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LLLO HEOBXIAHO A/1 BUCOKOI MPOAYKTUBHOCTI

Ability

General mental ability,
cognitive ability or
aptitude. Tests are
used to predict future
performance.

Experience

Knowledge or mastery
of an activity or
subject gained through
involvement in or
exposure to it.

Technical

Success o .
2 Specific skills, experience
Profile : or qualifications required
Framework to be successful in a
~ / professional role.

Strengths

The things we do Behaviours

regularly, do well and
that energise us when
doing them.

The actions and activities
that people do that result
in effective performance
in ajob.
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Figure 2.5, Competencies highlighted in competency profiles (OECD 35, 2016)

Values and ethics
Leadership

Achieving results

Strategic Thinking
Communication

Team work

Problem solving
Professionalism
Interparsonal relationships
Efficiency

Self-development / Learning
Judgement

Initiative

Coordination

Vision

Customer / Client-orientation
Adaptahbility /flexibility
Organization

Loyalty

Innowvation
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Commitment

Reliability

Negotiation

Information processing

Digital competencies

Other

Political competencies

Business / Commercial competencies
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® Number of OECD countries

Source: OECD (2016a), Survey on Strategic Human Resources Management in Central Federal Governments 3
of OECD Countries, OECD, Paris.




OECD and the EU
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HABYAHHA OAEPXXABHUX
CNY}KBIB — IHCTUTYLIMHA

CTPYKTYPA

» LleHTpanisoBaHa (21 kpaiHa OECP y 2016 poui)
NPOTU AeUeHTPaNi30BaHOI

» BHYTPiLLHE NPOTKN 3aBHILLHbOIO

> LleHTpanisoBaHWi 6104XeT NPOTU NAATEXKIB

> TpeHepwu: aepraBHi CNy>KO0BLi NPoTH
CTOPOHHIX OCib



Figure 2.15. Training priorities (OECD 35, 2016)

Executive leadership training and coaching

Online course development (e-learning, m-learning, blendead
learning)

Training for middle management
& "whole-of-government” training strategy
IT / digital skills training

Muonitoring and evaluation of training investment

Coordination mechanisms for civil service training |2.g. across
mimistries [ agencies)

Coaching and mentoring

Special development programs

Partnerships with universities and public post-secondary
educational institutions

Other
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Facilitation of community of practive
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Events and conferences
Decentralization of training to ministry [ agency
Metworking programmes

Qutsourcing training to private delivery

Sowrce: OECD (2016a), Survey on Strategic Human Resources Management in Central Federal Governments of OECD
Countries, OECD), Paris.
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Figure 2.8. Methods to identify training needs of public employees (OECD 3§, 2016)

Performance evaluations

Assessments of government
programmes and priorities

Self-assessment by the trainees

Strategic workforce planning process

Regular discussions with senior
management across the civil service

Employee surveys
In-depth studies of skill gaps

International standards

principally financed by the EU

Surveys of external stakeholders
conducted by the training institution
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Other

Horizon scanning

=
Ln

10 15 20 25 30

m Mumber of OECD countries

Source: OECD (2016a), Survey on Strategic Human Resources Management in Central Federal Governments
of OECD Countries, OECD, Paris.
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Figure 2.14. Training days used (2010, OECD 35, 2016)
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1-3 days 3-5 days 5-7 days 7-10 days Unknown/
Varies accross
institutions

Source: OECD (2016a), Survey on Strategic Human Resources Management in Central Federal Governments

of OECD Countries. OECD, Paris. .




NMPUHUUNUN AEPXXABHOIO YMNPANIHHA (EC/MPONPAMA SIGMA)
NMPUHUUN OCYNP 6: 3abe3neuyeTbca npodecinHun po3BUTOK
AepKaBHUX cnyXKbosuiB (HaBYaHHA, aTecTauifa, MobinbHicTb,

NpPocyBaHHA NO cNyXb6i)

Legal framework and organisation of professional development

1. Recognition of training as a right and a duty of civil servants 2
2. Co-ordination of the civil service training policy 3
3. Development, implementation and monitoring of training plans 3
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7 4. Ewvaluation of training courses 2
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% & 5. Professionalism of performance assessments 4

83

ol 6. Linkage between performance appraisals and measures designed to enhance 4

o g professional achievement
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9> 7. Clarity of criteria for and encouragement of mobility 2
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:’é = 8. Adequacy of legislative framework for merit-based vertical promotion 2
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:°:\ 9. Absence of political interference in vertical promotions 2
10. Right of civil servants to appeal against performance appraisal decisions 2
11. Right of civil servants to appeal mobility decisions 2
Performance of professional development practices
12. Training expenditures in proportion to the annual salary budget (%) 4
13. Participation of civil servants in training (%) 5
14. Perceived level of meritocracy in the public sector (%) 5
Total points 0-6 7-13 14-21 22-29 30-36 37-42

Final indicator value [} 1 2 3 a 5
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