-
eral public administration for which he or she is
deputy head,

(a) determine the learning, training and de-
velopment requirements of persons em-
ployed in the public service and fixing the
terms on which the learning, training and de-
velopment may be carried out;

(b) provide for the awards that may be made
to persons employed in the public service for
outstanding performance of their duties, for
other meritorious achievement in relation to
their duties or for inventions or practical sug-
gestions for improvements;

(c) establish standards of discipline and set
penalties, including termination of employ-
ment, suspension, demotion to a position at a
lower maximum rate of pay and financial
penalties; and

(d) provide for the termination of employ-
ment, or the demotion to a position at a low-
er maximum rate of pay, of persons em-
ployed in the public service for reasons other
than breaches of discipline or misconduct.

(3) Disciplinary action against, or the termi-
nation of employment or the demotion of, any
person under paragraph (1)(c), (d) or (e) or (2)
(c) or (d) may only be for cause.

R.S., 1985, c. F-11, 5. 12; 1995, c. 17, 5. 7; 1996, c. 18, 5. 6;
2003, ¢. 22, 5. 8.

12.1 Section 11.1 and subsection 12(2) ap-
ply subject to the provisions of any Act of Par-
liament, or any regulation, order or other instru-
ment made under the authority of an Act of

f) régir toutes les questions relatives au li-
cenciement des personnes a qui une offre
d’emploi est faite en raison du transfert
d’une activité ou entreprise de I’administra-
tion publique centrale a toute entité qui n’en
fait pas partie.

(2) Sous réserve des conditions que fixe le
gouverneur en conseil, chaque administrateur
général d’un organisme distinct et chaque ad-
ministrateur général désigné par le gouverneur
en conseil en vertu de I’alinéa 11(2)b) peut, a
I’égard du secteur de I’administration publique
fédérale dont il est responsable :

a) déterminer les besoins en matiére d’ap-
prentissage, de formation et de perfectionne-
ment des personnes employées dans la fonc-
tion publique et fixer les conditions de mise
en oeuvre de cet apprentissage, de cette for-
mation et de ce perfectionnement;

b) prévoir les primes susceptibles d’étre ac-
cordées aux personnes employées dans la
fonction publique pour résultats exception-
nels ou toutes autres realisations meritoires
dans le cadre de leurs fonctions, pour des in-
ventions ou pour des idées pratiques d’ame-
lioration;

c) établir des normes de discipline et pres-
crire des mesures disciplinaires, y compris le
licenciement, la suspension, la rétrogradation
a un poste situé dans une échelle de traite-
ment comportant un plafond inférieur et les
sanctions pécuniaires;

d) prévoir, pour des raisons autres qu’un
manquement a la discipline ou qu’une incon-
duite, le licenciement ou la rétrogradation a
un poste situé dans une échelle de traitement
comportant un plafond inférieur de toute per-
sonne employée dans la fonction publique.

(3) Les mesures disciplinaires, le licencie-
ment ou la rétrogradation découlant de I’appli-
cation des alinéas (1)c), d) ou €) ou (2)c) ou d)
doivent étre motivés.

L.R. (1985), ch. F-11, art. 12; 1995, ch. 17, art. 7; 1996, ch.
18, art. 6; 2003, ch. 22, art. 8.

12.1 L’article 11.1 et le paragraphe 12(2)
s’appliquent sous réserve de toute loi fédérale
et de tout texte d’application de celle-ci concer-
nant les attributions d’un organisme distinct.

2003, ch. 22, art. 8.
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Parliament, respecting the powers or functions
of a separate agency.

2003, c. 22, s. 8.

12.2 (1) A deputy head may delegate to any
person any of the deputy head’s powers or
functions in relation to human resources man-
agement, subject to any terms and conditions
that he or she directs.

(2) Any person to whom powers or func-
tions are delegated under subsection (1) may,
subject to and in accordance with the delega-
tion, sub-delegate any of those powers or func-
tions to any other person.

2003, c. 22,s. 8.

12.3 (1) Despite any other Act of Parlia-
ment, if the employment of an employee is ter-
minated under paragraph 12(1)(f), agreements
of the National Joint Council, other than agree-
ments of the National Joint Council that are re-
lated to work force adjustment, cease to apply
to the employee immediately before the termi-
nation of employment, unless the termination
of employment was the result of the transfer of
any work, undertaking or business from the
core public administration to any body or cor-
poration that is

(a) aseparate agency; or

(b) another portion of the federal public ad-
ministration designated by the Governor in
Council for the purpose of paragraph (d) of
the definition “public service” in subsection
11(12).

(2) Her Majesty in right of Canada, as repre-
sented by the Treasury Board, continues to be
responsible for any obligation of Her Majesty
in respect of benefits arising out of agreements
of the National Joint Council that had accrued
to employees of a body or corporation immedi-
ately before the date of the transfer referred to
in subsection (1).

2003, ¢. 22, s. 8.
12.4 [Repealed, 2012, c. 19, s. 218]

13. (1) Subject to subsection (2), nothing in
this Act or any other Act of Parliament is to be
construed as limiting or affecting the right or
power of the Governor in Council to suspend or
dismiss, on the basis of a security assessment,
any person employed in the public service.

12.2 (1) L’administrateur général peut, sous
réserve des conditions et modalités qu’il fixe,
déléguer a toute personne telles de ses attribu-
tions en matiére de gestion des ressources hu-
maines.

(2) Les délégataires visés au paragraphe (1)
peuvent, sous réserve des conditions et modali-
tés de la délégation, subdéléguer a toute autre
personne les attributions qu’ils ont regues.

2003, ch. 22, art. 8.

12.3 (1) Malgré toute autre loi fédérale,
lorsque des fonctionnaires d’un secteur de I’ad-
ministration publique centrale sont licenciés au
titre de I’alinéa 12(1)f) en raison du transfert
d’une activité ou entreprise de ce secteur a une
autre entité, les accords conclus par le Conseil
national mixte, a I’exception des accords por-
tant sur le réaménagement des effectifs, cessent
de s’appliquer a ces fonctionnaires immédiate-
ment avant leur licenciement sauf si, selon le
cas, I’entité :

a) est un organisme distinct;

b) est un autre secteur de I’administration
publique fédérale désigné par le gouverneur
en conseil pour I’application de I’alinéa d) de
la définition de «fonction publique » au pa-
ragraphe 11(1).

(2) Sa Majesté du chef du Canada représen-
tée par le Conseil du Trésor continue d’étre res-
ponsable des obligations qu’elle a contractées
relativement aux avantages découlant des ac-
cords conclus par le Conseil national mixte et
dont pourraient bénéficier les fonctionnaires du
fait de leur transfert visé au paragraphe (1).

2003, ch. 22, art. 8.

12.4 [Abrogé, 2012, ch. 19, art. 218]

13. (1) Sous réserve du paragraphe (2), la
présente loi ni aucune autre loi fédérale n’ont
pour effet de porter atteinte au droit ou au pou-
voir du gouverneur en conseil de suspendre ou
de destituer une personne employée dans la
fonction publique en raison d’une évaluation de
sécurité.
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(2) If a person has made a complaint with
respect to a security assessment to the Security
Intelligence Review Committee established by
subsection 34(1) of the Canadian Security In-
telligence Service Act, that person may not be
dismissed by the Governor in Council until af-
ter the completion of the investigation in rela-
tion to that complaint.

(3) For the purpose of subsection (1), any
order made by the Governor in Council is con-
clusive proof of the matters stated therein in re-
lation to the suspension or dismissal of any per-
son in the interest of the safety or security of
Canada or any state allied or associated with
Canada.

R.S., 1985, c. F-11, s. 13; 1991, c. 24, s. 50(F); 2003, c. 22,
S. 9.

DEPARTMENT OF FINANCE

14. There is hereby established a department
of the Government of Canada called the De-
partment of Finance over which the Minister of
Finance appointed by commission under the
Great Seal shall preside.

R.S., c. F-10,s. 8.

15. The Minister holds office during plea-
sure and has the management and direction of
the Department, the management of the Con-
solidated Revenue Fund and the supervision,
control and direction of all matters relating to
the financial affairs of Canada not by law as-
signed to the Treasury Board or to any other
minister.

R.S. c.F-10,s.9.
15.1 (1) The Minister may establish adviso-

ry and other committees and provide for their
membership, duties, functions and operation.

(2) Members of a committee may be paid
for their services the remuneration and expens-
es that the Governor in Council may determine.

2008, c. 28, s. 153.

16. The Governor in Council may appoint
an officer called the Deputy Minister of Fi-
nance to hold office during pleasure and to be
the deputy head of the Department.

R.S., ¢. F-10, s. 10.

(2) Une personne ne peut étre destituée par
le gouverneur en conseil si elle a porté plainte
contre une évaluation de sécurité devant le co-
mité de surveillance des activités de renseigne-
ment de sécurité constitué par le paragraphe
34(1) de la Loi sur le Service canadien du ren-
seignement de sécurité et si I’enquéte sur la
plainte n’est pas terminée.

(3) Pour I’application du paragraphe (1), un
décret de suspension ou de destitution pris par
le gouverneur en conseil, dans I’intérét de la
sOreté ou de la sécurité du Canada, ou d’un Etat
qui lui est allié ou associé, fait foi de son conte-
nu.

L.R. (1985), ch. F-11, art. 13; 1991, ch. 24, art. 50(F);
2003, ch. 22, art. 9.

MINISTERE DES FINANCES

14. Est constitué le ministére des Finances,
placé sous I’autorité du ministre des Finances.
Celui-ci est nommé par commission sous le
grand sceau.

S.R., ch. F-10, art. 8.

15. Le ministre occupe sa charge a titre
amovible; il assure la direction et la gestion du
ministeére, ainsi que la gestion du Trésor; de lui
relévent également, en matiére de finances pu-
bliques, toutes les questions non attribuées de
droit au Conseil du Trésor ou & un autre mi-
nistre.

S.R., ch. F-10, art. 9.

15.1 (1) Le ministre peut constituer des co-
mités consultatifs ou autres, et en prévoir la
composition, les attributions et le fonctionne-
ment.

(2) Les membres des comités recoivent,
pour leurs services, la rémunération et les in-
demnités que peut déterminer le gouverneur en
conseil.

