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F)FafzEng R e L im?
What is your mission and development strategy at CIPD?
(C)F 277 BRAPELER 24 R RVHAR 240G 0 B AP 3
ERESE LAWY
Do you hold training programs for high-level public servants? If
you do, what is the content of those courses and what is the
teaching method used?
(E)E 278 Kyl A S AR%EF € (40 IFTDO 2010 # & ¢ ) % >
PEE R E S B2 A BT E LR D
You hold many major international conferences (such as the IFTDO
World Conference and Exhibition in 2010). What is the key to
successfully organizing the kind of international conferences?
(2)F o A2 R B R &7 TAR 2407 > B2 A&
R R e
Have you ever designed custom training courses for civil servants
of other countries? If you do, what are some of the examples, and
what are the central contents of those courses?
(I)F P2 E A mFRIIRI2? 2 F - FY ~ 752
BRAK Y > FERTEGIALELEET 2% 0 do i B 3T
B ?¥ TR EADM EBEp RS R B 7
How do you evaluate training results? In the four levels of
evaluation—reaction, learning, behavior, and result—does your
evaluation include the levels of behavior and result? How do you
track and evaluate trainees’ performance? Can you provide us with

the tracking indicators or case studies?
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The London School of Economics and Political Science had
previously been commissioned by the government of Taiwan to
hold economic and trade courses as well as training courses for
mid- to high-level civil servants. Some of those courses were held
in Taiwan, with lecturers flying in from abroad; others were held at
your school, with Taiwanese civil servants traveling to the UK for
training. Some were specifically held for Taiwanese civil servants,
while others mingled trainees from various countries. In your
experience, what are the pros and cons of the various types of
courses? Do you have any suggestions?

BRFAA FRREAE DB YIF R ER
ﬁ%fﬁﬁﬁw&ﬁi%ﬁ@ﬁﬁiﬁé@?F’&%ﬁp?w

#2I

RIS R Y ?
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have held all sorts of training courses for civil servants from
other countries. Do you know how those trainees are selected and
what qualifications are required? Do you arrange for trainees to
intern in British government agencies?

(Z)F R AR L 4RI E RO BY 240} o doPi®iR
A hF - BY TR E R4 > A FERIGAE
AR R AP AR EBOER 2T B R BN LA RS 2
B 7
Have you ever held training programs for British civil servants? If
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you do, how do you evaluate training results? In the four levels of
evaluation—reaction, learning, behavior, and result—does your
evaluation include the levels of behavior and result? How do you
track and evaluate trainees’ performance? Can you provide us with
the tracking indicators or case studies?

(m )2 R FC %] & RG] 87 02§ R R RIS e Top 200 2 B FE < F 3
PREC R OV IFEREVEELS > RAFFERIL?
Our government is currently designing a high-level civil servant
training program similar to the Top 200 Group at the National
School of Government. Can you provide any suggestion based on
your training expertise?

(TR ERRLIPHEFIFLFABMFAY P ahd 3 722 %
2RI NEFRAGAR 23 3B wPAY AT £
oA GRER R AT AT
We are planning overseas training for our high-level executives next
year. We are aiming to hold two-week training courses and two- to
three-months short-term study programs for outstanding civil

servants. Will you be willing to collaborate in this project?

2 ERARARRER

(—)F S re> 2005 & 6 % sed @A 5B p A2 T2 g s R
( Non-Ministerial Department ) » 35 {7 2_ 38 48 422 2 A4 fi > 3
3 ? RAABEL S0P ?
The National School of Government was transformed into a
non-ministerial department in June 2005. What difference does it
make to the operation of the school? What are the pros and cons of
the transformation?

C)EERirir B AR R 24 B 2 P B ¢ da P e B
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How do you survey the core competencies of public servants and
design training courses for them? How do you define core
competencies, identify competency gaps, implement competency
training, and arrange the schedule for each phase of the training?

(Z)$ A 8Y 7 R FRET - FPFEREF OB R PG
RE> 2w A3 27 T RGP ?

As adult learning differs from school education, what teaching
methods do you employ in your training courses for public servants?
Can you illustrate?

(2)FERFAEFPHFHEOBAR 2B TIE 2407 » B2 2ZHF
AE FEFER 2 BT E - AR E ;_;a RELEFwR 7
Do you have special training programs for the purpose of fostering
high-level public servants? If so, how are they implemented and
funded, and what are the courses like?

(I)EERE OB RV RIr P 0322 ? & F B~ 89
LA RRARSY C FETRIALELERET 2R S doP i
B 3P 77 FREAPMEBIp RS R 67
How do you evaluate the results of training for public servants? In
the four levels of evaluation—reaction, learning, behavior, and
result—are behavior and result included in your evaluation? How
do you track and evaluate trainees’ performance? Can you provide
us with the tracking indicators or case studies?

()T ERFEEMLEL XNFIERLAE P ? S0 RE L TR
w9
What qualifications do you offer trainees? What is the procedure
for obtaining a qualification, and what criteria are required to
participate?
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(C)F £t s M F 3 B ro R IR > SRR E AR 2
PAhd OoGREYEES LR ? I HZRA Y 0 T2 INA

SR S
You provide policy consultation services to government agencies,
playing a role similar to that of a management consultant firm. How
does it work? Does the agency seeking consultation pay for full or
part of the consultant fee?

(MFEMRIATETLAFE R PSRRI Ha &2 &1F
Bt s @ ?
Do you collaborate with prominent universities in developing
training courses? If you do, what is the pattern of your
collaboration?

(L)EERFEFEFINF 24075 > LR2ZPFR2 TR Y
Do you have a publication? What is it primarily about and how is it
positioned?

(F)A P ERRLPEEZ L FAB Y > FREFEG £ 4
T2 ¥ ae f2 9
We are planning overseas training for our high-level executives next

year. Will you be willing to collaborate in this project?

# ] MENDAS = @
(F)E P2 EBFESwE fuk L@ ?
What is your mission and development strategy at MENDAS Ltd.?
(CE)F ot Em PERIFINP LA A B TUE ITE R
FREEESNRZER LR D
You have been providing public servant selection services under the
commission of various government agencies for the past decade.
What is the selection process and how is it implemented?
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(3)%251?’?1€Bi—f,’fﬁi¥tﬁ SLT e R BRI R
va PERFEAV ERE PP R 2 A RBEETE

B2V E R ”M\i'b‘i‘l‘ RSP G - 2 CIPIRE £
FRHARPNRPRIARAR 2R L L7
One of your services is providing psychological and personality
evaluation for public and private sector employees. In your
experience, do public and private sector employees exhibit
different personality types? In your psychological and personality
tests, do you employ different psychological inventories for
different test subjects?

(z)F = @755 &* Assessment Centre(AC)'% FOERT O RA R BT
Ry A7 ACTRE e 82 HE@ PR & D
AR L E RV ER?

You have employed the assessment centre (AC) method in your
evaluation of public servants. How do you utilize the AC method?
Is it primarily used in the selection or the training process?

(T)F 207 ARBIPELFIF OB BRIFAR? 405 0 B FARPN F
EREZELP?

Do you hold training programs specifically targeted at high-level
public servants? If you do, what is the content of those courses and
what is the teaching method used?

