THE AUSTRALIAN TRADE COMMISSION CERTIFIED AGREEMENT 2000 - 2003

3.6 Training and Development

Developing People

Austrade continues to view 'Developing People' or helping people grow in their jobs, and making the best use of their abilities, as vital to our success.  Our People Development strategy does not of itself create job opportunities, nor does it Guarantee promotion.  It will, however, help employees develop and grow personally and professionally, enhancing their capacity to embrace whatever new opportunities the Information Age holds.

Austrade's Climate Survey feedback confirms that employees perceive the Information Age as an opportunity to excel and develop as individuals.  The results indicate that personal growth is considered as important to individual Ailment as is personal recognition and reward received for performance.

Our People Development strategy embodies the ongoing commitment to maintaining a culture of learning and development in both business and personal skills to enhance our professionalism at all levels.

Traditional ways of working will need to be reshaped - there is a need to make better use of Austrade's intellectual assets and to learn how to exploit appropriate technological tools.  Austrade will adopt a new approach to developing and implementing training development programs that will help employees maintain Austrade's competitiveness in the Information Age.

Some of these changes will include:

*  identifying the most appropriate training content developed in an effective and engaging learning format, using media that employees will use and remember

*  ensuring that technology seamlessly integrates within Austrade's current technology network and can be easily upgraded, and

*  using Human Resource Systems that automatically manage and track progress and training status of all employees.  The performance management process will continue to provide the basis for focused learning and development opportunities at an individual level.

Office-based Training and Development Groups in Australia will continue to increase the emphasis on individual development plans as a key component of performance management and to play a coordinating role in the delivery of cost effective training for commonly identified training needs.

Performance management workshops will continue to be held regularly to lift the understanding of Austrade's performance management system.  Training will also be provided in the counselling, feedback and coaching skills that are essential components of performance management.

Austrade is committed to an effective induction process to enable new employees to quickly fulfil their job responsibilities by adapting to the Austrade environment.  In particular new employees will:

*  be provided with an Induction Kit that includes information on Austrade, its culture, policies, services to clients, business systems and ways of operating;

*  participate in an Introduction to Austrade workshop; and

*  have access to a computer assisted learning induction module.

We will continue to provide Pre-Assignment and Return to Australia modules for all employees embarking on or returning from overseas assignments.

Austrade will continue to place a high priority on training in the use of Austrade's business systems; on service improvement; and in the communication, negotiation and selling skills essential to high performance in Austrade's business.

Corporate programs in management and leadership skills will be utilised to provide development opportunities for all employees.

SECURING OUR FUTURE - DETYA CERTIFIED AGREEMENT 2000

14.4 People Development

14.4.1 Career Development Agreement

14.4.1.1 The Career Development Agreement is an integral part of the Performance Management System which is about identifying growth and development opportunities for individuals to enable them to do their current job effectively and with a future focus.  It is not necessarily about formal training, or external study, although these are options.

14.4.1.2 Each employee is required, in consultation with their manager/supervisor, to complete a Career Development Agreement annually in conjunction with the development of an Agreed Performance Statement.  The Career Development Agreement is to be completed on the standard pro-forma and signed by the manager/supervisor and the employee.

14.4.1.3 A person's Career Development Agreement is to be settled after considering the development needs of the individual, including those which can be controlled by the individual and those which require additional support.  Options for additional support include coaching, mentoring, on-the-job learning, formal internal or external training, project management work/special projects, internal and external work placements and professional development.

14.4.1.4 The Career Development Agreement, on the basis of clauses 14.4.1.1, 14.4.1.2 and 14.4.1.3 above will:

(a) identify specific learning options, including:

(i) formal training courses;

(ii) study assistance;

(iii) coaching;

(iv) work allocation/projects; or

(v) internal and external mobility opportunities - particularly if the employee has been in the same work area for five years or more;

(b) where appropriate identify areas for improvement of leadership and job-related behaviours;

(c) be supported by managers/supervisors in the granting of reasonable time and resources to pursue the objectives of the Career Development Agreement;

(d) address skills required for the employee's current and, where applicable, next job; and

(e) include a mechanism for formal review of the Career Development Agreement (at least twice yearly).

14.4.1.5 The employee and his or her manager/supervisor must provide a joint written confirmation to the Director, Personnel by 30 September of each annual performance cycle that the requirements of clause 14.4.1.2 above have been met.