2008, ch. 28, art. 153.
16. Le gouverneur en conseil peut nommer a
titre amovible un sous-ministre des Finances;

celui-ci est I’administrateur général du minis-
tére.

S.R,, ch. F-10, art. 10.

guo

Restriction

Caractere
probant du
décret

Constitution

Ministre

Comités
consultatifs et
autres

Rémunération et
indemnités

Administrateur
général
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12 2011-14

Part B Technical and General
Background

1. This is an Agreement under section 172 of the Fair Work Act 2009.
Title

2. This Agreement shall be known as the Australian Public Service Commission

Enterprise Agreement 2011 — 2014.

Purpose

3. The purpose of this Agreement is to set out the terms and conditions of employment of

Employees covered by the Agreement.

Parties covered by this Agreement
4. In accordance with section 53 of the Fair Work Act, this Agreement covers:
. The Public Service Commissioner
o All Employees of the Australian Public Service Commission whose employment

is, at any time when the Agreement is in operation, covered by the Agreement (in
accordance with Clause 6); and

o The Community and Public Sector Union if Fair Work Australia notes in its
decision to approve this agreement that it covers that union.
Coverage
5. Subject to Clause 6, Employees including Casual Employees of the Commission
engaged under the Public Service Act 1999 are covered by this Agreement.
6. For this Agreement Employees of the Commission do not include:

. Persons substantively performing duties in the Senior Executive Service; or

J A person whose salary is not paid or funded by the Commission.

Commencement and duration
7. This Agreement will commence operation 7 days after approval by Fair Work Australia.

8. This Agreement shall nominally expire on 30 June 2014.
No extra claims
0. From the commencement of this Agreement, a person or organisation covered by this
Agreement will not pursue further claims for terms and conditions of employment that

would have effect during the period of operation of this Agreement, except where
consistent with the terms of this Agreement.
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Part K Workplace Development

Skills recognition and development

290. The Commission will identify learning and development needs of Employees annually
through the Performance Appraisal Scheme outlined in Part L of the Agreement. The
Performance Appraisal Scheme will include the development of a Learning and
Development Agreement for each Employee.

291. Induction and learning and development programs will be prepared, drawing on the
Work Level Standards, public sector competencies and other relevant material.

292. Progress against Learning and Development Agreements will be tracked by Groups
through the Performance Appraisal Scheme.

293. The Commission encourages each Employee to participate in learning and development
programs which will enhance the performance of duties in the APS and supports
Employee participation in APS-wide programs.

294, Professional development needs, where these relate to an essential qualification required
to perform an Employee‘s duties, will be funded by the Commission. The
Commissioner may approve funding of other professional development needs where
these are agreed between the Commissioner and the Employee.

295.  Where an Employee is required to be a member of a professional association, or
professionally licensed or registered, in order to fulfil their role with the Commission
the Commissioner will reimburse the Employee the cost of annual registration upon
receipt of a tax invoice. The Commissioner may consider re-imbursement of
professional membership, registration or license in other circumstances where there is a
benefit to the Commission to do so.

Study encouragement scheme

296. The Commission encourages, and Managers support, Employees to undertake formal
study in fields which link to the achievement of the Commission’s strategic goals or
which meet the Employee’s career development needs.

297. The Commission will provide financial or other assistance to an Employee to undertake
formal courses of study at tertiary and higher education institutions and other vocational
education courses, where the study is agreed as part of an Employee’s Learning and
Development Agreement developed as a part of the Performance Appraisal Scheme.

298. The Commissioner may approve assistance to an Employee to a maximum of either:

o 8 hours per week paid leave during a semester, or period of study in accordance
with regulations of the academic institution, to travel to attend classes, undertake
examinations or for other study purposes; or

J $4,000 per calendar year.

299. A grant of assistance to an Employee in accord with Clause 298 may involve a mix of
both types of assistance referred to in that clause.
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An Employee who is an Aboriginal or Torres Strait Islander undertaking formal study
may be granted paid leave up to 5 hours per week during a semester above the level of
paid leave which would be granted under Clause 298.

The Commissioner may approve applications for assistance in excess of the amounts
stipulated in Clauses 298 and 300.

An Employee who is approved study leave under Clauses 298 to 301 may, with the
agreement of the Commissioner, accumulate some or all of their unused study leave to
take as a block. The timing of access to accrued study leave must be approved by the
Commissioner.
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Part L

Managing Performance And Conduct

Performance appraisal scheme

Purpose

303.

304.

The purpose of the Performance Appraisal Scheme is to:

. provide Employees with a clear understanding of their role and what is expected
of them at work

J provide incentives for improved performance through salary advancement

o provide a clear link between an Employee‘s performance, learning and
development needs and the achievement of the Commission‘s strategic directions;
and

support a work culture that continually seeks to improve performance through
discussion and constructive feedback. All Employees will participate in the Scheme so
that they receive regular feedback on performance.

Participation and eligibility for performance based salary advancement

305.

306.

307.

Eligibility for performance based salary advancement is limited to:

. ongoing Employees who have been at both the Classification or Broadbanded
Classification to which the salary advancement applies, and present at the
workplace and subject to appraisal for a minimum of six months during the annual
appraisal cycle; and

o ongoing Employees on temporary assignment from other agencies for more than
six months,

who achieve a performance rating of _peaforming well‘ (2) or _peaforming
exceptionally® (3) at the end of the annual performance appraisal cycle.

Non-ongoing Employees covered by this Agreement are not eligible for salary
advancement under these provisions.

Subject to Clauses 37 and 305, on 1 July an eligible ongoing Employee who is below
the maximum pay point of their substantive Classification or substantive Broadband,
will be eligible for progression to the next highest pay point within their substantive
Classification or Broadband.

Responsibilities for performance appraisal

308.

309.

Employees must participate in all stages of the performance appraisal process including
performance reviews.

Managers must:

. Participate in all stages of the performance appraisal process

. Discuss any requirement to vary the agreement throughout the cycle
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o Take action to address underperformance throughout the cycle

o Provide constructive and effective feedback about performance; and

J Apply a consistent rating scale; and

J Undertake performance reviews.

Performance agreements

310.

Performance Agreements will:

o be developed between the Manager and the Employee

o include a reasonable number of business outcomes and performance measures

o identify and record learning and development requirements and any support
needs, including for current skill/knowledge gaps and for future career goals; and

. demonstrate a clear link between the business outcomes and performance
measures included on an Employee‘s performance agreement and how these
contribute to the achievement of the Commission‘s strategic priorities.

Performance assessment cycle

311.

312.

The Performance Appraisal Scheme will operate on a twelve-month cycle from 1 July

to 30 June.

At mid and end of cycle reviews an Employee’s Manager should provide the Employee
with feedback in writing on the performance appraisal template on their business
outcomes including adherence to APS Values and Code of Conduct.

Performance ratings and criteria

313.

During the mid cycle and end of cycle reviews Employees will be provided with a
performance rating of 3, 2 or 1 in accordance with the following performance scale and

descriptors:

Rating

Description

Performing Exceptionally

This level of performance indicates that the
Employee has exceeded expectations in all priority
responsibilities in their performance agreement or
significantly exceeded expectations in the majority
of priority responsibilities in their performance
agreement; and maintained an exceptionally high
standard of performance in relation to their day-to-
day responsibilities.

Performing Well

This level of performance indicates that the
Employee has fully met the expectations of all
responsibilities in their performance agreement,
including priority and day-to-day responsibilities.
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g 13RI 2 F R B R PR 127 H (A checklist for managing learning and

development )

Principles

Elements

Checklist

Yet to
commence

Work in
progress

Performing

1 Align

learning
with the
business

Agency
capability
requirements

Do learning and
development
strategies and plans
reflect agency
capability
requirements against
business outcomes as
identified in
corporate planning
documents?

Y/N

Y/N

Y/N

Are agency capability
requirements
identified and
articulated in people
management/work
force plans?

Y/N

Y/N

Y/N

Governance

Does the organisation
have a structured and
accountable approach
to the management of
learning and
development?

Y/N

Y/N

Y/N

Agency culture

Are processes in
place to map the
agency's culture
against the desired
culture and do
learning and
development plans
and strategies reflect
cultural realities and
goals?

Y/N

Y/N

Y/N

Funding
mechanisms
and processes

Are learning and
development
strategies sufficiently
and appropriately
funded for short- and
long-term future
needs?

Y/N

Y/N

Y/N

2 Integrate
learning
with HR and
other
business

Other people
management
strategies and
plans

Are there
mechanisms in place
to ensure that all
people management
strategies are

Y/N

Y/N

Y/N
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Principles

Elements

Checklist

Yet to
commence

Work in
progress

Performing

Processes

coherent?

People
management
processes

Do employees know
and understand the
agency's capability
requirements?

Y/N

Y/N

Y/N

Are managers and
employees aware of
their roles and
responsibilities
regarding individual
development and
career management?

Y/N

Y/N

Y/N

Agency core
business
processes

Is learning and
development
considered a
legitimate part of
day-to-day business?

Y/N

Y/N

Y/N

Are existing business
processes and forums
used to advance
learning and
development goals?

Y/N

Y/N

Y/N

HR
Management
Information

Systems
(HRMIS)

Is there a system that
provides for the
collection and
reporting of
minimum baseline
data, which is
integrated with
agency management
information systems?

Y/N

Y/N

Y/N

3 Create
a learning
culture

Leading by
example

Are senior and line
managers creating a
positive work
environment,
modelling learning
for themselves and
supporting learning
and development in
the agency?

Y/N

Y/N

Y/N

Active
commitment

Is there appropriate
promotion,
recognition and
resourcing of learning
and development by
senior management?

Y/N

Y/N

Y/N

Blurring the

Do managers see

Y/N

Y/N

Y/N
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Principles

Elements

Checklist

Yet to
commence

Work in
progress

Performing

lines between
learning and
work

learning and
development as a
legitimate and valued
workplace activity?

4 Provide
appropriate
learning
options

Needs-based
content

Are learning and
development options
based on
organisational,
business unit and
individual priorities
and needs?

Y/N

Y/N

Y/N

Appropriate
interventions

Are learning and
development options
cost-effective,
relevant and
action-oriented to
facilitate transfer of
learning to the
workplace?