CI)F oAz eat A B2 pAFSa24d » B8 5 ivH5 3
w9
Do you collaborate with prominent universities in developing

training courses? If you do, what is the pattern of your

collaboration?
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HBM2 Ffond PHLAMA A ? AT RpPioid pid
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We have chosen management, leadership and strategy as the core
competencies for senior civil service. These skills can be broken
down into greater detail. Has your country investigated these core
competencies in the context of your own senior civil servants? Has
training content been designed based on these core competencies?
B TR RN EESIR BE AR S TP
BV, 2 4% 7D MpB g AR S 53018 (H
EHEL-BENAE) LK AE R RATELL R
e~ T REZT NG EAER2 EF 2R 7% » X9 dK
deimpe s AR BE* AgEURE EA] (B REATFER
BONIR LSy e iR ) ?
To merge with the Special Management System for Senior
Executives, we plans to engage in management development
training, with those passing the training to join a national reserve
pool of senior executives (grade 11 or above). Does your country’s
senior civil service training program similarly combine the design
of promotion and appointments? If yes, how is the number of

trainees managed to match future promotional opportunities and
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turnover (are selections made at the completion of training
evaluation or at the time of admission to the training program)?
AERBIZ B2 FRYFEFEIR (128879 >
FIf " 5A 10 3% » R Y AR 2 3 ) 0 SRE DT RBp ¢
PARE R 3 PER? FRAM Y RZEP 2 B R 2
WE s o B9

Do you have any suggestions for our planned senior civil service
training “Management Development Training” program (a 12-week
program including two weeks spent abroad)? How much time do
trainees in your comparable programs spend at home and abroad?
How is it arranged?

FRET SHPRAGE TR VAo PR ? A g R T
FPouiE BEEABMR PRI AGTE FRT PAAMERY
Does your country evaluate training effectiveness? How is it
implemented? We are planning to use Assessment Centers to assess
senior civil service training effectiveness. Can you offer any
relevant suggestions?

AERBIZ BT FRIEEY FAKE N A ER?
Vo FRAEHBM 2 TEVLEE 5P 2o EfpREY ?
We are planning to take a multifaceted approach to senior civil
service training. Can you offer any relevant suggestions?
Additionally, why does your country adopt a multifaceted approach
to senior civil service training, and how is it implemented?

E R BRI YRR SRR S S

(blde o % B30 2 BRARRE R o )
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Does your country offer senior civil service any other training aside
from general or developmental training (i.e. through arrangements

with the private sector)?
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Take-off Program for Senior Civil Service

(Condensed Edition)

Background

In an era of global competition and knowledge-based economy, the
public’s eagerness for government reform and policy
implementation has been on the rise. The caliber of the civil service
corps is a key element in determining the success of national efforts
towards democratization, the rule of law, and government efficiency.
The key role that senior civil servants play in the government
development has raised a broad attention in the society. This leads
to the government to plan to establish a special management system
for the Senior Civil Service. The training and development for the
senior civil servants is also an important task to be planed.

In September 2009 and April 2010, three Analytic Hierarchy
Process (AHP) surveys were conducted to collect the information
about the required core competencies and relative weightings for
senior civil servants. According to the results, various skills were
emphasized for different civil service grades: “management
competency” (Grade 10 and 11), “leadership competency” (Grade
12 and 13), and “strategic competency (Grade 13 and 14, agency
head). (Please see Figure 1 and Figure 2)

Planning Concepts

® To set up modularly-designed core competence curriculum

The curriculum takes the above-mentioned management skills,
leadership skills, and strategic skills as the basis for course design.
® To focus on the developmental training

The program is designed to equip the senior civil servants with the
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knowledge and skills required for current and future long-term
career performance.

® To employ new and diverse training methods

In addition to lectures, teaching methods include Harvard
University case studies, action learning, role-playing, workshops,
field survey and outward development training, and mentoring.

® To build a screening assessment mechanism

The program will use “Assessment Center Methods” or other
multifaceted evaluation mechanisms for selection and screening to
enhance the performance of the senior civil service.

Core Competency

The training objectives focus on cultivating the senior civil service
to obtain the excellent management capability, the forward-looking
leadership, and the decision-making style through democratic process.

Results of the Analytic Hierarchy Process (AHP) surveys show that
the core competencies of the senior civil service are weighted as
follows:

® Grade 10 and 11 senior civil servants should obtain

management skills and go through Management Development
Training (MDT) to develop core competencies in management,
leadership, strategy and character, in that order of priority.

® Grade 12 and 13 senior civil servants should obtain leadership

skill and go through Leadership Development Training (LDT)
to develop core competencies in leadership, strategy,
management and character, in that order of priority.

® Grade 13 and 14 senior civil servants should obtain strategic

planning capability and go through Strategy Development
Training (SDT) to develop core competencies in strategy,
leadership, management and character, in that order of priority.
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Figure 1. Weighting of Core Competencies
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Training Participants

® Management Development Training
1) People: Grade 10 to 11
2) Groups: Five groups of 40 trainees, for a total of 200
trainees.
® [ eadership Development Training
1) People: Grade 12 to 13
2) Groups: Two groups of 40 trainees, with some positions open
to the academic and private sectors.
® Strategy Development Training
1) People: Grade 13 to 14 (agency head)
2) Group: One group of 20 trainees, with some positions open
to the academic and private sectors.

Curriculum Planning

Core competence curriculum and the common curriculum are
designed to equip the senior civil servants with core competence.
(Please see Figure 3)
® Training period
1) Management Development Training: Intensive group training,
ten weeks
2) Leadership Development Training: 2-to-3-day training
courses in a week, completing the Core Competency
Curriculum in three months
3) Strategy Development Training: 2-to-3-day training courses
in a week, completing the Core Competency Curriculum in
three months

Overseas Study
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® Two-week study programs at leading learning institutions and
organizations in Singapore, the UK, and the US

® To select outstanding senior civil servants to attend the
specialized research program abroad or the international
internships.

Assessment Mechanism

® Management Development Training:
1) Assessment will take place at Assessment Centers using the
following methods:
a) Presentations, including oral and written reports.
b) In-basket Exercises, including case analysis and
execution.
c) Management games, including situation analysis and
problem solving.

2) Mentors observe and evaluate trainee’s performance,
learning attitude and interpersonal relationships.

3) Writing papers.

4) Psychological test to be designed by professional
organizations specifically for the reliable psychological
evaluation of senior civil servants, and for establishing
behavioral norms.

5) Others: After passing the above-mentioned performance
evaluations, trainees become the candidates in the national
pool of senior executives (grade 11 or above).

® [ eadership Development Training and Strategic Development
Training:
The above-mentioned evaluation methods are used as a
reference for promotion for qualified candidates.

54



Figure 3: Senior Civil Servant Core Competency and Course Modules

_ Leadership Competency

Module D1: Strategic
Thinking and Problem
Solving
Courses

1. Problem Analysis and
Resolution
Strategic Planning and
Management
Environmental and
Political Insight

Management
Competency

Module L1: Leading Change
Courses
1. Contemporary
Leadership Models
2. Leadership Skills and
Situational Leadership

Module M1: Human
Resource Management
Courses

1. Performance Appraisal
Systems and Interviews
Diverse Human
Resources

Module D2: Decisiveness
Courses
1. Decisive Leadership
2. Execution

Module L2: Communication
and Marketing
Courses

1. Media Relations and
Simulation Exercises
Legislative Relations
and Simulation
Exercises
3. Policy Marketing

Module M2: Team Building
Courses
1. Vision Management
2. Team Incentives and
Team Building

Module D3: Global Vision
Courses

1. Competition Strategy in
a Globalized World
Influence of
International
Organizations on
Taiwan

Module L3: Innovation
Courses

1. Government Innovation
Strategy
Innovation
Management Case
Studies
3. Creative Thinking

Module M3: Conflict and
Change Management
Courses
1. Conflict Management
Strategy
2. Change Management

Module D4: Negotiation and
Crisis Management
Courses

1. Negotiation and
Consultation
Crisis and Risk
Management

Module L4: Establishing
Partnerships
Courses

1. Cross-Domain
Management Case
Studies
Public-Private
Partnership Case
Studies

Module M4: Performance
Accountability
Courses
1. Cost-Benefit Analysis
2. Performance
Management and
Evaluation
Administrative

Efficiency Case Studies
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Introduction

This Ideas Paper follows from a visit by the delegation represented by Mrs Ming-Jue Chang,
Chairperson of Civil Service Protection & Training Commission and President of National
Academy of Civil Service, Mrs Carrie Jui-Lan Wu, Director of the Department of Training
Assessment at Civil Service Protection & Training Commission, and Mrs Sharon Shao,
Division Chief at National Academy of Civil Service, accompanied by Mr Morgan CI
Chiang, Chief of Consular Affairs at Taipei Representative Office in the UK, to the London
School of Economics and Political Science on 8 June 2010.