CENTRELINK DEVELOPMENT AGREEMENT 1999-2002

37
Learning and Development

37.1
Centrelink is committed to an environment in which employees are able to access a range of learning options to meet any gaps in skills and knowledge that are required for the duties that they perform and to assist in their career development.  To this extent Centrelink acknowledges the importance of coaching, mentoring and providing feedback and support to employees.  Coaches and team leaders will continue to be an integral part of the learning and development of Centrelink employees in conjunction with Centrelink's comprehensive Learning Strategy which will guide the delivery of learning.

37.2
Workplaces will be structured to provide sufficient employees with a coaching role.  The number of coaches will vary according to a number of factors including, the development needs of employees, the skills of the coaches and the amount and complexity of change being introduced.

37.3
Centrelink recognises the additional coaching requirements of Call Centre Customer Service Officers (CSOs) who are undertaking the full range of CSO functions and have not yet been assessed as meeting the Procedure Accuracy Checking requirements to be a point of contact decision maker.  To satisfy these additional requirements, Centrelink will ensure that one coach, that is, the equivalent of a full-time coaching resource, is allocated for every ten such CSOs until such time as they have been accredited as point of contact decision makers.

37.4
Centrelink will, over a period of three months from certification of this agreement, negotiate locally with Call Centre employees and their representatives, which may be the union, on the level of technical support, which may include the use of a floor walker, that is required for Call Centre CSOs and the coaching arrangements for Call Centre CSOs.  Existing coach to CSO ratios will continue until this process has been completed.  A basis for this review will be that coaching is normally appropriately undertaken by a Band 3 employee and technical support by a Band 2 employee.

37.5
Through the Learning Strategy, Centrelink recognises that a skilled and committed workforce may be best attained by the application of the following principles:

*  learning is an integral part of each employee's work, is essential to the achievement of best practice customer service and is a joint responsibility of managers/team leaders and employees;

*  effective learning goals and strategies are best derived through the proper use of Team and Individual Learning Plans jointly developed by employees and their team leaders/managers;

*  managers are accountable for the identification of team and individual development needs, including personal and career development and for ensuring the development, implementation and funding of strategies outlined in Team and Individual Learning Plans and their reviews at dates agreed between team leaders/managers and employees; and

*  employees are responsible for contributing to the identification of their team and individual needs, for conscientiously pursuing identified learning goals outlined in the Team and Individual Learning Plans and actively participating in their reviews.

37.6
Centrelink will continue with a structured program consistent with the Learning Strategy to meet the ongoing learning and development needs of employees and Centrelink, with a specific focus on the following key initiatives required to improve customer service and program outcomes:

a)
leadership;

b)
customer service;

c)
quality;

d)
teamwork;

e)
the use of technology; and

f)
technical knowledge.

37.7
The Learning Strategy makes a commitment to the recognition of prior learning and is directed towards the acquisition of skills that can be more generally applied.  Where appropriate, learning and development activities will be capable of accreditation and/or articulation into external education programs.

DEPARTMENT OF FAMILY AND COMMUNITY SERVICES CERTIFIED AGREEMENT 2002 TO 2005

15.
LEARNING AND DEVELOPMENT

Learning and development opportunities for FaCS people will be supported at all levels of the organisation.  

15.1 Capability Development Strategy

15.1.1 At the strategic level, learning and development will be supported by a new FaCS Learning and Development Strategy.  

15.1.2 At the operational level, it will be supported by the STO Network Learning and Development Framework, work unit Learning and Development Plans and through the Individual Performance Management System.

Branch and STO Learning and Development Plans

15.1.3 Consistent with the organisational and individual capabilities, FaCS Branches and STOs will develop Learning and Development Plans which will support the objectives of the FaCS Strategic Plan and the key priorities identified in Branch/STO Business Plans.

Individual Performance Management System

15.1.4 All employees and their managers will identify appropriate learning and development needs as a part of their individual performance agreements. These will be consistent with the organisational and individual capabilities and should support key priorities identified in Branch/STO Business Plans and/or address professional and personal development needs.

Learning Centres

15.1.5 FaCS will maintain a Learning Centre in Canberra. 

15.1.6 FaCS will investigate the establishment of training facilities in other departmental locations, including State and Territory Offices, having regard to financial and office accommodation constraints. 