Y/N

Y/N

Y/N

Are learning and
development options
varied, timely,
flexible,
collaborative, and
compatible with
individual learning
styles and adult
learning principles?

Y/N

Y/N

Y/N

5 Manage
learning
effectively

Value for
money service
delivery

Do you know that
your learning and
development function
is delivering value for
money?

Y/N

Y/N

Y/N

Effective
stakeholder
relationships

Are stakeholder
relationships with
staff, managers,
service providers,
executive, Parliament
effective?

Y/N

Y/N

Y/N

Monitoring and
reporting

Are there systems in
place to monitor and
report on learning
and development
activities?

Y/N

Y/N

Y/N

6 Support
application
of skills in

Supportive
workplace

environment

Are mentoring and
coaching by

managers on the job a

Y/N

Y/N

Y/N
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Principles

Elements

Checklist

Yet to
commence

Work in
progress

Performing

the
workplace

part of learning and
development in the
agency?

Opportunities to
apply new skills

Are there incentives
in place to ensure that
line managers
encourage and
provide opportunities
to test and develop
new skills?

Y/N

Y/N

Y/N

Opportunities to
disseminate
new knowledge

Are there support and
assistance systems
available to advise
and support managers
and individuals in
identified capability
areas?

Y/N

Y/N

Y/N

Are staff encouraged
to share learning in
specific subject
matter / specialist
areas through
knowledge networks?

Y/N

Y/N

Y/N

On-the-job
performance
evaluation

Do staff and
managers translate
performance
management
activities into
development action
plans?

Y/N

Y/N

Y/N

7 Evaluate
learning and
development

Relevance

Do learning and
development
investments address
business, capability
and individual needs?

Y/N

Y/N

Y/N

Appropriateness

Are learning and
development
investments
appropriate in terms
of time, cost, quality
and integration with
other strategies and
practices?

Y/N

Y/N

Y/N

Reaction

Are learners satisfied
with the accessibility
and quality of

learning and

Y/N

Y/N

Y/N
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Principles

Elements Checklist

Work in
progress

Yet to

Performing
commence

development?

Have learning and
development
improved individual
and agency
knowledge, skills,
and competency?

Capability
acquired

Y/N Y/N Y/N

Performance on
the job

Has learning been
transferred to the
workplace?

Y/N Y/N Y/N

Outcomes Do you assess the

outcomes of learning

and development?

Y/N Y/N Y/N

Principle 1: Align learning with the business

Element

Description

Suggested indicator s of success

Agency

Identify short and long-term

Agency capability requirements

capability |organisational capability and related learning and
requirementsjrequirements and establish learning |development key result areas are
and development strategies and plans |articulated in plans at all levels
that are aligned with desired agency |and clearly communicated to staff
outcomes as identified in key and stakeholders.
planning documents such as: Comprehensive workforce
corporate plans, Portfolio Budget plan/people management plans,
Statements and business unit plans  [which balance organisational and
workforce/people management individual needs in the short-term
strategies. as well as focusing on longer-term
As set out under Principle 4, the workforce development
capability requirements should cover
subject matter, skills and knowledge
relevant to the agency's or business
unit's role and challenges, as well as
broader capabilities in management
and leadership.
Governance [Ensure appropriate governance Governance structures provide an

structures include clear lines of
responsibility and reporting to
reinforce the link between
organisational capability needs and
the formulation of learning and
development strategies and resulting
activities.

effective mechanism for actively
managing the agency's learning
and development strategy and
activities.

Clearly established and articulated
roles and responsibilities for
formulating and implementing
and monitoring learning and
development strategies. Possible
roles and responsibilities are at

Appendix 1.
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Element Description Suggested indicator s of success
Agency Articulate what the current culture  [Identification of issues through,
culture 'looks and feels' like and map this to [for example, regular staff surveys

the desired culture necessary to Anticipating and planning for
achieve business objectives. Take intojworkplace relations issues
account:

APS and any agency specific values
your agency's demographic profile
any agency client service charter
possible differences at regional level
environmental factors such as:
funding issues

legislative and privacy or security
requirements

workplace relations issues.

Funding Ensure that funding is allocated All strategies fully costed
mechanisms |against organisational priorities, including indirect costs
and including any regional needs, and that|Key responsibilities for learning

processes  [responsibility for funding types of [clearly articulated

learning and development (e.g. what [HRMIS/Financial Management
is a corporate responsibility and what Information System track and
is a line management responsibility) [report on learning and

is clear. development budgets and costs

Case studies

Department of Foreign Affairsand Trade (DFAT): learning and development

planning

DFAT has developed a systematic approach to learning and development planning to
ensure alignment to corporate priorities, and integration with other people
management strategies. Priorities include both generic administrative and
management skills and foreign affairs specific knowledge and professional capacities.
The success of the initiative is based on:

e the commitment of the Secretary

e extensive consultation

o establishing clear priorities for learning and development based on corporate
business goals

e anintegrated Professional Skills Program.

Statement of learning and development priorities

A number of agencies annually derive a set of priorities for learning and
development that reflects the business needs of the agency overall for that year. This
provides the basis for the development and promotion of agency-wide learning and
development programs and assists line managers and individuals to make choices
about appropriate learning and development activities. These are generally promoted
on the intranet and by brochures.

e The Department of Transport and Regional Services (DOTARS) has a Secretary's
Statement of Future Skills Requirements, reviewed annually, which establishes
the basis for skills development in the department. The statement lists a series of
work practice and work culture skills that are regarded by both staff and
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managers as the core skills set required to be an effective employee of the
department.

The Department of Education Science and Training (DEST) uses a high-level

strategic statement that lists organisational priority areas to guide management
and staff in selecting appropriate learning and development opportunities.

The Department of Employment and Workplace Relations (DEWR) has

developed a list of priority areas for learning and development that reflects the
corporate direction.

Principle 2: Integrate learning with HR and other business processes

Element

Description

Suggested indicator s of success

Other people
management
strategies
and plans

Develop an integrated and coherent
approach to people management -
so that learning and development
strategies are integrated with other
people management strategies to
achieve your agency's outcomes
effectively. An integrated approach
will:

avoid duplication of effort

send consistent messages and lead
to common practices

enhance efficient allocation of
resources

simplify delivery

achieve synergy with other
business processes and systems.
An integrated approach may also
foster a 'virtuous cycle' where, for
example, improvements in agency
capability statements feed into
improved recruitment and learning
and development programs, which
feed into better performance
management processes and then on
to revisions of the agency
capability statements etc. An
integrated approach should help to
clarify roles and responsibilities:
Supervisors may be in the best
position to define employees' work
('What's my job?') and assess
performance ("How am I doing?')
Agency and business unit heads
should ensure overall alignment
with business requirements and
integration with other people
management strategies.

See also Appendix 1

Learning and development strategies
articulated as appropriate in other
people management strategies, such
as:

performance management
recruitment and retention

succession planning

remuneration practices.
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Element

Description

Suggested indicator s of success

People
management
processes

Make all managers and staff aware
of:

your agency's desired capabilities
and learning and development
priorities

their responsibilities for learning
and development, including
identifying individual learning and
development needs, and how other
HR processes fit in with learning
and development.

A capability framework against
which staff and supervisors can
identify learning and development
needs and map their careers.
Managers and staff agree on the
learning and development needs and
a strategy for meeting those needs as
part of the performance
management process

Agency core

Identify and exploit opportunities

Learning and development is

business to integrate learning and regarded as a valuable and necessary
processes  |development with the agency's core|component of business activities

business processes. Learning and development is

Integration of learning and considered as part of planning and

development with core business implementing new business

activities contributes to timely, practices, and when reviewing

efficient and effective provision of |existing practices.

learning

Learning and development options

need to be coherent with business

practices to ensure maximum

effectiveness and commitment from

line managers and employees.

It may be possible to leverage off

existing business practices and

processes to increase the impact of

learning and development.
Human Ensure that a learning and Regular monitoring and reporting on
resource development information system is [people management functions,
management|in place (within or linked with the |including learning and development
information [HRMIS) to give the information  [Tools/processes for forecasting (eg
systems required for accurate monitoring by |scenario planning), in addition to
(HRMIS) |management, reporting and trend analysis from

forecasting.

Ideally, the learning and
development information system
should have the ability to:

collate agency-wide development
needs for input into your learning
and development program

deliver accurate baseline data by
monitoring and reporting functions
to support interpretation and

decision-making by managers.

HRMIS/benchmarking
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Case studies

Department of Family and Community Services (FaCS): line of sight

FaCS line of sight learning and development works from top down and bottom up to
blend alignment and integration.

The FaCS strategic statement setsthe strategic business direction for 3-5 years.
The priorities plan is a one-year plan that outlines the priorities for the department for
that year.

Organisational data - both HR metrics and other sources of information feed into the
annual wor kfor ce plan and also into branch and state/territory office (STO) level
plans. These plans focus on deliverables and activities, and associated risk assessment
and people planning. From these plans flow the branch/STO level learning and
development plans (sometimes these go as low as section plans and section-level
learning and development plans).

From the bottom up, FaCS has individual perfor mance agr eements, which are part
of the departmental perfor mance management system (IPMS). The individual
development plans form the basis for individual development activities for the year.
Aggregated data will feed back into both the branch/STO learning and development
plans and the People Capability Development Plan.

DoCITA: An integrated approach - involvement of line manager s and executive

in planning and monitoring
The Department of Communications, Information Technology and the Arts has an
integrated learning and development system whereby:

e Opverall learning and development targets are incorporated into the Department's
remuneration policy as part of its latest Certified Agreement.

e Learning and development needs are developed jointly between managers and
staff as part of performance feedback sessions: non-attendance is funded by
Branches; thereby giving line managers a vested interest in the learning and
development outcomes.

o Managers are automatically informed of upcoming learning and development
options and the proposed participants, enabling substitutes to attend if necessary
and minimising the cost to their budgets of non-attendance at courses.

e The Executive Management Group, which approves the consolidated learning
and development program on a six monthly basis, receives regular updates on
whether targets are being met. It also receives information on staff satisfaction
with individual programs, which is taken into account when the learning and
development program is reviewed

Principle 3: Create alearning culture
Element Description Suggested indicator s of success

Leading by [Show that you value and support your High level participation by senior

example own learning and development as an |managers in learning and

essential component of the way you |development activities.

do business.