Established on 1 June 1996, the Civil Service Protection and Training Commission (CSPTC)
is responsible for the protection and training of civil servants, its chief missions being
twofold: protection operations, to establish and provide a comprehensive legal framework of
civil service protection under which to review protection cases fairly; and impartially
according to law to safeguard the reasonable rights and interests of civil servants and uphold
their dignity in enforcing the law.

The National Academy of Civil Service (NACS) , formerly called the National Civil Service
Institute, was founded on July 26, 1999. It was formed under the supervision of the CSPTC,
responsible for various statutory recruitment efforts and training programs.

The London School of Economics and Political Science (LSE) is world-leading social
sciences university and is well positioned to address the training needs of the government of
Taiwan to structure customised training programmes which would address both the strategic
objectives of human resources development of CSPTC and NACS and the professional and
personal development objectives of the civil servants of Taiwan. The LSE has a wealth of
experience of working with Taiwan, where it designed and delivered a number of successful
customised training programmes for a number of Taiwanese ministries and organisations.

This document contains our initial ideas for executive education programmes for CSPTC
and NACS that reflect our broad understanding of the learning objectives and the profiles of
the possible participants, and is intended to provide a framework for LSE and CSPTC and
NACS to tailor the programmes to the strategic goals and learning needs of the parties
involved.

Overall Approach and Methodology

Most of our executive education clients and partners typically fall into two main categories:
(1) public sector organisations, such as government agencies and ministries, sometimes
including multilateral government organisations; and (2) private sector organisations such as
multinational corporations, sometimes including state-run enterprises. We have a wealth of
knowledge and experience to share with both kinds, each engagement representing a
customised solution designed specifically for that client. Our fundamental approach is
needs-based and demand-driven — we listen to our clients to learn as much as possible about
the strategic objectives of the organisation as a whole, all the way down to individual
learning and personal development needs of each future participant, and how it all fits
together. We always avoid offering “off-the-shelf” solutions which fit other clients and
objectives, because we see each client as unique and special in their combination of
circumstances, issues, places, and time.

We therefore typically require substantial discussions and ideally face-to-face meetings with

our prospective clients to identify key issues at all levels of the organisation prior to
extending any indicative proposals. We prefer to reflect on those issues, discuss them
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internally to confirm possible solution routes, and then engage in a design process which
involves stakeholders and experts from both sides to agree the best option.

For more effective visualisation, below please find a diagram that summarises the key
phases of our executive education programme design and delivery process.

Market condition

Client updates, external
Design of Pilot Design Programme
programme | Programme Upda'[es ' DE|IVEI’y
FaCU Ity Feedback from

participants,

Below please find our views on the programme approaches which we found beneficial to
our current and past clients. These represent three broad categories:

Offerings that benefit organisations with broader perspectives of social sciences and
international political economy, to help engage more effectively with the ever-changing
global environment, taking into account events and trends across the world.

Offerings which are designed to improve overall strategy, leadership capability, and
functional excellence of an organisation operating in an increasingly competitive
environment, whether domestic or international.

Offerings which are tailored to specific needs and objectives of industries or organisations,
including thematic and topical reviews and discussions where certain and case-specific
knowledge and expertise are requested.

Whether our programmes are designed to close a specific knowledge gap, to broaden
horizons in given area of interest, to create a shared understanding of an important issue, to
provide behavioural change stimulation, to facilitate a strategic development of an
organisation, to offer internal and external networking opportunities, or to support reward
and recognition of talent, the LSE closely tailors the programmes to the needs and
objectives of individual clients.

More specifically, based on our discussions during the delegation’s visit to the LSE and the

specific questions raised subsequently, below please find our initial suggestions.

Question 1: The LSE has delivered training courses for the government of Taiwan,
for mid- to high-level civil servants, with courses delivered both in Taiwan and at the LSE
in the UK. What are the pros and cons of these approaches?

Answer: The major benefit of delivering courses in Taiwan is economies of scale.
The course organisers can put more participants in the classroom, therefore greatly
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expanding the reach of the programme, although careful consideration is needed not to
overcrowd the course so it becomes more of a conference event rather than a customised
executive education programme. If the number of participants is large, it would be more
economical to fly a number of LSE designated staff to teach in Taiwan rather than to fly the
entire group to London (considering the costs of flights, hotels, etc).

On the other hand, the major benefit of holding courses at the LSE in London is to increase
the programme exposure for the participants — during a few days and weeks in London the
participants may be taught by a great number of academics, experts and practitioners, which
may be very hard and costly if we had to organise it in the same way in Taiwan.
Additionally, external visits to government offices — and even to other parts of Europe, for
example to the European Commission in Brussels — can be organised.

Therefore, whenever possible, we strive to offer a combination — a “primer” module held in
Taiwan by the lead LSE designated academic and staff where we can address the core issues
and themes of the course and set the tone for the whole programme, then followed by a
module held at the LSE where we can immerse the participants in the international and
cosmopolitan environment that the LSE and London offer, filled with discussions and
debates with a number of academics and experts.

Question 2: The LSE holds training courses for other governments and civil service
agencies. How the participants are typically selected and what qualifications are required?
Do we arrange for the participants to intern in British government agencies?

Answer: The participants selection process can vary dramatically from
organisation to organisation, and normally it is agreed between the LSE and each client as
part of the training programme’s qualification criteria, which is then executed and enforced
by the client. In our experience, we advice each client on a case-by-case basis which criteria
are advisable and which may be compulsory, considering each situation from a number of
requirements and perspectives. Very importantly, the qualification criteria must be set
against the complexity and sophistication of the training programme, so we carefully
balance it with the programme design.

In terms of the qualification process, this can vary as well. For instance, for some
government agencies we conduct comprehensive psychometric evaluations of the potential
participants — performed via online tests and questionnaires — to jointly decide who should
attend the programme. We can assist with the design of pre-course questionnaires to help
each client with the selection process. In some cases, we jointly define key entry criteria and
allow the client to execute the selection process completely.

We do not normally arrange internships in the British government for our executive
education programmes participants, but can consider it. For example, the LSE’s Department
of International Relations has an internship arrangement with the British Parliament, so it
can be organised; however, if to be done on a larger scale — for a number of participants at
the same time — we will need a significant notice time to consider various options.

Question 3: Has the LSE held training programmes for British civil servants? How
do you evaluate training results, specifically reaction, learning, behaviour, and result? How
do you track and evaluate trainees’ performance? Can you provide case studies?

Answer: Over the years LSEE has designed and delivered a number of customised
programmes for various UK government ministries and agencies including Office of the
Deputy Prime Minister, National School of Government, Her Majesty’s Treasury, Central
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Police Training and Development Authority, and the Foreign and Commonwealth Office
(FCO).