15.1.7 Where current accommodation arrangements do not allow the establishment of training facilities on FaCS premises, FaCS will approach other agencies about suitable shared arrangements.

15.1.8 FaCS acknowledges that some of its employees in State and Territory Offices have had difficulty in accessing development opportunities that are provided corporately.

15.1.9 FaCS will consult its employees and their representatives, including the union, in developing proposed arrangements to improve access to development opportunities, including to training providers.

15.1.10 FaCS will consult the Network Management Group, its employees and their representatives, including the union, with a view to putting a national framework to the people committee.

Leadership and Management Development

15.1.11 Multifaceted leadership and management development opportunities will be supported by FaCS to enable our people and support both organisational and individual capability development.

15.2 Study Assistance

15.2.1 Study assistance will be available to all employees in accordance with the FaCS Study Assistance Guidelines.

15.2.2 Any review of the Study Assistance guidelines will be undertaken in consultation with employees and their representatives, including the union.

PUBLIC SERVICE AND MERIT PROTECTION COMMISSION CERTIFIED AGREEMENT 2000 - 2003

SKILLS RECOGNITION AND DEVELOPMENT 

F.9
The PSMPC will identify training and development needs of employees annually through the performance appraisal process.  Induction, training and development programs will be prepared, drawing on the work level standards, public sector competencies and other relevant material.  

F.10
Progress against training and development plans will be tracked through performance appraisal discussions.

Mobility Scheme

F.11
The PSMPC has established a Mobility Scheme as an important element in workforce planning and improving cross-team communication and co-operation.  Funding of up to $25,000 per year will be available to implement the Scheme. 

Study Encouragement Scheme

F.12
The PSMPC encourages its employees to undertake formal study in fields which link to the achievement of its corporate goals or which meet their career development needs.

F.13
Assistance will be provided 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 individual learning and development contract with the Commissioner.

F.14
The Commissioner may approve the grant of assistance to an employee to a maximum of either:

-
8 hours per week paid leave during a semester to travel to attend classes, undertake examinations or for other study purposes; 

or


-
$1000 per calendar year.

F.15
An approved student who is an Aboriginal or Torres Strait Islander undertaking part-time 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 F.14.

F.16
Employees taking study leave under clauses F14 and F15 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.

IP AUSTRALIA AGENCY AGREEMENT 2000-2002

60. INDIVIDUAL DEVELOPMENT AGREEMENTS 

60.1. The Individual Development Agreement (IDA) process will continue to service development needs of staff where these needs align with areas important for organisational development. This process will continue to focus on determining and meeting needs important to IP Australia's business processes and viability.

60.2. The IDA process links with the Studybank process (see clause 61) in that study to be undertaken should be identified via the IDA process, and referred to the Studybank process for approval and resulting financial and other support (where appropriate).

61. STUDIES ASSISTANCE 

61.1. Assistance will be provided to employees to undertake formal courses of study at tertiary and higher education institutions and other vocational educational courses, where the study is agreed as part of an Individual Development Agreement and/or meets a business need, and is approved by the Studybank Delegate.

61.2. Details of studies assistance available will be as set out in the Chief Executive's Instructions as amended from time to time.  We agree to increase the levels of financial assistance following a review to be completed within three months of certification of this Agreement.

DEWR CA 2000 - 2002

19. Learning and development

1.1. All employees will have access to opportunities for improving their performance, through participation in relevant learning and development activities.

1.2. The Performance Feedback and Career Development Framework will make provision for the identification of learning and development needs and the planning of learning activities to meet those needs.  Each employee, in consultation with their manager, will identify their learning and development needs and specific learning options.

1.3. Any changes, innovations in or improvements to work arrangements will be accompanied by relevant opportunities for all relevant staff, including those in district and remote offices to learn about them. 

Study support

1.4. DEWRSB supports employees to undertake formal study in areas which link to the achievement of corporate goals.  Where formal study is undertaken, the department’s Studybank Guidelines apply.  The amount of financial assistance provided will be reviewed prior to each academic year by the People and Leadership Committee.  The Secretary may approve Study Awards consistent with the department’s guidelines.

NATIONAL LIBRARY CA  2002-2004

Personal Development Plans

36.
Discussion Point Number (vii) of Clause 33 of Performance Communication requires the Supervisor and Employee to identify and plan any training and development that would assist the Employee in their job performance.