Senior managers regularly address

their own learning and development

needs
Active Invest appropriate resources in The extent of financial and other
commitment|learning and development of your resource commitment

staff. Evidence to indicate that line
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Element

Description

Suggested indicator s of success

All managers contribute to workforce
planning, including the development
of learning and development
strategies.

Show your commitment by
consistently taking an ongoing
interest in your staff's learning and
development.

Encourage both on and off-the-job
development activities.

managers encourage learning and
release staff for training eg staff
survey feedback.

Agency's reputation is an
effective attraction and retention
factor for staff.

A reward/recognition system to
encourage appropriate learning
and development.

Blurring the
lines
between
learning and
work

Integrate learning with day-to-day
work.

This could involve putting systems
and processes in place for managing
information and sharing new
knowledge both within work areas
and across your agency

Learning and development is seen as
a legitimate business investment in all

major initiatives

Established practices for sharing
research, feedback from meetings,
and processes for debriefs on
project status and lessons learnt

Case studies
Investorsin People (IiP) in the Australian Greenhouse Office (AGO)

The AGO is committed to the Investors in People (IiP) standard and use it to guide the
learning and development strategy. The key components in the implementation and
evaluation of [iP in the AGO have been to engage their people in the process and
build owner ship of the standard at work team level. The learning and development
options, the evaluation of learning and development, and the IiP standard are critical
elements in the development of team business plans.

This practice is part of the AGO culture and helps to increase commitment by
teams to learning and development options and outcomes, and facilitates the
imbedding of learning and development planning and evaluation in the day to day
work of teams.

The'Leadingin DOTARS program
The 'Leading in DOTARS' program aims to develop leadership at all levels of the
agency and provide participants with an understanding of how ethics and values
impact on the agency and to empower all participants to contribute and take
responsibility for their role in it.
The program has a number of characteristics that promote a learning culture:

levels are represented at each session

studies and participate in the program.

participants represent a diagonal slice through the agency, so that staff at all

a high level of commitment from the CEO, who addresses each session, and
a high level of involvement of Division Heads who are rostered to provide cases
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Principle 4: Provide appropriate lear ning options

Element Description Suggested indicator s of success
Needs-based|Agency business objectives and Subject matter reflects agency
content capability requirements drive the business objectives and capability

subject matter and content of learning [requirements

options. Immediate and longer-term

The content should address each of  |learning and development needs

the following requirements: identified (by line managers and

subject matter individuals) as part of the

skills performance management

knowledge process.

management-related skills If formal accreditation is seen to

(leadership) behaviours be appropriate to your agency:

It should address these requirements

both in the short term as well as in the |A range of accredited courses at a

longer-term to address emerging range of levels - sourcing

challenges and/or the need to build up [suppliers/partners who have

particular organisational capabilities. |Registered Training Organisation

Agencies may choose to consider (RTO) status (if the agency is not

offering learning and development  [an RTO), or facilitators who have

that is accredited. at least Certificate IV in
Workplace Assessment and
Training so that the course is
accredited or leads to an
accreditation.
A number of agencies are using
the Australian National Training
Authority (ANTA) competency
framework, Public Service
Education and Training Australia
(PSETA) competency-based
courseware, and/or linking to
university accreditation.

Appropriate |Systematically plan learning A learning and development
interventions|finterventions that are appropriate to  [program that reflects a wide

the characteristics of the organisation,
including culture and demographics,
and respond to the preferred learning
style of the individual. These should
be timely and provided in a variety of
forms such as on-the-job training,
development opportunities and
conferences.

Adult learning theory and practice
indicate that learning is most effective
when the intervention is directly
related to needs and is immediately
relevant. Timely access for immediate

needs is as critical for effective

range of work-based and other
learning options. See Appendix 2
for examples of learning
interventions. Tools such as the
Australian Training Register
(ATR) are useful to quickly
source training to meet specific
immediate needs.

Creative and innovative learning
opportunities that are relevant to
agency priorities and suited to
individual learning styles.
Interventions available at the

right time and in the right style.
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Element Description Suggested indicator s of success
business outcomes as are longer-term (Learning and development staff
development strategies. have appropriate analysis,

Adult learners prefer self direction;  |brokerage, negotiation and
learn best from experience; need to  [internal consulting skills.
integrate their learning with what they
already know and have different
styles.

Human resource areas must be
proactive and skilled at brokering
cost-effective, creative learning
activities.

Use on-the-job training where
appropriate.

Combining different learning
interventions is becoming more
common as a strategy to increase the
effectiveness of the transfer of
learning.

Case studies

Centréelink Virtual College
The Centrelink Virtual College (CVC) has been developed to provide maximum
flexibility in the delivery of learning to all staff, regar dless of their geographic
location.
Rather than being a place or a building, the CVC is a team of highly experienced and
qualified learning specialists. The CVC delivers training to address work performance
requirements, assists employees gain nationally recognised qualifications, and thereby
creates career paths.

The CVC also includes the Centrelink Education Network and Indigenous cadetships
and scholarships. The network is an inter active distance-lear ning environment that
fully integrates video, voice and data, giving all Centrelink employees access to live,
real-time training, regardless of their location.

The CVC also is responsible for providing guidance across the organisation to ensure
standar disation and consistency in the development and delivery of all training and
implementation of policy changes. The CVC currently offers training towards
eighteen nationally recognised qualifications, including certificates, diplomas or a
statement of attainment.
Access to the CVC is available to all Centrelink staff whose learning and
development needs, as identified in their Individual L earning Plan, can be met by
the courses offered through the CVC. The current Centrelink Development
Agreement provides staff in call centres with ten hours for learning and development
per month and staff in Customer Service Centres with twelve hours learning and
development per month.
Australian Bureau of Statistics (ABS): | T awar eness week

ABS conducted a week of activities to raise awar eness of, and promote interest in
and use of information technology across the agency.

The success of the activity was based on:

o extensive planning involving learning and development practitioners working

with key business areas
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effective promotion of the activity in the local press and across agency sites
a wide range of short, fun, introductory activities with hands-on experience

Principle 5: Manage learning effectively
Element Description Suggested indicator s of success
Value for |[Make sure you understand and have |Documented, coherent reasons
money the necessary skills to deliver an for the selection of the service
service effective value for money learning  |delivery arrangements.
delivery and development function in the Compliance with best practice
organisational context. The function [procurement and contract
could be provided externally or management.
internally or as a mixture of both. Clear delivery standards.
If purchasing from external providers |[Appropriate baseline data and
ensure proper consideration is given [|evaluation process agreed and in
to value for money issues. The place.
Commonwealth Procurement Contracts/service level
Guidelines www.finance.gov.au agreements in place before the
provide advice on purchasing delivery of each program.
processes to achieve value for money.
Contracts should be actively managed.
The ANAO's Better Practice Guide
Contract
Management www.anao.gov.au
provides detailed guidance on the
management of contracted services.
Effective  |Identify stakeholder needs and Reporting mechanisms and
stakeholder |maintain effective relationships to communication and marketing
relationships|ensure a clear understanding of strategies that ensure:
expected outcomes and issues. all stakeholders understand the
Stakeholders for learning and agency's learning and
development include: those development strategy, program
responsible for people management, |and progress
business unit heads, individual staff, |learning and development aspects
contractors and, ultimately, are considered in key business
Parliament decisions
an effective communication
strategy measured by, for
example, a staff survey assessing
staff awareness of their learning
options.
Learning and development
practitioners have appropriate
marketing and communication
skills.
Monitoring |Put in place effective systems for Ability to track learning and
and monitoring, evaluating and reporting |development investments
reporting  |on the value for money of the learningincluding for example, studybank,

and development function and

online e-learning and attendance
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Element Description Suggested indicator s of success

at seminars, forums and
conferences

Regular reporting and assessment
Reports by line managers on the
impacts of learning and
development in the workplace
and on business outputs

See Principle 7 for a
recommended minimum data set.

activities.

Decisions about how to undertake this
element will depend on the
functionality of existing human
resource information systems, agency
size, needs and available funds
Effective monitoring and reporting
will facilitate effective future planning

and budgeting

Case studies

FaCS: People management: Internal consultancy team

A team of internal consultants support and mentor line manager s in effectively
managing the learning and development of their staff.

Managing lear ning and development in DFAT

Learning and development is a key component of DFAT's overall HRM strategy, and
is linked to the DFAT perfor mance management system to help identify key areas
of need, including individual underperformance and 'skill gaps' at the corporate level.
Mechanisms requiring all work units (divisions, state and territory offices and
overseas posts) to provide annual staff training and development forecast plans have
been put in place to ensure all managers embrace and support training. At the end of
each year the Senior Executive reviews the extent to which those training plans have
been fulfilled.

Key objectives of the learning and development strategy are to be relevant, focused
and cost effective; all training is clearly aligned with the achievement of cor porate
goals. Training is also accessible to all staff worldwide, including locally engaged
staff. The three key training priorities are: leadership and management, professional
knowledge skills and foreign languages.