The case of the FCO is a good example of a long-term collaboration to provide multi-level
customised training to British diplomats and officials. Since 2003, the LSE has trained over
700 members of the British foreign service, with courses mainly delivered at the FCO
headquarters in London, but now also overseas including in Asia and South America (held
at British Embassies and High Commissions, for FCO staff only). The theme of the
programme is “Economics for Foreign Policy”, and the programme includes up to eight
Level One courses (seven days in duration each) annually and up to four Level Two courses
(15 days in duration each) annually. The programme has a rigorous assessment and
evaluation process, specifically concentrating on Reaction, Learning, Performance, and
Organisation. The process includes structured feedback from the participants, academics
and FCO staff, which is done during and after the course; periodic discussion reviews and
consultations between the LSE and the FCO; and continual review of the teaching
methodology and the introduction of innovative teaching methods. All of the feedback and
subsequent reviews are summarised for any further and in-depth analysis.

The feedback from the past participants indicates very strong and positive impact from the
programme on the improvement of knowledge and enhancement of skills.

Below please find a link to the FCO designated website which contains more information
about the programme, specifically the flyers for both Level One and Level Two courses:

Further below please find a case study (two pages) about the LSE and FCO collaboration,

which includes our approach to the client’s need, overall methodology, and select comments
and feedback from past participants and the FCO.
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Executive
Education

LS

e

Foreign &
E-::lr;'lmmealth
Office

Economics for Foreign Policy:
customised courses for the FCO

~  What are the most Important Issues Tacing Less Developed
Couniries today?

«  What Issues anse from the rapld growth and development of
2ading emerging economies?

~  What Is the fubure of the giobal trading system?

LSE Executive Education, a branch of LSE Enterprisa, has workad
wihih the UK Forelgn and Commonwealkh OMce (FO0) for elght
years. lis cusiomised economics tralning programme helps diplomats
discower the answars 1o thess guesions and mons.

Understanding the FCO's needs

Diplomats of the UK Forelgn and Commonwealth OfMce (FCO) might
find themseies analysing Intemational everts, negotiating treaties or
Implementing Brittsh forelgn policy around the word. Wherever they
and up, a well-rounded knowledge of economic and poliical Issues
I= critical.

The FCO wanis o equip employees with the knowledge, capacity
and skllis to Implement UK govemmeant and EU extamal policles In a
wide varety of Intemational situations. I apgroachad LSE Enterprisa
In 2003 to design, dellver and manage a comprehensive tralning
pogramme that would cover economics and the poliical economy.
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‘This is a unkgue opportunity
to share current academac
thanking wiath people who are
active in the policy making
procaess. Dur coverage ranges
across the political economy
spectrum and can include
peodicy issues such as dimate
change, the demographic
challenge, failed state issues,
and the current financial crisis,
together with international
institutional and reform
issues — all within a single
PO,

Professor Julius Sen,
L5E Exacutive Education

Contact us to find out more:

LSE Enterprise Limited
Bth Floor, Towsr One
Houghion Sirest
London

WhC2A ZAE

Telephone: +44 ()30 7255 7128
Email: exes et 152, ac Uk

Fac +24 (Jf20 7355 7550
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Executive
Education

1S

Economics for Foreign Policy Continued

LSE Executive Education’'s solution

To design the course, LSE Execullve Egucation combined Its
In-howse expertise with that of authontles from LSE's word-
rencwnad Economics and Intemational Relations depanmenis.
Close collaboration with the FCO%s Economis Polcy and Training
gepanments ensurad that all relevant subjecis were covered and the
programme was fully cusiomised o the FCO's nesds.

The mulidsciplinary training covers micro- and mamo-economics in
a polltical context, alongside Intemational economics. The courses
are deliverad at the FCO's ofcas In Whitehal, using a full range

of teaching techniquas such as casa study analyses, saminar
discsslons, trade simulations and saif {ests.

In managing the cowrse, LSE Executive Education draws on he falent
of the enfire School. Expens from LSE's Econamics, Intemational
Relations, Accounting and Finance, and Government depariments all

take part In the dellvery of the programme. Particlpants benefit from the

LSE's latest cutting-adge ressarch and thinking, ith topkes covering
the latest Issues a5 well a6 fumdamantal prinCiples.

The seven-day level one course gives pariclpants an applied
understanding of the economic anguments behind key policy Issues.

Participants regquiring more Sconomics In thelr caresrs then undartake
the lewsl two course, 3sing three weelks. This solldifies their
professional understanding of modem econamics Issuss, glabal
Institutions and palicy making In the Intemational coniext, and enables

them to analyse In dept the poiltical Implcations of economic palicies.

L5E Execullve Education and the FCO have collaborated on this
project for elght years, with the course running up fo 24 weeks
pear year

The l2yel ong courss has been made compulzory for all
professionals joning the FCO

Ower 700 FCO fralneass have now undertaken the course

&

Forekgn &
Cormmanwealth
Offics

Participants' thoughts
2010 participants repaort that:

This course has enabled me to
better understand economic
poficy and report more
effectiwely to London’

Thanks to this courss, my
eConomic awaraness is much
heightened and my reporting
is batter’

What wall this change about
iy approach to my job?
Everything!’

The cliant’s thoughts

We have been very pleasad
wiith the high teaching
standards LSE Enterprise
continues to provida for the
FCO. Feedback from staff
continues to show a high level
of course satisfaction and
meeting of course objectives.

We have also been impressed
wiith the work the L5E
Enterprise team have done in
providing our flagship course,
Economics for Foreign Policy
One, intemnationally!

Foreign and Commomwealth
Oiffice, 2010

Question 4: The government of Taiwan is currently designing a high-level civil
service training programme for the Top 200 Group. Can you provide any suggestions based
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on your training experience?

Answer: Our approach is needs-based and design-driven, therefore before we can
make any specific suggestions we would need be aware of a number of issues. Overall, it
is always important to understand the strategic objectives of the programme — what are the
key organisational if not government-wide issues and developmental objectives this Top
200 Group programme is to achieve? How does it fit into the top-level civil service
development agenda of Taiwan? How it is to fit together with any other programmes it
may compliment or replace? From a “bottom-up” perspective, it is very important to
understand personal and professional development needs of the civil servants who will be
enrolled as participants on this programme. What are the typical career and educational
backgrounds, if any? What topical areas it is to cover and knowledge gaps to close?
Overall, a better understanding of whether this programme is to be designed to address a
specific skills deficiency, or to increase specific knowledge and broaden horizons, or to
provide behavioural change stimulation, or to create a shared understanding on a particular
issue — whether a problem or opportunity — or to provide internal networking opportunities
for senior civil servants from various parts of the Taiwan government, or to also serve as
part of reward and recognition, or sometimes a combination of all of the above, will be

very important to ensure that the programme design and delivery are a success.

Question 5: The government of Taiwan is planning overseas training for its
high-level executives next year, with an aim to hold two-week training courses and two- to
three-month study programmes for outstanding civil servants. Would the LSE be willing to
collaborate in these projects?

Answer: We would be delighted to collaborate with CSPTC and NACS. The LSE
has a wealth of knowledge and expertise in design and delivery of both short-term and
long-term customised training programmes, and we will be happy to share our knowledge
and apply our expertise to provide top-level executive education programmes to the

government of Taiwan. Additionally, the LSE has been working with the government of
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Taiwan for a number of years, including Central Personnel Administration, Ministry of
Economic Affairs, Ministry of Foreign Affairs, Taiwan Depository and Clearing
Corporation, and Taiwan Futures Exchange. We have delivered programmes both in
Taiwan and the UK, and can structure training solutions which are truly customised and

needs-based.

In the link below please find a list of our past training programmes designed and delivered

for Taiwan’s ministries and organisations:

http://www.lse.ac.uk/collections/taiwanProgramme/TrainingandExecutiveEducationProject

sinTaiwan.htm

Key Issues of Structure and Logistics

Overall, for general reference, below please find some of the key considerations for the

structure and logistics of customised training programmes.

Course methodology

Courses can be designed using a mix of lectures, seminars, interactive group exercises and
simulations, and independent study. These would be supplemented, where possible and
suitable, with external visits and meetings, especially when held in the UK or outside of

the home country.