37.
Personal Development Plans allow a structured approach to determining the training and development required to ensure that performance requirements are met. The Personal Development Plan cycle should begin each May (this allows any proposal for training to be considered as part of the planning process for the next financial year) with the plan lasting 12 months and include a review mid-way in November each year as part of the Performance Communication discussions.

38. Personal Development Plans require input from both the Supervisor and Employee to achieve mutually agreed goals.

Training and Development


64.
The Library develops and implements a training program on the basis of Strategic Training Initiatives, corporate priorities and Personal Development Plans (incorporated in the Performance Communication model) for all Employees based on the current and future requirements of their job.  All Employees have a responsibility for identifying, with their Supervisor, their training and development needs in terms of the skills needed for the Employees current job, and, if appropriate, the skills the Employee will need in the future.


65.
The Library continues to examine trends and developments in learning including the opportunity for formal recognition of the workplace skills and knowledge gained by its Employees.

66.
Library approved external study has a focus on work requirements and will be subject to the Library’s Study Provisions For Staff policy.  The Director-General or Delegate may approve attendance at external courses of study, or part of an external course, where appropriate as part of the Employee’s normal duties. For Employees undertaking distance education the Director-General or Delegate may approve 14 hours 42 minutes study leave per semester (pro-rata for part time Employees) to assist them in the completion of their coursework. This is in addition to any compulsory residential components that require Employees to be present on campus.


67.
Employees also have a responsibility for their own training and career development.  This may involve Employees choosing to undertake development courses or formal study that require a commitment in terms of personal time.

ATO (GENERAL EMPLOYEES) AGREEMENT 2001

98.
Training And Development

Employee Responsibilities

98.1.
The ATO is committed to ensuring that its employees have the skills and competencies to perform their changing roles in an evolving ATO and to providing the opportunities to acquire these skills and competencies.  Employees are required to keep their skills and knowledge up-to-date.

98.2.
Employees are required to undertake training or development programs as directed.

98.3.
Vacant - sub clause not in use

ATO Support

98.4.
Each employee will be given help, through the performance development and management system, to identify and develop the necessary skills, knowledge and capability to perform his or her work, as it changes with time and to continue the development of varied and transportable career skills.  This will be recorded in the employee's agreed learning plan.

98.5.
Where an employee is directed to undertake a training or a development activity, the cost (including travel and accommodation expenses), will be borne by the ATO.

98.6.
Employees are entitled to be released from duties to undertake approved training or development activity.

98.7.
Training will normally be held within the bandwidth for normal duty.  If training has to be provided outside the bandwidth, employees will be paid at single time rates, not overtime.  Where training takes place on weekends or public holidays the appropriate over-time rates will be paid.

Support for Disadvantaged Employees

98.8.
Training and development activities will take account, where practicable, of the needs of individuals in Employment Equity & Diversity identified groups and part time employees.

98.9.
Support will continue to be provided for employees with disabilities.

98.10.
Vacant - sub clause not in use

98.11.
Vacant - sub clause not in use

98.12.
Vacant - sub clause not in use

ATO Professional Skills Incentive Program

98.13.
An incentive program providing a one off payment of $562 will be available to employees who are able to demonstrate the successful completion of a learning scheme, including the application of that learning to the workplace.  The employee will have completed a minimum of 400 hours study over three years.  The learning scheme will be based on business needs, any series on learning activities agreed to and documented in individual learning plans; and meet the minimum level standard of qualification equivalent to Certificate IV in Assessment and Workplace Training.  It may comprise formal training course(s), on-the-job training, work-based learning activities and self-study program.

Employees who successfully complete the program will be paid following completion of the final assessment attached to the final module.

98.14.
The incentive program will be available to all employees except those whose learning has already been supported by the ATO through the studies support scheme, graduate program, Commissioner's scholarships or similar programs.

Engagement and ATO Training and Development Programs

98.15.
Vacant - sub clause not in use

98.16.
Vacant - sub clause not in use

The Graduate Program

98.17.
Graduates (APS) are required to undertake the Graduate Program.

98.18.
Graduates (APS) will be released from work to undertake the relevant training.

98.19.
Graduates (APS) undertaking the first year of the Graduate Program are not entitled to Study Support.

99.
Continuing Professional Development

99.1.
Employees may be required to undertake up to 20 hours structured CPD each year.

99.2.
This requirement will be met by:

a)
attendance at or presentation to courses, seminars, conferences and participation in discussion , groups, both internal and external, including e-learning; and/ or

b)
successful completion of modules contained in recognised ATO Training and Development Programs or subjects in relevant tertiary courses.

