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CHAPTER 9

CIVILIAN TRAINING AND LEADERSHIP DEVELOPMENT
9.1.  General.  Government Employees Training Act (GETA) - 5 USC 4100, the basis for civilian training, contains the following broad definition of training:

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.

9.2.  Purpose.  The purpose of this chapter is to identify and plan for the “core” training and development requirements to sustain and improve professionalism within the LIWA training and education program.

9.3.  Objectives.
a. To ensure LIWA is in compliance with the Army Civilian Training, Education, and Development System (ACTEDS).

b. To identify and forecast the requirements needed to sustain and improve the ability of the present work force to accomplish their duties in support of the LIWA mission.

c. To budget for mandatory and mission essential training and development.

d. To make available activities/courses that will sustain/improve the abilities of the work force.

e. To ensure that career employees are released for mandatory and mission essential training.

9.4.  Responsibilities.

a.  Commander, LIWA.
(1).  Ensure compliance with the ACTEDS.

(2). Appoint Chief of Training and Readiness as Activity Career Program Manager (ACPM).

b. Deputy Director, Operations.

(1).  Work through the Chief of Training and Readiness and Chief Management Support Office  to ensure compliance with ACTEDS.

(2).  Budget for mandatory and mission essential training and development.

(3).  Ensure that career employees are released for mandatory and mission essential training.

c.  Division Chiefs.

(1).  Ensure compliance with the ACTEDS plan.

(2).  Budget for mandatory and mission essential training and development.

(3).  Ensure that career employees are released for mandatory and mission essential training.

(4).  Ensure LIWA meets terms and conditions of the intern program.

(5).  Ensure career employees have an approved Individual Development Plan on file.

(6).  Assess divisions training requirements.
c. Chief, Training and Readiness . 

(1).  Publicize training opportunities/career management information to career employees.

(2).  Counsel supervisors, career employees and interns on training and development opportunities and requirements.

(3).  Evaluate training, experience, self‑development and education of career employees to idenify and document the obtainment of competencies required by the ACTEDS career employees plans.

(4).  Seek mentors for interns, review their IDPs and monitor their training.

(5).  Represent the LIWA on career issues.

(6).  Assist HQDA, OCMI and INSCOM in training and career management projects.

(7).  Conduct training needs assessments annually.

(8).  Request quotas and training opportunities.

e.  Supervisors. 

(1).  Have the primary responsibility to implement ACTEDS. 

(2).  Determine with the career employees the competencies, characteristics, training and developmental experiences required for career profressional.

(3).  Counsel employees on alternatives for obtaining competencies.

(4).  Establish IDPs and other training plans.

(5).  Counsel employees on requirements and prospects of various career areas.

(6).  Prioitize and obtain needed training for career employees.

(7).  Establish developmental/rotational assignments where possible.

(8).  Release career employees to attend training and participate in developmental programs.

(9).  Conduct training needs assessmnets of requirements.

(10).  Ensure all Interns are assigned a Mentor.

f.  Civilian Career  Employees & Employees.

(1).  Each career employee is responsible for his/her own self‑evaluation and career planning.

(2).  Each employee will work with their Mentor to plan their career development/training.

(3).  An Individual Development Plan (IDP) will be developed annually by the employee in conjunction with, and approved by the employee's supervisor. The IDP will record the employee's most significant developmental activities and identify those activities/courses determined by the supervisor to be appropriately sponsored by the government. 

(4).  The IDP will be used as a guide for the employee to plan his/her career and evaluate his/her potential.

(5).  Employees may seek guidance from senior career employees, supervisors and their local Activity Career Program Manager (ACPM) in developing their own personal plans and are required to assist their supervisors in the development of their IDP.

(6).  Employees will particiapte in activities/courses determined appropriate for development.

(7).  Use DA Pamphlet 690-43 will be used as a guide to develop the IDP.

9.5.  Resourcing Training and Development.  Review of employee IDPs and competencies should be accomplished as a basis to budget for needed funds and request quotas.

9.6.  Training Needs Assessment.  The civilian training cycle includes consideration of organizational, occupational and individual training requirements. Consider all of these areas in the training need assessments. The training needs assessment is done each year to insure that each division training needs are documented and funding for the necessary courses is provided.

9.7.  Mentoring.  Mentors are senior career employees and/or managers/commanders who not only personally become involved in the development of employees and career employees within their organization but also influence decisions to establish programs, commit resources, make assignments, etc. that make career development happen. Mentoring is most successful when the employee/careerist being mentored is mobile and can take advantage of the widest range of opportunities. Using the ACTEDS plan as a base, mentors will facilitate training and career broadening opportunities, to help employees/career employees assess their potential and actively guide them in progressing through the appropriate career area progression pattern. Mentors should be used extensively in the entry grade band and will be used in the INTERN program. It is recommended that ACPMs and managers review each employee's needs and desires, and consider fostering mentors for mobile career employees in all grade bands. 
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