Usually our preferred methodology is to incorporate elements of formal teaching with
highly interactive sessions and some self-study to ensure that participants get the most out
of the programme. Therefore we typically prefer that the maximum numbers of

participants in each cohort do not exceed 25 to ensure most effective learning dynamics,
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although we have successfully structured courses with 50 and over participants, and with

fewer than ten.

In terms of programme duration, much depends on other time demands the participants
may have with their regular work and service. We have delivered both highly effective and
intensive 2-day workshops and 8-week long courses, with some individual learning

programmes lasting up to two years.

Location of training programmes
Training and executive education could be organised either in London or at the home
country locations of the client; and we are also open to consider third country destinations

if there is a specific interest or request from the client.

Per our general assessment home countries would be preferable for longer courses and
London for shorter courses, to gain additional cost effectiveness and economies of scale,
although it varies on case by case basis. We typically require on-site inspections prior to

any significant new overseas deliveries.

Exclusivity

Our programmes do not necessary have to be exclusive, and we are happy to partner with
other world leading universities and training providers to design and deliver training
programmes. Understanding the client’s needs and objectives, we are happy to structure a
programme where some modules and/or components are delivered at the LSE in central

London, and some are at the client’s or the client’s partners sites.

Translation and interpretation
Unless guaranteed that participants are sufficiently fluent in English, simultaneous
interpretation would normally be required for all courses, with all materials translated
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ahead of time.

Alternatively, we can organise pre-programme English language courses so that the future

participants obtain the required level of the language proficiency and are able to attend the
LSEE programmes in English. Of course the location, duration and intensity of the English
language training has to be discussed further, based on individual profiles of the future

participants and the expectations of the programme organisers.

Course certification
Participants would receive an official certificate of completion from the LSE and LSE
Executive Education if they complete the requirements of the programme and maintain

high standards of conduct and participation.

Costing

To offer a perspective on costing guidelines, in pricing a programme much depends on the
scale, duration and intensity of it — if we need to design it once and deliver multiple
cohorts the economies of scale can be very significant. If one academic can cover an entire
theme/module over a number of days the pricing can differ enormously as opposed to
cases where multiple academic panel discussions with top experts are assembled and
individual exercises and coaching are involved. And of course the number of participants

attending it as a major variable.

Therefore programmes can vary dramatically in costing, and often we prefer our clients

identify the budget they have available for a particular training initiative so we could

suggest what can be achieved with it.
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Suggested Next Step

As much still remains to be defined, we suggest that more detailed discussions are held
between LSEE, CSPTC and NACS. More specifically, discussions will help us define the

following key parameters:

Confirmation of content themes, topics and areas
Duration and intensity of each engagement
Delivery structure and logistics of each engagement
Qualification criteria for participants

Language specifications, or limitations thereof
Academic, experts and materials requirements
Feedback and evaluation requirements

Engagement structure and contractual

Budget availability and costing for the training initiatives

Ends.
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Appendix — Additional Information

Introduction to the LSE

The London School of Economics and Political Science (LSE) is a world class centre
renowned for its concentration of research and teaching across the full range of the social,
political and economic sciences. From its foundation in 1895, the LSE has aimed to be a
laboratory of the social sciences, a place where ideas are developed, analysed, evaluated and
disseminated around the globe. In the most recent UK Government Research Assessment
Exercise held in 2008, the School's research was ranked overall second among British
universities, with a number of academic departments receiving top rankings — the LSE has
the highest percentage of world leading research of any university in the UK. The most
recent rankings by The Times newspaper in 2009, based on academic peer reviews, placed
the LSE fifth best university in the world in social sciences. The LSE has been home to 15
Nobel Prize winners and more than 34 past and present heads of state.

The LSE faculty, like its postgraduate and doctoral students, is unusually international in
composition, giving the School a unique insight into research and studies in an international
and comparative context. More than 1,000 academic and research staff work in 16
Departments, 5 Interdisciplinary Institutes, and more than 30 research centres and units,
making LSE’s strength a leading school in its respective fields.

Situated in the heart of central London, the School is surrounded by one of the most
cosmopolitan cities in the world. Only a short distance from Europe's financial, legal and
cultural centres, the LSE stands at the unique crossroads of international debate,
fundamental to our identity as an outward looking institution with an active involvement in
UK, European and world affairs. The School is proud to have the largest social sciences
library in the world.

LSE staff have extensive academic links with premier universities and research institutions

around the world. Internationally, LSE staff are involved in research projects on all six
continents, addressing real world problems in a context of rapid global change.

About LSE Enterprise

LSE Enterprise Limited (LSEE) was set up by the LSE in 1993 to enable and facilitate
commercial application of the LSE’s expertise and intellectual resources, mainly via its
Executive Education and Consulting arms. A wholly owned subsidiary of the LSE
(Company Registration Number 2657442), the company offers a professional interface
with the academic community with a comprehensive range of project management and
support capabilities. LSEE is the access point to all LSE faculty for external consulting
and development work. LSEE has a proven track record of delivering successful outcomes
on projects ranging from small scale individual consultancy assignments up to complex
major projects involving large interdisciplinary teams.
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LSE Executive Education is part of LSEE, a wholly owned subsidiary of the LSE. It
provides executive education based on the considerable expertise of LSE academics in
economics, politics and the social sciences. LSE Executive Education has a wealth of
experience in designing, delivering and managing international executive education projects
involving world-leading LSE experts.

LSE Executive Education designs executive education programmes, whether tailor-made or
open enrolment, around the specific needs of its clients and participants while always
promoting the progressive ethos of inquiry of the school. Distinct from business schools,
LSE Executive Education does not narrowly concentrate on teaching fashionable
management techniques, but works to help participants think globally and independently,
taking into account the environment in which their organisations operate, and facilitating
them in designing and choosing the necessary tools for management. Our client list includes
the UK government departments (Department of Trade and Industry, National Audit Office,
Foreign and Commonwealth Office, Office of the Deputy Prime Minister, and National
School of Government), foreign government departments and agencies (Department of
Trade and Industry of South Africa, Dubai Executive Office, Taiwan Ministry of Economic
Affairs, Agency for Civil Service Affairs of Kazakhstan, Ministry of Water and Irrigation in
Jordan, Economic Development Board of Libya, Civil Service Bureau of Hong Kong, and
High Commission of Tanzania), international and supranational organisations (the European
Union, United Nations, Commonwealth Business Council, and World Trade Organisation),
and major businesses and financial and professional service organisations (RBS, Pfizer,
Boehringer Ingelheim, BP, Citigroup, Honeywell, RUSAL, ExxonMobile, ABN AMRO,
Accenture, UBS, PWC, and Deloitte & Touche).
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National School
of Government

About the National
School of Government

The National School of Government has a simple purpose — to improve public services through high
quality, high value learning and development. This comes in all shapes and sizes such as training
courses and qualifications for individuals, tailored programmes for teams and consultancy for
organisations. We are there to help you with issues like efficiency gains and cost saving, as well as
improving skills in areas like leadership, policy and many of the key professions.

The new deal

Key to raising the bar for public services is core and collective
learning across the Civil Service. In what’s been named the
"New Deal”; Permanent Secretaries, the learning and skills
organisations of the Civil Service, heads of profession and

the wider learning and development community have come
together to agree a “Core Learning Programme” to cover
the essential areas of policy, leadership and professional
development. As the corporate learning resource for the Civil
Service, the National School is proud to have responsibility for
its design and delivery.

What we do

You may already know us for our successful training
programmes, which run at our superb facilities in Sunningdale,
in central London and inside organisations throughout the UK.
But did you know that our tailored work, consultancy, online
resources and events accounts for half of all the work we do?