99.3.
Costs for attending the required CPD activities will be borne by the ATO.

99.4.
Whether or not CPD is mandatory, approval may be given for employees to undertake up to 40 hours CPD per year during work time (including any under sub-clause 99.1) where this is consistent with an approved learning plan.

99.5.
Approval may be given for all or part of the costs of attending approved discretionary CPD activities to be borne by the ATO.

DEPARTMENT OF IMMIGRATION AND MULTICULTURAL AFFAIRS CERTIFIED AGREEMENT 2001-2004

PERFORMANCE AND LEARNING SCHEME

2.1 The Performance and Learning Scheme aims to improve the contribution which individuals, teams and managers can make to the Department's overall performance and the job satisfaction of employees.

2.2 The key principles of the Performance and Learning Scheme are: 

*  providing feedback on performance which is:

*  regular;

*  two way;

*  fair, objective and consistent;

*  employees and managers working cooperatively to identify qualitative and quantitative work outcomes and the associated skill levels and behaviours required;

*  planning for skills development and career planning; and

*  linking salary advancement with performance.

2.3 All employees, both ongoing and non-ongoing (where employed for more than three months) must participate in the Performance and Learning Scheme.

2.4 The Performance and Learning Scheme occurs over a cycle which is usually 12 months and involves:

*  the development of a Performance and Learning Agreement by the employee and their manager;

*  ongoing two-way feedback with a focus on results identified in the Performance and Learning Agreement;

*  a mid-cycle or six monthly discussion of the Performance and Learning Agreement to revise if necessary and provide an indication of the assessment rating based on performance to date; and

*  a performance feedback discussion and written assessment at the end of the cycle.

2.5 The rating scale for assessment of an employee's performance is 'exceptional', 'satisfactory to high' or 'unsatisfactory'.  An 'unsatisfactory' rating cannot be given until the procedures for managing underperformance have been implemented and have been unsuccessful in achieving a return to acceptable performance.

2.6 The competencies against which an employee's performance will be assessed are based on the Department's Work Level Standards for the employee's classification level.

2.7 Performance and Learning Agreements contain personal information and will be treated as "Staff-In-Confidence" subject to their use for legitimate personnel management processes as detailed in the Administrative Circular entitled DIMA Performance and Learning Scheme.  Performance and Learning Agreements will not be made available to selection panels except at the request of the employee.

2.8 At any stage during the Performance and Learning Scheme process, an employee may seek the assistance of a third party of their choice.  The assistance may be in the form of advice and support or attendance at a discussion between the employee and their manager.

2.9 The Department is committed to conducting a review of the Performance and Learning Scheme, to be initiated within 6 months of the date of certification of this Agreement, if not already commenced at the time of certification.  The review will evaluate the effectiveness of the operation of the scheme in the workplace.  The terms of reference for the review will be agreed by the parties to this Agreement and the NSCF will provide input to the review.  A report on the findings of the review will be provided to the NSCF and the NSCF will be consulted on any changes to the operation of the Performance and Learning Scheme arising out of the review.

2.10 Guidelines on the Performance and Learning Scheme are set out in the Administrative Circular entitled DIMA Performance and Learning Scheme (PALS).

Environment Australia CA 2002 - 2004

1. Mobility can also be an effective strategy to assist staff who are seeking career development, assist with the redeployment of surplus and/or excess staff, and assist in dealing with the management of ill and injured staff.  However, mobility is not to be used by managers and supervisors as a vehicle to avoid addressing performance issues or misconduct/disciplinary matters. 

2. To facilitate mobility EA will establish by July 2000 a Mobility Bulletin Board on the Intranet.  Employees interested in a move may place their names, level, work experience and contact details on the Bulletin Board, indicating any areas of interest and whether they are seeking a move on an ongoing basis or for a specified period.  

Study Support Scheme 

3. EA encourages its employees to undertake formal study in fields, which link to the achievement of its corporate goals. 

4. The Study Support Scheme encourages EA employees to undertake formal courses of study at tertiary and higher education institutions and other vocational education courses by providing access to study leave during normal hours of duty. 