Principle 6: Support application of skillsin the workplace

Element Description Suggested indicator s of success
Supportive  [Encourage a supportive environment |Evidence of line managers
workplace [to enable newly acquired skills to be [providing a supportive
environment [nurtured and to enable the transfer of |environment that allows staff to

learning to the workplace. This could [practise new skills.
include mentoring and coaching Extent of formal mentoring and
(formal and informal) arrangements |coaching arrangements.
as part of managers' and supervisors' [Mentoring and coaching are seen
normal responsibilities. as a regular part of managers'
responsibilities and are
reinforced through performance
management arrangements.
OpportunitiesEncourage staff by providing Opportunities made available
to apply new |opportunities for them to test and such as special projects, acting
skills develop new skills: positions, secondments, direct
Reinforce or clarify any learnings that [reporting to manager for
are critical to the organisation's particular tasks.
performance
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Element Description Suggested indicator s of success
Ensure suitable job/task allocation.
Make required technology available
Opportunities[Provide support to staff to disseminate|Transfer by an individual of their
to newly acquired information on key  |learning from a program to
disseminate [subject matters. Such support could |others in the workplace.
new include seminars, presentations People share their learning by
knowledge |workshops etc. disseminating material from
There may also be opportunities seminars or coaching others in
within work areas, within the agency |the workplace.
or across the APS to IT systems are used to spread
foster'communities of practice' for information, such as 'Help'
areas of speciality or for areas of systems that include 'Frequently
common interest such as policy Asked Questions'.
development, program delivery, Membership of professional
regulation, legal, IT, accounting and |networks and bodies.
evaluation and so on. For example,
the APS Commission sponsors a
leadership 'community of practice' so
that the APS human resource
community is able to share
service-wide learnings on leadership
development.
On-the-job  |Give regular timely informal feedback|Information on the benefits in the
performance |[to staff, as well as formal when workplace are fed back into the
evaluation [required through the agency's management or governance
performance management system. process
Case studies

DEWR Performance Feedback Development
DEWR has an integrated strategy to improve staff performance and deliver better

business outcomes. The Performance Feedback and Career Development Framework
(PFD) combined four key HR strategies:

Learning

and Development.

Performance Appraisal.
Remuneration outcomes, i.e. single salary advancement/performance bonus date

in line with appraisal and the business cycle.
A key ingredient to the successful implementation of the PFD is a series of three
supporting workshops for all staff:

Cascading Business Planning from the departmental down to the individual level

'Action Planning' - skilling staff to write their performance outcomes, identify

their learning needs and choose appropriate activities

keep the plan 'alive'.

attaining their agreed outcomes.
Facilitating the creation of a supportive workplace, providing opportunities to apply
new skills in the workplace and supporting evaluation and feedback of performance in
the workplace effectively supported the implementation of the PFD.

Giving and Receiving Feedback - skilling staff to engage in regular feedback to

Coaching - skilling managers to use work-based coaching to assist staff in
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The Defence Materiel Organisation (DM O): Quantum

DMO is conducting a leadership program (Quantum) aimed at Senior Officer level

(EL1, EL2 and military equivalent).

This program has a number of notable features:

o The Executive is committed to the program, and is involved in identifying
required capabilities and reviewing the ongoing development of the program

o Formative evaluation is conducted as the program advances

e An executive coach ensures follow up in the workplace

It uses a blended intervention based on a wide range of adult learning processes.

Principle 7: Evaluate lear ning and development

Introduction

Evaluation of learning and development serves two important purposes. It is not only
an assessment of whether money has been spent wisely, but is also part of the normal
ongoing management to finetune strategies and improve delivery. It is important to
recognise that with learning and development there may well be no defined end. It is
quite likely that strategies would be adjusted in an evolutionary way - but, ideally, as
the result of an evaluation.

It is also important that evaluation is programmed in from the start. Proper
consideration should be given to what to evaluate, when and how.

Figure 3 outlines a model for evaluating learning and development. It covers
evaluation before, during, and after an intervention and can also be used to evaluate
the overall learning and development strategy and/or function within the organisation.
The model can be applied to formal classroom training or to less formal on-the-job
training, rotations, project work, conferences etc. It consists of six elements:

e relevance

e appropriateness

e reaction

e capability acquired

e performance on the job

e outcomes

Figure 3: A model for evaluating lear ning
1. Line of sight phase (pre-intervention)
Relevance

e Business need

e Individual need

e Agency context

e Other HR processes
Appropriateness

e Scope

e How much

e How long

e What cost
e What benefit
e What risk

e What alternative

2. Learning and performance phase (during intervention)
Reaction

e Learner
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o Facilitator/ Presenter
e Management
Capability acquired
o Knowledge
o Skills
o Competency
Performance on the job
o Learner
e Supervisor
e Next level manager
3. Outcomes phase (post intervention)
Outcomes of learning and development
o Positive outcomes
e Negative outcomes
e Ambiguous outcomes
e Value for money
Figure 4 indicates how the evaluating learning model links to the overall management
of learning of development as outlined in figure 1: A framework for managing
learning and development in the APS™.
Evaluation requires the collection of meaningful data on the inputs, outputs and
outcomes of programs. Return on investment or value for money assessments are
based on an assessment of the value of outcomes compared to the value of inputs. An
area where there is scope for agencies to improve is in the collection and reporting of
input data. The following recommended minimum data set illustrates the kind of
information that agencies are likely to find useful:
e number of days formal (classroom, conferences, seminars) learning and
development per person per year
e expenditure on formal learning and development as a percentage of running costs
(including direct and indirect costs and salary and on-costs)
o expenditure on outsourced providers
e expenditure on learning and development consultants
e qualitative views (by key stakeholders such as the executive, management and
others) on changes in organisational and individual capability and performance.
This minimum data set does not purport to be a comprehensive measure of the
effectiveness of learning and development, but will provide a starting point in
tracking inputs and outcomes.

Figure 4: Linking the management framework with the evaluation model

g

Principles Elements Evaluation model
1 Align Agency capability |[Relevance Line of sight Before
learning requirements How well do proposed |Do we know |intervention
with the Governance learning and what our
business Agency culture development needs are?
Funding investments address
mechanisms and business needs,

P A2 AR RAE2 2 figure | - figure 2 > A R4S L o fent Lo
http://www.apsc.gov.au/publications-and-media/current-publications/building-capability (& % P
#7 2103/6/20) -
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Principles Elements Evaluation model
processes capability needs, and
individual needs within
the agency?
2 Integrate |Other people Appropriateness
learning management How appropriate is the
with HR and|strategies and plans [intervention/investment
other People management |in relation to:
business processes integration with other
processes  |Agency core people management
business processes |strategies and processes [Learning  During
Human Resource [allocation of resources  [and intervention
Management according to identified |Performance
Information needs and priorities, ~ [Are we
Systems (HRMIS) [risks and alternatives ~ [meeting our
3 Createa |Leading by example how well the design of needs in the
learning Active commitment [the intervention matches [best way
culture Blurring the lines  [the desired culture and possible?
between learning the preferences of the
and work target audience
the achievement of
desired benefits.
4 Provide |Needs-based content|Reaction
appropriate |Appropriate Reaction of learners: to
learning interventions aspects of the
options intervention
Reaction of facilitator:
Did the learning go
well?
Capability acquired
Did the individual (and
therefore the agency)
acquire the required
capability, knowledge
attitude or competency?
5Manage |Value for money
learning service delivery
effectively |Effective
’ stakeholder After .
relationships O_utcomes intervention
Monitoring and Dld. we
reporting Zch}evg the
6 Su'ppc_)rt Supportive _Perfor mance on the oiig:me and
application |workplace job can we
of skills in |environment Assessment of improve?
the Opportunities to individual performance
workplace |apply new skills on the job following

Opportunities to
disseminate new

development
interventions.
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Principles Elements Evaluation model
knowledge
On-the-job
performance
evaluation
7 Evaluate [Relevance Outcomes of learning
learning and |Appropriateness and development
developmentReaction Assessment of value for
Capability acquired jmoney outcomes at
Performance on the |individual, group and
job organisational levels.
Outcomes Did our investment
accrue tangible and
intangible results
leading to better
business outcomes?
— Performance -
Element Description indicators (examples) M ethodology options
Relevance |Assess how well To what extent does  |The views of agency

proposed learning and
development
interventions address
business needs, capability
needs, and individual
needs within the agency
When designing the
evaluation strategy,
include questions such as:
What is the learning
strategy and cost?

Why do we believe it will
meet our needs?

How will we be able to
tell if it is 'fit for
purpose'?

learning and
development:
specifically address
business needs?
align with priorities
that are identified in
the agency's strategic
planning, workforce
planning and
performance
management systems?
address current and
future capabilities?

executive, senior
managers and line
managers of the
strategic direction and
intervention quality
Staff surveys
Reviews of planning
documents for content
and intent

Appropriate
ness

Measure how appropriate
the allocation of
resources to learning and
development is to
identified needs and
priorities. Take into
account:

the extent of integration
of learning and
development with other
HR strategies and
business practices

the desired benefits

To what extent are
learning and
development
integrated with:
human resource
management strategies
(for example
performance
management system,
career and succession
management)?
relevant business

practices?

Interviews with
agency executive,
senior managers and
line managers.

Staff surveys.
Reviews of planning
documents for content
and intent.

Regular reports to the
executive on the level
of investment in
formal learning.
Benchmark agency
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Element

Description

Performance
indicator s (examples)

M ethodology options

the scope of each
intervention
quantitative and
qualitative information
about the level and nature
of investment

how well the design of
the intervention matches
the desired culture and
the needs of the target
audience

risks

alternatives.

To what extent is
common/shared data
consistently collected
and used (for example
performance
management system,
workforce planning
and learning and
development)?

Are learning and
development key
result areas included
in the human resource
management strategy
and business plans,
and regularly reported
on?

How appropriate are
the learning and
development
interventions or
programs to the
desired culture and
needs of the target
individual or
audience?

Is the timing, duration
and level of
investment appropriate
to the required
outcome?

investments against
like organisations.

Reaction

Reaction of participants:
Measure participants'
immediate reaction to
aspects of the
intervention such as topic,
speakers, format,
schedule, relevance,
appropriateness of
placement.

Reaction of facilitator:
Consider the presenter/
facilitator's assessment of
the quality and value of
the intervention (include
attendance, participants'
commitment, format,
learning transfer).

What satisfaction
rating do participants
give to aspects of the
intervention such as
relevance, currency,
suitability of delivery
method and quality of
the presenter?

To what extent do
participants believe
the objectives of the
intervention were
achieved?

What satisfaction
rating do participants
and line managers

give to the timing of

Pilot programs.
Participant reaction
sheets.

Feedback from
presenters and line
managers in
performance
feedback/development
discussions.

Staff surveys.
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Element

Description

Performance
indicator s (examples)

M ethodology options

the intervention and
the suitability of
information provided
(such as accessibility
of the information,
clarity of objectives
and target audience)?
How highly does the
presenter or facilitator
rate participation and
engagement?

Capability
acquired

Evaluate the success of
the learning intervention
by measuring whether the
individual(s) (and
therefore the agency) has
acquired the capability,
knowledge, attitudes, or
competency required.