Whatever you do, whatever you need, we can help through:
Training programmes - from short and sharp to in-depth
development; either come to us or we can come 10 you
Consultancy and organisation development - from specialist
practitioner advice to top class academic inputs
Research and publications — from knowledge development
activities to interactive toolkits
Events - from team awaydays to Large Group Interventions
E-learning through our Virtual School — from free learning
packages to online communities

International consultancy - from long term capacnty

building to knowledge sharing study visits

What you get from us

Work 100% contextualised to the public sector-as a
government organisation we're steeped in it

A range of products and services that cover a host of
skills and disciplines needed by public servants, with
many programmes leading to professional or academic
qualifications

Shared public service values and the strictest standards
of honesty, integrity and ethics

An organisation that is self funding - motivated by
performance not profit

Why choose the National School?

When you work with the National School you plug into new
thinking, innovative practice and experienced leadership in
government. Our insider status within central government
means we are increasingly the "go to” organisation for
advice, ideas, innovation and good guality individual and
organisational development for the public sector. This is
because that in addition to other public sector academies,
we also collaborate with some of the most prestigious
universities and business schools in the country and with some
of the most impressive academic and business brains both
here and abroad.

And remember, if you are part of the Crown, you don't need
to tender to make use of our services.
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What we do - a little more detail

Training programmes

Grouped under the following headings, you are bound to find

something to meet your needs:

i Strategic Leadership and Board level development
Management Development and Business Skills
Policy and Government, Ministers and Parliament
Professional and Specialist Development, including CPD
Personal and Career Development

All of our training programmes are quality assured and
evaluated. Many map against Professional Skills for
Government (PSG). Some lead to qualifications. All can
be tailored to your context and run at a location of your
choosing, which is often the cheapest solution as well as
potentially more carbon friendly.

We believe that the best possible outcome is for the people
we serve to return to work with ideas for improvement -
and the skills, confidence and energy to see them through.,
We support change - personal and organisational - not
abstract learning.

Consultancy and organisation development

Increasingly the National School supports departmental
development objectives through consultancy and change-
creating activities. This includes:
Bespoke change programmes
Leadership development ~ the sort that changes the culture
not just personal skills
Consultancy advice and support including assistance in
addressing priorities such as Capability Reviews, Employee
Engagement, performance measurement and cost saving
Executive, career, team and other forms of coaching

Access to a full range of tools and interventions ranging
from 360° feedback to communities of practice

Research and knowledge development

A key function of the National School is to generate new
knowledge and ideas for the benefit of central government
and public services. We tap into the best thinking on
management, organisation and governance courtesy of the
Fellows of the Sunningdale Institute (our virtual academy of
leading thinkers on these areas who offer fresh high-level
thinking and advice on the issues and challenges facing a
modern public service).

9,

INVESTOR IN PEOPLE

nationalschool.gov.uk

Events

We are responsible for high profile conferences such as the
International Women's Conference, the famous Civil Service
Live and the Challenge of Delivery: PSAs. Our cross-cutting
conferences and events are based on the key issues facing
the public sector and are designed with opportunities for
interactive discussion, networking, learning and real time
problem-solving. Our agreements with leading suppliers and
venues enables us to coordinate all aspects of large scale
events from beginning to end and we have unrivalled access
to government and international speakers.

Virtual School

Reflecting the pressures on your time, our Virtual School is a
web-based resource allowing quick and convenient learning
while at work. It's the result of pan-government collaboration
with content that includes information security, human rights,
organisation design and finance packages (many of which are
free), online community portals and other services.

International work

For almost 30 years the National School of Government has
been the first port of call for international administrations
seeking to develop their organisations and staff, in line with
the strategic priorities of the Foreign and Commonwealth
Office and the Department for International Development.
During that time we have worked with government
administrations and public sector institutions all over the world
with priorities in:

Transition countries in Central and Eastern Europe, the

Balkans and the former Soviet Union

Emerging countries in Africa, Asia and the Caribbean

Post-conflict countries such as the Afghanistan, Iraq, Sierra

Leone and the Balkans

For further information

See our website

nationalschool.gov.uk

Email Customer Services
customer.services@nationalschool.gsi.gov.uk

Call
01344 634 628, gtn 3803 4628
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National Academy of
Civil Service

Introductory meeting

11th June 2010 v

MENDAS

discover the power in people

Agenda for meeting

»

Introductions
Clarify objectives for meeting
» Mendas

h A
v

Page 3

MENDAS
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Who is Mendas?

» Mission

» Using the power of psychology to help improve
organisations and their people

» Using the understanding of human behaviour to inform our
solutions

» Select, Develop and Support
» Our way of working

» Collaboration

» Understanding need first
» Future plans

» Innovation

» Value for money Av

Page 5 MENDAS

discover the power in people

Our approach to assessment: principles

» Understanding the role and what high performance looks
like

» Seeing performance in action

» Maximising value through bespoke solution

» Putting tools together into an assessment centre

» Provision of design and delivery services

» Attending to the candidate experience

»  Applying techniques to selection and people
development

» Evaluation and validation of solutions

AV

Page 7 MENDAS
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»
»
»
»
»
»
»
»

Page 9

Microsites

Financial Reasoning Test
Situations for Graduates
Situations for Nursing
Interactive exercise

Case studies

Ability tests

Personality questionnaires
Case studies

AV

MENDAS

discover the power in people

Differences across public and private sectors

Page 11

» Cultural differences

» Attitude to risk

» Commercial sense e.g. focus on delivery, managing

performance
» Motivation
» Job security and pay

Intellectual capability

Dealing with stakeholders e.g. negotiating skills

Diversity

AY

MENDAS

97




Training

» Audience
» Content
» Relationships with universities

Page 13

MENDAS

Agree next steps

» Some options
»  Provision of more information and materials
»  Meeting to explore needs further and provide advice

Page 15

MENDAS
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ORPHEUS

QUESTION AND
ANSWER BOOKLET

CANDIDATE DETAILS

SUTEIMIE ioussssvssmasossuss iR s Equal opportunities monitoring

CRE classification Gender
FirSt NGB snmaniisinsinnme st

(] White (] Chinese L] Male
Organisation ..........c.cocevivininineeienee s D Blsdk-Carbbas D fndisn D Bariale
Job title / job applied for ..........ccoeveererierereren, [ Black-African L pokistani

[ Black-Other [] Bangladeshi
Date/of bitth s

(please specify) [] Other (please specify)
Today'sidate; s RTINS R s
®

PLEASE DO NOT TURN THE PAGE UNTIL TOLD TO DO SO

(.
© 1996 by @ The Psychological Corporation Limited, 24-28 Oval Road, London NW1 7DX. All rights reserved. No part of the publication
may be reproduced or transmitted in any form or by any means, electronic or mechanical, including photocopy or any information storage or
retrieval system, without permission from the publisher. Printed in Great Britain. ISBN 0 7491 0661 1
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Orpheus is a questionnaire for identifying the style of working for which a person is best suited

PLEASE READ ALL THESE INSTRUCTIONS CAREFULLY

The questionnaire consists of a series of 190 statements. Please look carefully at each one and then
choose the response which best represents how you see yourself. There are four possible responses to
each question. These are

STRONGLY DISAGREE (SD)
DISAGREE (D)
AGREE (A)
STRONGLY AGREE (SA)
Make your choice by circling the response which best describes you. i.e. SD D @ SA

If you are already in either full-time or part-time employment, complete the questionnaire with respect to
your current job. If you are unemployed, please complete the questionnaire with respect to your most
recent job. If you have never worked, please complete the questionnaire with respect o your work at
school or at college.

Here are some points to bear in mind when answering.