5. In general, support will be given to employees who wish to undertake:

· studies to obtain entry into a tertiary institution, a first degree, diploma, associate diploma or any other tertiary qualification that is considered relevant to the APS and provides general benefits to EA;  or 

· second and subsequent qualifications that are considered directly relevant to EA.

6. Approval to participate in the Study Support Scheme will be subject to the delegate being satisfied that the employee has the capacity to effectively balance their proposed study load and work responsibilities. 

7. Support may be provided for studies that fall outside these categories for study leave subject to the employee demonstrating it necessary for them to maintain their professional status and/or there is a direct benefit to EA. 

AGSO CA 2000 - 2002

Learning Agreements

Managers will discuss career development needs with individual staff and plan activities to meet identified needs where these needs are consistent with AGSO's operational requirements and desired skill set.

4.1 DEVELOPMENT AND TRAINING XE "DEVELOPMENT AND TRAINING"  

AGSO and its employees recognise that Development and Training aims to continuously improve both individual and organisational effectiveness through the ongoing enhancement of the skills and knowledge of all employees.

The AGSO Corporate Development and Training Strategy provides a framework for a range of development and training activities.  The aim of the strategy is to ensure that AGSO is best placed to meet its planned outputs - as articulated in the Corporate Plan - by developing the capabilities of its people.

The following principles will guide the operation of the strategy in the workplace.

Staff development applies to all employees in the workplace and is the responsibility of all concerned.

Continuous learning needs to be part of every person’s day to day work activity.

Development and training activity will be linked to and prioritised in accordance with achievement of planned outputs.

The performance planning process provides an opportunity within the workplace for an employee to develop, in consultation with their nominated manager, a learning agreement.  This learning agreement will outline agreed development needs and activities including professional and technical skills training and subject-specific training required for the employee to maximise their contributions to the achievement of planned outputs. 

AGSO will provide the employee with the opportunity within the workplace to develop skills through mechanisms such as coaching, mentoring and on-the-job training.  This Agreement recognises that activities such as these are investments aimed at providing returns for both the organisation and the individual. 

This Agreement recognises that Studybank is an important mechanism for the achievement of organisational and personal development goals.  Approval of Studybank will be subject to the AGSO Studybank Guidelines and to the employee and his/her nominated manager discussing the arrangement in the context of the individual workplace and the organisation’s planned outputs.

Subject to the Chief Executive Officer’s approval, Studybank allows employees to access up to a maximum of five hours study time and three hours travel time per week during the relevant educational institution’s lecture periods.

Any change to the AGSO Studybank Guidelines will be referred to the Workplace Relations Committee and a recommendation provided to the Chief Executive Officer.

DEPARTMENT OF FOREIGN AFFAIRS AND TRADE CERTIFIED AGREEMENT 2000-2003

TRAINING AND DEVELOPMENT

2.52
The parties recognise the importance of training and development as an investment in people.  The Department is committed to providing all employees with focused training and development opportunities directly relevant to the Department's corporate goals, and will provide specific resources for this purpose.

2.53
The training and development needs of employees will continue to be addressed as part of the performance management process.

2.54
The Department has developed a coordinated Training and Development Strategy in consultation with employees.  The development needs of employees will vary according to their roles in the organisation and the stages they have reached in their careers.  To make best use of the Department's available training resources, priority will be given to developing

i
leadership and management skills

ii
core professional knowledge and skills, including policy, media, communication, technical and resource management skills

iii
languages, including language retention

iv
a new Professional Development Award Scheme for a small number of high performing employees at the Broadband Four level and above.  The Department will fund the salary, fees and ancillary costs for successful applicants to undertake external secondments, post-graduate or specialised study or research other developmental activities which are both professionally beneficial to the employees involved and of direct relevance and interest to the Department.

2.55
The Department will ensure that appropriate training is provided to technical staff to facilitate the development and maintenance of relevant technical skills and competencies, including in first aid. 

2.56
Divisions, posts and State Offices will be required to submit annual training and development plans to Staff Development Branch, and will be assessed on their delivery of these plans in the Post Evaluation Report/Divisional Evaluation Report/Office Evaluation Report process.  Similarly, supervisors will, as part of their annual upward appraisals, be assessed on the degree to which they assist staff in meeting individual training and development needs. 