To what extent are the
acquired capabilities
demonstrated by
participants to the
identified standard or
level at:

the conclusion of the
intervention?

an appropriate period
after the intervention?

Subjective or objective
testing. For example:
examinations/tests
pre- and
post-questionnaires
formal accredited
programs

views of supervisors.

Performance
on the job

Assess individual
performance on the job
following development
interventions.

These processes include
informal support and
coaching and formal
performance management
processes.

What is the level of
opportunity to apply
the acquired capability
in the workplace, as
perceived by an
individual and line
managers?

To what extent do
participants
demonstrate the
acquired capability in
the workplace, as
perceived by
themselves,
colleagues, line
managers and
stakeholders?

Work place
observations - self
assessment or
accredited assessor.
Self assessment.
Staff surveys.
Interviews.
Systematic feedback
from line management
and, where
appropriate, senior
management, within
the performance
management process.
360-degree feedback.

Outcomes of
learning and
development

Assess outcomes
achieved at individual,
group and/or
organisational levels.
They can be positive,
negative or, at times,
ambiguous. Consider:
Did we get value for

money?

What is the level of
satisfaction of the
agency executive,
business managers,
line managers and
stakeholders with
improvement/
achievement of

desired business

A deliberate judgment
by agency executive
and or internal
business
stakeholder/client (i.e.
a 'structured dialogue')
that considers the:
objectives of the

intervention(s)
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Element Description L Performance M ethodology options
indicator s (examples)
Did our investment outcomes at inputs/level of
accrue tangible and appropriate level (e.g. (investment
intangible results leading |agency, business unit, [business outputs
to better business individual)? relevant outcomes
outcomes? What is the level of  |(such as cultural
Could we have achieved |contribution of change, desired
the same or better learning and recruitment and
outcomes cheaper and/or |development retention outcomes,
quicker? interventions to the  |reputation of the
How can we improve?  |achievement of actual [agency/business unit)
(desired and return on investment
unintended) outcomes |(ROI) studies
as perceived by: formal and informal
agency executive? assessments of value
business managers?  |for money.
line managers?
stakeholders?

Appendix 1: Rolesand responsibilitiesfor the management of learning and
development in the APS

Senior managers

e Lead by their own activity in learning

e Model by sharing that learning

o Encourage staff to report back to business groups on conferences, seminars,
learnings

e Support exchange of knowledge across the agency

o Are prepared to take risks with new ways of learning

o Ensure the agency's learning and development needs are identified in corporate and
business planning

o Ensure appropriate funding and resources for learning and development

o Actively support the inclusion of learning and development issues in agency
business decision-making

e Request HR area to deliver learning and development data to inform business
decisions, including data on level and nature of investment

e Account for learning and development expenditure as required

o Ensure reward' systems are in place for efforts by staff to encourage learning in the
workplace

Head of HR
o Drives the agency's people management/workforce planning
o Provides specialist advice on learning and development to the executive

Human resour ce practitioners

o Understand organisational and executive imperatives (short-term and long-term)
for learning and development
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Ensure learning and development initiatives are integrated, where possible, into all
people management strategies (such as recruitment, performance management,
career management)

Involve representatives from all business functions in planning and review of
overall learning and development strategy

Provide specialist advice to clients within the agency - in such areas as needs
analysis, selecting appropriate intervention and evaluation strategy

Are creative in designing and/or brokering timely and appropriate interventions to
best suit the learning requirements of the agency - are prepared to take risks with
new ways of learning

Respond to business unit requests for tailored programs swiftly

Provide specialist advice on learning and development

Promote adoption and support implementation of 'reward' systems for efforts by
staff to encourage learning in the workplace

Are accountable to agency head for reporting on the agency's investments in, and
outcomes from, learning and development

Share learning with colleagues

Maintain an up-to-date knowledge of issues, trends and good practice in learning
and development (such as leadership development, ANTA, PSETA etc.)

Line managers

Model and encourage all staff to learn on-the-job, as well as from more formal
interventions

Take responsibility for their own learning and actively seek to engage in learning
for their own productivity and career enhancement

Share their own learning with colleagues and their staff

Understand organisational and executive imperatives (short-term and long-term)
for learning and development

Give performance feedback regularly, and develop action development plans with
all their staff

Promote relevant learning and development interventions in their own area
Manage workflow and resourcing so that appropriate learning and development
occurs

Support 'reward' systems for efforts by staff to encourage learning in the workplace
Request HR area to deliver learning and development data to inform business
decisions, including data on level and nature of investment

Encourage exchange of information and skills within their team and across the
agency - create 'knowledge networks' or communities of learning within own area
and across 'silos'; use technology such as bulletin boards, intranet, email

Request all staff attending training to report back by email or at staff meetings, as a
matter of course

I ndividuals

Take responsibility for their own learning and actively seek to engage in learning
for their own productivity and career enhancement

Share information and skills within their team and across the agency - participate
in 'knowledge networks' or communities of learning within own area and across
'silos'; use technology such as bulletin boards, intranet, email

Encourage others to share their information and skills

Actively and regularly seek feedback on their performance and development needs
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Case studies

Online evaluation

The Department of Family and Community Services and the Department of Foreign

Affairs and Trade have Ssmple online systems that require participants to

electronically evaluate the program. The participant's evaluation is passed through

line managers, who have the opportunity to comment.

Although mainly evaluating the reaction level it allows some assessment of

application in the workplace.

Department of the House of Representatives: Evaluation of leader ship program

The Department of the House of Representatives has a highly structured evaluation

program of leadership in the organisation. Evaluation is based on a staff survey and

360- degree feedback. The program assesses change in behaviour based on 13 key

leadership competencies, which were identified by a survey of staff. Evaluation has

been done annually for three years, allowing trend analysis.

Department of Transport and Regional Services (DOTARYS): Investorsin People

(1iP)

DOTARS has integrated the IiP criteria into staff surveys and per formance

management. The annual audit acts as a regular benchmarking exercise and aids in

focusing managers on the effective management of learning and development in the
agency, and of the contribution learning and development makes to the achievement
of business outcomes.

AQIS Evaluation Strategy

AQIS reviewed its evaluation strategy for its major programs in preparation for its bid

for Investors in People accreditation. (AQIS successfully achieved IiP accreditation in

September 2002.)

It is recognised that an essential preliminary step is to determine whether the

development of a training program is the correct response to an identified need. Once

confirmed, the training is piloted, which marks the beginning of the evaluation
process. The key elements of the AQIS evaluation strategy are set out below.

o Training is piloted and reviewed with subject matter experts.

e Evaluation forms are used to measure participants' perception of training
programs.

o Follow up action is undertaken only when the participants' responses indicate
potential problems with the training.

o For major programs, (for example, AQIS competencybased programs) on-the-job
assessments are undertaken by participants. These typically involve participants
completing Job Cards and answering questions in relation to work-based scenarios.

o This involves participants researching information, performing tasks under
supervision and collecting evidence to support competencies. Their SUpervisors
are required to verify their performance against these instruments, which
provides a linkage to the Performance Management system.

e A post-implementation review is conducted usually 12 months after
commencement of the training program. This typically involves a survey of
participants, their supervisors and training managers together with focus groups.

o This stage is designed to test the relevance of the program and its impact on the
organisation. Qualitative information regarding the value for money of the program
can be obtained.

e The results of the evaluation are then discussed with AQIS senior management.
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Appendix 2: List of possible learning interventions
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On-the-job suggestions

Formal development

Professional and
community

On-the-job learning with
projects that stretch staff
Coaching by supervisors,
peers and subordinates
Shared information at
staff meetings

Sharing work knowledge
such as internet research
with colleagues
Discussion at work 'over
the partition'

Formation of 'knowledge
networks' or communities
of learning across the
organisation
Participating in a steering
committee or working
party/taskforce
Participating in an
interdepartmental
committee
Team-building retreats
Mentor programs - formal
and informal

Reading

Internet research
Rotations

Secondments

Acting in a more senior
position

Tertiary courses
(studybank)
Accredited courses
Classroom training -
short-term or
longerterm capability
programs

Leadership programs
Seminars, forums
Conferences
Awareness sessions
Work-based projects
associated with
coursework

Blending of elements of
formal and on-the-job
process

Virtual learning online -
group online

Online learning
(interactive tutorials)
via intranet or internet
Distance education
online

Online coaching

IT 'roaming and
coaching' at the
workplace

e Membership of

professional and
community bodies such
as the Institute of Public
Administration,
Toastmasters,
community bodies
Refreshment of
professional skills such
as IT, legal, accounting,
HR, engineering
Professional networks
such as Canberra
Evaluation Forum,
Leadership
Development Network

7L % R - Australian Public Service Commission (APSC) (2003). Building capability:
A framework for managing learning and development in the APS. 2013.6.20

retrieved

from http://mwww.apsc.gov.au/publications-and-media/current-publications/bui

Iding-capability.
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Financial year: Senate order on departmental and agency contracts listing relating to the period
01 July 2011 to 30 June 2012

Pursuant to the Senate Order on departmental and agency contracts the following table sets
out contracts entered into by the Australian Public Service Commission which provide for a
consideration to the value of $100,000 or more and which:

a. have not been fully performed as at 30 June 2012 or
b. which have been entered into during the 12 months prior to 30 June 2012.

Most of the contracts listed contain confidentiality provisions of a general nature that are
designed to protect the confidential information of the parties that may be obtained or generated
in carrying out the contract.

The reasons for including such clauses include:

o ordinary commercial prudence that requires protection of trade secrets, proprietary
information and the like; and/or

e protection of other Commonwealth material and personal information.