1. Answer all the questions — if you feel unsure, mark the response that comes closest to how you feel.

2. Only mark one of the possible responses. If you make a mistake, simply cross out your wrong reply
and circle the right one.

3. Don't spend too long on each question. Initial impressions and spontaneous answers are best.

4. Answer the questions as frankly as possible. Distorting your replies may give a false impression of
what you are like. Also the questionnaire has built-in honesty checks.

5. The questionnaire assesses personality rather than knowledge - there are no right or wrong answers.

Now please answer all the questions which follow.

Remember: SD = Strongly Disagree, D = Disagree, A = Agree, SA = Strongly Agree

I prefer to give matters weighty consideration before making up my mind

o

I would quickly become bored if I was given a long and tedious job to do

I enjoy talking to my friends about WOrk........c.coecviininiiiiiiiii

......................

Sometimes I think things I would never ever talk about

I would much prefer to work by myself and be my own boss

In a team I have a special ability to make detached and unemotional judgements............

[ find that my day-to-day work performance varies with my mood

I sometimes wish I was more able to speak my mind

© P N v R W

I always feel more at ease when surrounded by people........ocooviiiiiiiiiiiiii

A person’s success at work is Best judged by their ability to increase profits...........cc.e...

,...
e

NOW PLEASE CONTINUE WITH THE QUESTIONS ON THE NEXT PAGE
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Remember: SD = Strongly Disagree, D = Disagree, A = Agree, SA = Strongly Agree

1.
12
13.
14,
15.
16.
17,
18.
19.
- 20.
.
99,
23.
24,
25.
26.
97,
28.
29,
30.
31,

5

3.

34,
35.
36.
37.
38.
39.
40,

I must have plenty of time to concentrate before making a complex decision ..................
I 'am not manipulative in my dealings with other people.................. O
Changing the way we do things usually makes matters WOrse ...........ccccocveerrerereenneneenns
Once some people’s minds are made up there’s no point in trying to influence them
Some issues are more properly dealt with when formal procedures are by-passed ..........
There are times when it’s not sensible to tell the truth ........c...ccoveecinuisiieseiesienienssiesens '
I sometimes tend to over-react when people are aggressive towards mMe ..........ccccovvveveennns

I find routine administration boring and prefer to leave it to others ...........ccccceccvieiiiiienes
On some occasions I find it difficult to concentrate properly on what I am doing ............ '
I am particularly skilled at asking penetrating qUEStiONS...........occcvuiriiiinininiieirnisiinninns

I occasionally find it difficult to stand up t0 MY SENIOTS ......ccevrerveerrerieririireraeeeerieeseeaens|
I ém sopacthing of a'sticklérfor detail viiciibiimmamaisiuinian diis aaante hikiis s i
I am very much a traditionalist........ oSOt AR s
I sometimes feel that my contribution to a task has not been fully appreciated
There’s nothing quite so enjoyable as working alongside others in a shared project ........ R
Shrewdness is essential in getting people to do What you Want .........ccceeecerieeereresienenendl
Secret societies and organisations have no real power or influence on our lives ..............
A company’s top priority should be the welfare of its SlE ek G
I hate being forced to cut corners to get a job completed on time ..........ccocvveevererivesieienns
If someone accidentally gave me too much change I would always tell them ...............

I will always speak my MiNd ........c.coceveierinienenenrirnine e ee e e steseeresaesaens

D
D
D
D
D
D
D
D
D
D
D
D
D
D
D
D
D
D
f_'-D.

I never have any doubts about my decision-making ability ...........cccccevverinirveiininienennend
When things become stressful in my work I have difficulty sleeping at night ...............
Once I have made a decision I prefer to let others implement it............cccoeceeviiveiienenne.
I am not very good at praising others for a job well done..........c.ccccoevvierrereenicnnennn
I am often somewhat more restless than I should be...........cccoveiveririinivniieicicsinenenens
I am-very much:a part-of my local community wommmamsonssmmnasssss
| gene:glly dislike it when people do not bother to dress smartly ...........ccooeeiiviiiinienns
I sometimes get hot under the collar when people act in an unhelpful manner .............

The quality of\‘ny work would improve if [ was left to my own devices...........cccevee

/

o e B e e e R e Ll e e L e RS
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Remember: SD = Strongly Disagree, D = Disagree, A = Agree, SA = Strongly Agree

41.
42.
43.
44,
45.
46.
47.
48.
49.
50.
S1,
52.
53.
54.
55.
56.
57.
58.
59,
60.
61.
62.
63.
64.
65.
66.
67.
68.
69.
70.

[ don’t care if some people think [ am pushy as long as I get things done ..............c........
Everybody should be able to live comfortably without having to strive for promotion ....
Most of my best ideas come from my own special infuitions ..........cccovvvrveeiiininiiinieinannns
Tt alWays:pays:to tell the TIuth s s S ri st L st v i NS f T s P i doR v oA
Many people are so naive that it’s very easy to manipulate them.............coevviiiiininnnn,
There have been days when I have been so agitated I have done no work at all ..............
[ am very much more proficient than most people at being able to think logically ..........
It’s unreasonable of an employer to expect their staff to work well all the time ..............
[ find it difficult to understand why some people are so against administrative work ......
When things are going wrong I am delighted if other people can fix them for me ..........
Once a deadline has been set for a task it’s always essential to sStick t0 it ......ccccocvvrvinnene
Litend t@ feel- uncomfortable if I go-against the Tules. - diatmaifaiaiainini ey
When I feel angry with someone I almost always try not to let it Show .......ccccoevveieiinnnne.
I put the interests of my friends above those of my job .......cccccvviniiiiiinniniin,
1-hind clefical work: somiewhat TEIOUS wusmsmsmismsmmms s s s

I would prefer to keep my social life very separate from my work ...........cccocovniniinnnnn,

I have sometimes lost my temper with my colleagues ...
In judging people ‘gut feeling’ is always more important than facts .............ccoceoeieenn
I much prefer to do everything myself rather than to spend time showing others ............
In the work I do I am certainly not operating at my full potential .............ccceviiiniiinninn, |
People:are usually honest wWith M8 .commmsmssinmmssnmmmssmmsassmasommmosissy
It’s foolish to make on-the-spot decisions as answers will emerge in their own time ...... ;
I am the sort of person who can easily be the life of a party........ccovvniiiniiiiiininns s
For new ideas I strongly believe that intuition is much more important than reason ........ ;
I would have no hesitation about changing my job if it would help my career ................ ;
In conversation I rarely consider my words beforehand ...,
[ suppose some people might consider me to be a bit of an intellectual ..................c......... J
[ fievendo anytiing Without 8 g00d TEaSON vt sl sibatinisntsinomta o st caioistsastsa

I can sometimes be at a loss for words when I meet people for the first time. .................. |

I find it much easier to work when there are clear rules to guide me ..........cccceeiiiiiiiiiinns

NOW PLEASE CONTINUE WITH THE QUESTIONS ON THE NEXT PAGE
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Remember: SD = Strongly Disagree, D = Disagree, A = Agree, SA = Strongly Agree

71. My work is more important to me than almost anything elSe ..............ccocvvevieriveririvnennne. S 4
72. 1 am very patient with people even when I know they are wasting my time .................... SD T

73. It’s often necessary to break the rules in order to get things done .............cccooevvveveriennnne. SD D A SA
74. 1 sometimes resent having to help people whose problems are of their own making........ SD |
75. T avidly read newspaper articles or magazines concerning my type of work .................... '

76. So long as I can do my job I am happy leaving the necessary arrangements to others ...

77. 1 sometimes need to make a special effort in order to assert my presence ........................ SE :

78. I am particularly effective at persuading others to do as I would like ...........ccccovevennnnn, SD

79, [ prefer to deal with the wider implications of a project rather than the details ................