Contractor Subject matter Ampunt 9f Start date Anticipated
consider ation end date

Affinity Construction Management  |Aviation House Meeting Room $103,410(01/11/2011]  30/11/2011
Conversion

Affinity Construction Management  |[Aviation House Refit $576,036(15/05/2012|  31/07/2012

Affinity Construction Management  [Aviation House Training centre $146,180(15/05/2012|  31/07/2012
refit

Airways Hotel Provision of accommodation , $116,47520/04/2012 30/04/2012
catering, venue in Port Moresby

Australian National University SES Leadership Development $349,800[01/06/2012|  28/09/2012
Program Suite

Australian National University, LAFIA Asia and Pacific $1,037,819(01/06/2010] 31/12/2012

Represented by the Crawford School

of Economics & Government

Barnstorming Pty Ltd T/A Venue Hire for CDAC $326,200(04/01/2010{  04/01/2013

Tuggeranong Homestead

Bendelta Design, Development and $385,000(05/03/2012 30/11/2013
Delivery of the SES Orientation

Booz & Company DIAC Capability Review $228,718| 6/07/2012| 15/08/2012
Consultants

Broadlex Cleaning for Phillip office $234,000(02/02/2009| 01/02/2013

Deloitte Touche Tohmatsu Internal Audit Services $338,000[09/12/2008 30/11/2012

Dexus Lease of office space in Civic, $1,178,603/01/04/2011] 31/03/2016
ACT

Egan Associates P/L Assessment of Work of $257,900(01/09/2011]  15/12/2011
Parliamentarians

Executive Central Group P/L Leadership Excellence Program $132,0001 7/05/2012| 31/08/2012
for indigenous leaders and
managers

Flinders University Public Sector Management $330,000{14/08/2011|  14/08/2012
Program (PSMP) assessment and
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Contractor Subject matter Am_ount (.)f Start date Anticipated
consideration end date

moderation services

GPT Funds Management 2 Pty Ltd  |Lease of office space in Sydney, $4,772,00001/08/2007| 01/08/2017
NSW

iContact Australia Pty Ltd Maintenance, hosting and updates $321,010{06/04/2010{  06/04/2013
to the class database

Interaction Consulting Group P/L Public Sector management $159,000/12/09/2011|  30/06/2012
program

Ken Erwood Associate Provision of Procurement and $120,000/123/03/2012| 28/06/2013
Probity Services

Magical Learning Pty Ltd APS Indigenous Traineeship $191,242(29/02/2012|  30/06/2012
Program Certificate III / IV in
Government

Mirvac Lease of office space in Phillip, $30,371,152|01/03/2007| 01/03/2022
ACT

Ninetwofive Interiors Office Fit out - workstations $303,461|13/06/2012| 31/08/2012

ORC International Pty Ltd Online Employee survey for the $296,648|18/04/2012| 31/12/2014
2012 State of the Service Report

Orima Research Pty Ltd State of the Service Reports 2012 $158,373|27/03/2012| 31/10/2014
-2014

People & Strategy (ACT) EL1 training programs $102,520/06/07/2011|  30/06/2012

People & Strategy (ACT) EL1 Training programs $153,780[04/04/2012|  30/06/2012

People & Strategy (ACT) Training — EL2 Residential $102,100{18/05/2012| 31/12/2012

PricewaterhouseCoopers PM&C Capability Review - $110,000{19/01/2012|  30/06/2012
Senior Reviewer

Primepoint Asset Pty Ltd Lease of office space in Perth, $1,721,000(13/10/2008| 12/10/2013
WA

PSM Program Tasmania Public Sector Management $114,40023/05/2012| 30/06/2013
Program- participant fees for
Department of Human Services
scholarships

Queensland University of Technology [Public Sector Management $123,750( 5/03/2012| 30/06/2013
Program- participant fees for
Department of Human Services
scholarship holders

R&A Blair Investments Pty Ltd Lease of office space in Phillip, $349,920/01/09/2010|  31/08/2012
ACT

Razor IT Systems Converting access database for $112,816[27/06/2012|  31/07/2012
enterprise agreements

Ricoh Australia Pty Ltd Copy meterage $132,00001/01/2011|  30/06/2012

SAP Australia ECC 5.0 licence and maintenance $157,243M01/12/2006|  31/12/2012

SHL Australia Pty Ltd Delivery of a Career $614,850(25/07/2011]  30/06/2012
Development Advisory Centre
134-139

SHL Australia Pty Ltd Delivery of a Career $611,438|09/02/2012 2/08/2012
Development Advisory Centre
138-145

Southern Cross Computing Pty Ltd  |SAP development, support and $132,00001/12/2011| 31/03/2014
maintenance services

Squiz Australia Pty Ltd Provision of Content management $133,100(13/02/2012 2/03/2013
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Contractor Subject matter Am_ount (.)f Start date Anticipated
consideration end date

system

SRC Solutions Pty Ltd OHS Provider $312,000(01/06/2006|  30/04/2013

Tempo Strategies Residential Training programs $176,945(02/02/2012|  17/05/2012
SES Band 2

The University of New South Wales [Talent Management $242,210(17/10/2011|  16/10/2013
Identification, Assessment &
Development Planning

Vantage Point Consulting Pty Ltd Design, Development and $640,300123/12/2011| 22/12/2013
Delivery of a Talent Development
Program

Westpac Banking Corporation Transaction banking and payment $385,000"(30/06/2006|  31/03/2013
services

WHON Pty Ltd PM&C Capability Review - $110,000{19/01/2012]  30/06/2012
Senior Reviewer

Xact Project consultants Project and Contract Management $121,000{13/04/2012|  29/06/2012
Services

Yellow Edge Pty Ltd Training Delivery SES Band 1 $396,000(06/03/2011|  30/06/2012

() Estimated contractual commitment.

Estimated cost of complying with thisorder: $4,000
Basis of method used to estimate the cost: It is based on an estimation of the salary and salary
on-costs of the officers who undertook the collection, analysis and compilation of the data.

Data Resource: 2013.6.10 retrieved from http://www.apsc.gov.au/about-the-
apsc/parliamentary/contracts-listings/contracts1112
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DOD CL Policy

Continuous Learning Policy is applicable to all members of AT&LWF.

https://rda.altess.army.mil/camp/apps/cappmis/modules/idp/index.cfm?fuseaction=cDocuments.clPolicy

Army AT&LWFE Members: It is each AT&LWF member's responsibility to achieve the annual
goal of 40 Continuous Learning Points (CLPs) to meet the mandatory requirement of 80 CLPs
within the two-year CL cycle. Each employee should identify types of continuous learning
activities to pursue and ensure continuous learning requirements have been recorded on the

IDP/CL.

Supervisors: Supervisors play a key role in continuous learning. Supervisors award CLPs for
their employees. They will ensure, within organizational workload and funding constraints,
individuals are provided duty time for planned continuous learning activities. They will allow
telework for continuous learning web based training, as appropriate. They must also ensure that
the annual Individual Development Plans are prepared for their personnel include opportunities
for participating in continuous learning activities, and then document workforce members'
records for completion of continuous learning requirements. The following Summary Chart of

Recommended Continuous Learning Points assists supervisors and employees in determining the

appropriate CLPs to be credited for continuous learning activities.

Summary Chart of Recommended Continuous Learning Points

guo

CREDITABLE ACTIVITIES

POINT CREDIT (see note)

Academic Courses

Quarter Hour

10 per Quarter Hour

Semester Hour

10 per Semester Hour

Continuing Education Unit (CEU)

10 per CEU

Equivalency Exams

Same points as awarded for the course

Training Courses/Modules

DAU Courses/Module

10 per CEU (see DAU catalog) or:

Awareness Briefing — No Testing/Assessment
Associated

0.5 points per hour of instruction

Continuous Learning Modules — Testing/Assessment

1 point per hour of instruction

Other Functional Training

1 point per hour of instruction

Leadership or Other Training

1 point per hour of instruction

Equivalency Exams

Same points as awarded for the course

Professional Activities

Professional Exam/License/Certificate

10-30 points

Teaching/Lecturing

2 points per hour; maximum of 20 points per
year

Symposia/Conference Presentations

2 points per hour; maximum of 20 points per
year

Workshop Participation

1 points per hour; maximum of 8 points per
day and 20 points per year

Symposia/Conference Attendance

0.5 point per hour; maximum of 4 points per
day and 20 points per year

Publications

10 to 40 points

Note - All activities may earn points only in the year accomplished, awarded or published.
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Experiential/Developmental Learning Activities

guo

CREDITABLE ACTIVITIES

POINT CREDIT (see note)

Experience

On-the-job Experiential Assignment

Maximum of 20 points per year

Rotational Assignment

Maximum of 40 points per year

Training with industry

Maximum of 40 points per year

IPT/Special Project Leader

Maximum of 15 points per year

IPT/Special Project Member

Maximum of 10 points per year

Mentor

Maximum of 5 points per year

Assignment Length
(Rotational Assignments or Training with Industry)

12 months 80
9 months 60
6 months 40
3 months 15
2 months 10
1 months 5

Note - All activities may earn points only in the year accomplished, awarded or published.

00000 ?2013.6.120 O O http://asc.army.mil/aacoe/docs/DoD CL Policy.pdf
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Training Data Summary

The following report shows the total count of completed training records in FY2011 in the EHRI Data
Warehouse for the specific agency that has reported training data to EHRI. The total duty and non-duty hours
reported were added to derive a training data summary: The average hours per completed training record
was calculated by dividing the total hours by the total completed number of training records. The graph
displays both metrics with the yellow line indicating the average hours per completed training record.

Fiscal Fiscal Calendar Month/ Total Number Completed Training Avg Hours Per
Year Month Year of Hours Records Training Record

2011 1 October 2010 125,151 28,990 4.32

2 November 2010 142,020.5 25,608 5.55

3 December 2010 136,499 22,502 6.07

4 January 2011 132,791.2 26,771 4.96

5 February 2011 192,765.5 46,494 4.15

6 March 2011 220,137 51,438 4.28

7 April 2011 191,729.5 37,508 511

8 May 2011 180,455.2 35,910 5.03

9 June 2011 174,707.9 32,790 533

10 July 2011 129,475.65 23,096 5.61

11 August 2011 134,012.5 26,198 5.12

12 September 2011 129,106 20,800 6.21

Total: 1,888,850.95 378,105 5
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Training Details

This section of the report shows the training information you have provided to OPM. For your reference, there
is a key of terms at the end of the report. All definitions are from the Standard Form 182 (SF-182)
Authorization, Agreement and Certification of Training. Please see the SF-182 for definitions of terms not

included in this key.