80. The happiness of employees is always more important than company profit....................

81.. When people provoke me I can sometimes get angry with them ...........cccoeeeveviiirierennen,

82. My best work is done when I am given a completely free hand to do as I wish ..............

83. When at work it’s unwise to be too sensitive about hurting people’s feelings .................. .

84. People tend to see me as being too much of a perfectionist ..........ccovevriecceveieiesieeecnnne,

85. I particularly enjoy working with my hands ..........cccoevririiiiiciiiiiiceeeeeeee e

86. I have a reputation for being good at checking detail carefully .............ccccoevevivviriiriivnnns

87. It’s a serious mistake to make decisions without allowing enough time for reflection......

88. I find no difficulty whatsoever in getting people to take notice of Mme ..........ccccevvivernennne

89, Lam sometimes ruthless in orderto sueceed imnmmmmmrmnmmnearse s

90. I like working in a hectic atmosphere

91. If left to themselves things usually turn out for the better............oovviverevirvereeriereeienne, |

92. People have sometimes told me that I am not forceful enough...........ccccocvviirivriiiieriinnnnen.

93  I often feel anxious that I might have made a wrong deciSion ..........ccccoceevvvvivrrviverennnnn. |

94, I sometinies need fo be wary Of Ty COlCAgIEs 4 itk i ivsivas iumtuaibisin sotbis s itosssiian

95. Being punctual is the [ gL G R T S A —

96. In all honesty I would have to admit that I am often a bit boSSY .........ccccevvvvvviviveciiiennne,

97. Thave a well deserved reputation foriidiness: ..usswmmunwsnmmsmamunusmspns s

98. I generally prefer to work on details and leave the broader strategy to others ..................

99, Ldlwaysiasll the MU cmsvmmmssimsmmans i aaaasss ittt ensensssaansas

100. My friends know me to be very steady and reliable ..............ccocvererieirieereirennsisrsisnninens

NOW PLEASE CONTINUE WITH THE QUESTIONS ON THE NEXT PAGE
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Remember: SD = Strongly Disagree, D = Disagree, A = Agree, SA = Strongly Agree

131,
132.
133,
134,
135.
136,
137,
138.
139,

: i4(_).

41,

142.

143.

144.

145.
146.
147.
148.
149.
150.
151.

'15_2.

153,
154.
155.
156.
157.
158.
159.
160.

Some people probably say that Lam OVerassertiVe . wsmsmsmsssasssassmmaynsanms s
I find it difficult to appear enthusiastic when I am feeling discouraged ...........cccccoeevnnne.
The key to success is to stick to plan and not be distracted by “fly by night” schemes ....
I get anxious when I have to meet tight deadlines.................. I R SR 4
All of my time at work belongs to my emplOYer.........cccvvveiiviiieriiiiniicicee e
People who are aggressive in the workplace are more trouble than they are worth .........,

] have NeVer DEEN AISHOMNESE ....ccoivveiiiiieeieeeeeriieeeeeeesesierreeeeereeeeeeesessessserrnreeessssessinnnnsseeees

When anyone has a problem I can always sense intuitively that something is wrong ......
I dislike working in a hectic atmosphere ..........cccoccoueriene. e R e
[ produce my best results when I work in collaboration with others............ccoccceeveciiinnnn,
I would sometimes prefer being at work to _bein'g'at home
Most of my best ideas come from my particular skill at seeing things logically ..............
Most people are unfortunately too Stupid to realise which things in life are important
I like thethrill of taking rigks.cssmmmmmmusmsmmvnmmmsmssmrssmmsmessssssmmin
I would never advise leaving an important job to a subordinate .............ccccoceceiiiiiinicnnis
If T am unhappy in my work I just don’t seem to be able to get things done .................... ;
It’s an employer’s duty to make my WOrk intereSting ...........csurerireuereirinereuersesereriuorssenesens SD
I go out of my way to try to make up after an 'argument ................................................
Making a good first impression is sometimes more important than being truthful........
If a promotion meant losing all my friends [ would turn it dOWn .....c.ccooveviiviiiiniinnnnn
I am sometimes quite happy to leave important decisions to Others ............ccceecviviinens
A too practical approach constrains the breadth of vision necessary for good planning
I am always very calm and collected i iatinii i i ntas i i it ot
A boss should never assign work without first attempting to gain staff support................
I can only perform at my best when a task has been clearly defined ...
['am very good at keeping my thoughts and feelings to myself ..........ccoccoviviiiiiinivnnnee

I always take a very optimistic view of my chances of success at work.............cccceueencnes :

C e I e B R R e B SR i e B R p L T
c i e e SRS e S b e S i NS R SRR SO, S S Rl N L R

NOW PLEASE CONTINUE WITH THE QUESTIONS ON THE NEXT PAGE
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Remember: SD = Strongly Disagree, D = Disagree, A = Agree, SA = Strongly Agree

161.
162.
163.
164.
165.
166.
167.
168.
169.
170.
17
172.
173.
174.
175,
176,
177.
178.
179.
180.
181.
182.
183.
184.
185.
186.
187.
188.
189.
190.

: Ihavenew’/erever had any problems with people who have supervised my Work ...........| -

B

In important matters people eventually come round to my way of thinking..................... S
Myb work can sometimes be uncomfortably stressful...........oooiiiiiiiiiii B ] 3
I feally dislike losing aba game nmmsisassumsammmosimmessmsscmasssossmesmeosmsminnd
I hate being the focus of attention ................cccooeeeee SABTe i et B
There is a lot of truth in the saying “If anything can go wrong it probably will”............. D
I have a special ability to summarise complicated issues in a few concise sentences ......
1 ain Soiietiftes 0o rash ih making JeciBIONS wrsmmrimrs s R s asa S :
Iﬁnd it irritating when there’s too much change in my working environment................. S
I am sure that everyone I know thinks of me as a cool and rational decision maker ........ »
1 will always take extra time to do a job well even when it's relatively unimportant........| 5
Like most people I sometimes blame my mistakes on Others ..........ccocovivviiiiiiininiinnns f
‘It,’s wrong to judge a person’s work by its effect on an organisation’s profit ..................
As far as my work is concerned my reputation is my most important asset...................... i
Ioften make a point of _leaving myself open to being swayed by other people’s ideas ... -

A new idea is of no particular interest until its practical implications are spelled out ...... :

L'and sometinies & little too intolerant of TOUMNE .snimsnimmmmminsiismasmsmmio :
Ihave n'6 problem in twisting the truth when it’s really NECESSary ...........cooooviviisnniiiniinsf :
There always seems to be at least one difficult person within every team ..............ocoeuene SD
Igenerally dislike the type of person who makes a successful door-to-door salesperson j.fS‘D :

If I felt I was not appreciated at work I would immediately look for another job ............ SD

i ein. oo oo O oo ceo Ui TagLuggae o e |
e R e e

1 am always questioning others about the reasoning behind their suggestions ................| - :
When you get down to it most things which affect us are not under our own control ...... 134
I expect some pebple think I am 00 “laid back”........cccccvevvviniincivciiniicininiiecfi
LAt nEver O1Scourased By TailUre i ssummsmmsmmss i e s
It’s always foolish to judge someone by the way they dress ...........ccoovvviviinriiviinsciiinnnins
I like to keep in day-to-day touch with all the GOSSIP .....ccoevvrviiiinieiiiiiiiiiiies
I usually find it easy to enthuse others with my ideas ...
I am sometimes a little too prone to exaggerate my own faults .........ccccoovvieniiininn

I enjoy keeping a large number of tasks on the go at the same time............ccococcnvnnn.

THIS IS THE END OF THE QUESTIONNAIRE
PLEASE CHECK THAT YOU HAVE ANSWERED ALL THE QUESTIONS
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