Agency Information

2008 2009 2010 2011

98,111 98,183 107,346 110,824

25.49% 31.44% 26.87% 26.84%

Number of Managers 12,298 13,026 14,044 14,773
% of Managers Received

Training ; 38.57% 38.37% 35.33% 36.20%
% of Managers Received

Supervisory Training 15.45% 13.70% 10.47% 14.63%

Financial Commitment to Learning

Evidence of the organization's financial commitment to learning expressed through allocation of resources per
employee.

Fiscal Year 2008 2009 2010 ] 2011

Total External Tralnnrg Costs
(Direct Costs)

$12,112,850.00 $15,937,824.00 $13,964,311.00 $8,432,963.00

Avg Direct Learni;lg E-xb.enditd re

Per Employee $123.46 $162.33 $130.09 $76.09
Avg Direct Learning Expenditure
Per Employee Trained $425.06 $446.05 $432.92 $249.91

Efficiency Gains

Evidence of the organization's capacity to produce the desired result at a minimum amount of time or
resources along with the organization's "reach" concerning learning function.

Fiscal Year 2008 2009 2010 2011
Total Travel Costs $3,906,108.00 $614,180.00 $1,925,774.00 $4,399,437.00
Av;;'(;‘r;kPer Employee 12.34 13.23 14.03 17.04
- ... .4BSB| 3635 4669 55.98

_earnin, $10.00 $12.27 $9.27 $4.46

Total Duty Hours 1,197,639 1,285,549 1,487,542 1,872,685
Total Non Duty Hours 13,406 13,213 18,548 16,166
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Content Areas

Distribution of learning by content.

Fiscal Year 2008 2009 2010 2011

% of Compliance Training W 9.65% 13.99% 16.56% 11.85%

% of Managerial/Supervisory

Training 5 2.19% 3.73% 4.42% 4.23%
47.54% 13.35% 7.11% 22.72%
40.62% 68.93% 71.91% 61.21%

Source Type

Utilization of learning by Source Type.

Source Type / Fiscal Year 2008 2009/ 201 0} 2011

Foreign Governments and

Organizations 0.00% 0.00% 0.00% 0.00%

Government External 9.32% 20.51% 15.40% 12.91%

Government Internal 84.68% 71.97% 81.26% 84.17%

Government State/Local i 0.09% 0.04% 0.03% 0.02%

valld 0 SO LR T R e 0.00%

Non-government 5.91% 7.47% 3.31% 2.89%

Delivery Method

Utilization of learning by delivery method.

1.73% 5.14% 1.67% 2.33%
0.08% 0.03% ~ 004% 0.13%
5.41% 4.53% 0.40% 0.39%
Technology based 70.78% 68.03% 81.95% 7 82.38%
Traditional Classroom (no
technology) 21.92% 22.11% 15.93% 14.75%
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Key of Terms

Agency Information

Average number of employees
The average number of employees in the Agency for the past four quarters within a given fiscal year.

Percent of employees received training

The total number of distinct employees from an Agency that took training divided by the total number of distinct
employees belonging to an Agency for a given fiscal year.

Number of managers

The number of distinct managers in your Agency, including managers who were managers in your Agency part of a year.

Perecent of managers received supervisory training

The percent of managers who received supervisory training as indicated on the SF-182 as subtype codes 16, 21, 22, 23,
24 and 25.

Financial Commitment to Learning

Total external training costs (direct costs)
The training tuition and fees and the training materials cost.

Average direct learning expenditure per employee
Total external training costs (see definition above) divided by the average number of employees (see definition above).

Average direct learning expenditure per employee trained
Total external training costs (see definition above) divided by the number of employees who received training.

Efficiency Gains

Total travel costs
Training travel costs and training per diem costs.

Average hours per employee

Total training non duty hours and training duty hours in all training records for the Agency divided by the average number
of employees (see definition above) during the given fiscal year.

Average hours per employee trained

Total training non duty hours and training duty hours in all training records for the Agency divided by the number of
employees who received training during the given fiscal year.

Average cost per learning hour

External training costs (see definition above) divided by the sum of the training non duty hours and training duty hours.

Content Areas

Percent of compliance training

The number of training records received with a subtype code of 32 (federally mandated training) and 35 (Agency
required training) divided by the total number of training events for the Agency during the given fiscal year.

Percent of managerial/supervisory training

The number of training records indicated as subtype 16, 21, 22, 23, 24, and 25 divided by the total number of training
records during the given fiscal year.

Percent of profession/industry specific training

The number of training records indicated as subtype 05, 06, 08, and 09 divided by the total number of training records
during the given fiscal year.

Reference Code Values - Training Type Code and Sub-Code

www.opm.gov/feddata/ghrr/ahrr07 appenda.pdf

00 000D 2013.6.100 O O http://www.opm.gov/wiki/uploads/docs/Wiki/OPM/
training/Sample%20Agency%20Training%20Report%20FY2010.pdf
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1998 & (:3‘;] & %%t ¢ C5--Participation in
Continuing Education and Training by
Adults )

2012 & ( ip & ¥ 5 ¢ C6--How Many
Adults Participate in Education and
Learning? )

T RE R 5 B (chart) 2 & &

Chart C5.1: Average hours of continuing
education and training per adult 25 to 64 years of
age (1994-1995)

Chart C6.1: Annual labour costs of
employer-sponsored non-formal education as a
percentage of GDP (2007)

Chart C5.2: Average hours of continuing
education and training per adult by age-group
(1994-1995)

Chart C6.2: Participation in non-formal
education, by age group (2007)

Chart C5.3: Participation rates in job-related
training of 25-64 year-olds by employment status
(1994-1995)

Chart C6.3: Ratio of mean hours per participant
of job-related non-formal education, by age
group, to total population (25-64 year-olds)
(2007)

Chart C5.4: Ratio (x 100) of the mean number of
hours of training per adult at a particular
educational level relative to the mean number of
hours per adult with an upper secondary
qualification (1994-1995)

Chart C6.4: Annual labour costs of
employer-sponsored non-formal education as a
percentage of annual labour costs (2007)

Chart C5.5: Percentage of adult education and
training courses that received at least partial
funding from various sources (1994-1995)

Chart C6.5: Ratio of expected cost of working
time devoted to employer-sponsored non-formal
education to annual labour cost over the working
life (2007)

Chart C5.6: Percentage of the population 25 to
64 years of age that did not participate in

continuing education and training in the previous
year(1994-1995)

n/a

YT RER 5 4 (table) 2 &

Table C5.1: Percentage of 25-64 year-olds
participating in education and training and
average number of hours of participation in the
previous year, by type of training, gender and
age-group (1994-1995)

Table C6.1: Total annual labour costs of
employer-sponsored non-formal education and
annual costs per participant (2007)

Table C5.2: Percentage of 25 to 64 year-olds
participating in education and training in the
previous year by type of training, current
primary work situation, gender and age
(1994-1995)

Table C6.3: Expected cost of working time
devoted to employer-sponsored non-formal
education over the working life and ratio to
annual labour cost (2007)

Table C5.3: Percentage of 25 to 64 year-olds
participating in education and training and
average number of hours of participation in
previous year, by type of training, highest level
of educational attainment and gender
(1994-1995)

Table C6.4a: Participation in non-formal
education and purpose of non-formal education,
for 25-34 and 55-64 year-olds (2007)

Table C5.4: Percentage of 25 to 64 year-olds
participating in education and training and
average number of hours of participation in
previous year,

by type of training, literacy level and gender,
document scale (1994-1995)

Table C6.11: Percentage of 55-64 year-olds and
65-74 year-olds who have participated in formal
and/or non-formal education (2007)

Table C5.5: Percentage of 25 to 64 year-olds
participating in education and training and
average number of hours of participation in
previous year, by type of training and level of
earnings (1994-1995)

n/a
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Table C5.6: Percentage of adult education and
training courses that received at least partial
funding from various sources, by gender of
individual taking the course (1994-1995)

n/a

Table C5.7: Percentage distribution of the
location of adult education and training courses
(1994-1995)

Table C5.8: Percentage of adult education and
training  courses using various media
(1994-1995)

Table C5.9: Perceived barriers to participation in
continuing education and training among
non-participants who wanted to take training
(1994-1995)

74 k& © OECD, 1998; OECD, 2012b
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Component

Potential sub-component

1. Scope of application of the qualifications system

2. Control of the qualifications system

3. Accreditation processes for qualifications

4. Framework within the gualifications system

5. Descriptors present in qualifications

Breadth (international, national, regional).
Legal status.
Sector/industry.

Collective agreements or agreements by professional organisations.

Government.

National agency or agencies.

Social partners.

Awarding body.

No clear control.

Extra-national.

Stability of control.

Status of institutions involved.

Extent of public information about process.
Establishing standards.

Maintaining standards.

Conditions for award.

Process for recognising prior learning.
Control of accreditation.

Supply and demand considerations.
Stability.

Horizontal and vertical relationships.
Equivalencies (general/vocational).
Initial education/training only.
Inclusiveness.

Regulated or part of a regulatory function.
Requirement.

Optional.

Qualification types.

Purpose (general, vocational).
Content.

Assessment.

Levels.

g
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Component

Potential sub-component

5. Descriptors present in qualifications (cont.)

6. Access to qualifications for individuals

7. Progression for individuals

8. Stability of the qualifications system
9. Awarding processes

10. Use of a credit system

11. International reference points

Learning arrangements.

Prior attainment.

Types of assessment.

Recognition of non-formal and informal learning.

Links to qualifications frameworks.

Entry points.

Entry requirements.

Preparatory courses.

Recognition of prior learning

Linkages between pathways, qualification types.

Routes and pathways explicit.

Transferability, equivalence of standards.

No routes.

Permanent, fixed term, mixed.

Process of assessment (formal, informal).

Recognition of prior learning.

Extent of assessment in gualifications (flexible, minimum, maximum, modal size).
Types of certificates.

Level of regulation.

Awarding institutions (type and number).

Participation of social pariners in awarding process.
Accreditation of learning elsewhere.

Extent of unitisation/modularisation.

Rules of combination of units/modules.

Recognition of non-formal and informal learning/exemptions possible.
Partial certification.

ISCED.

Trans-national (regional) frameworks, e.g. EU-level frameworks.
Linkage to 1SCO.

Portability.

Source: Behringer and Coles (2003).

L3k 51 p OECD, 2007: 35-36
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