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SR FRRC B N L ﬁi;f] £ (Metropolitan
Transportation Authority)z Dr. Chu # Caltrans 2
¥k Fx A Mr. Hsu e

K= F R R AT SR

l. For government employees who are required to be
trained, how long are the different training programs?
What are the learning objectives for each program?

2. What are the curriculums to train different levels
of government employees? (such as entry level, senior
level and executive level)

3. What are the learning deliveries to help employee
obtain the knowledge, skills and abilities needed to
achieve their career goals? (e.g. classroom,
e-learning , social learning, and team-based project
learning)

4. What 1s the performance assessment to measure and
determine whether the trainees pass the training
program?

5. Do you partner with local universities or consul tancy
companies to provide learning programs?

6. What does training organization chart look 1ike? How
many staff in this organization?

. R 2 > RN LY 25 0, 2
T it Y BRE P E 2 T RCE
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COUNTY

Cio

EPIFANIO PEINADO

THERESA TRAN

PAMELA MISSETT

Los Angeles
County

DAROLYN JENSEN MURTAZA MASOOD

MICHAEL LYND

ANN HAVENS

ELIZA CARRILLO

CARLA WILLIAMS

PAUL CANNING

Human Resource

YOUR CAREER STARTS HERE.

ORGANIZATIONAL
CHART

WANDA HAZEL

JEFF TEND

MARISA LOPEZ

B— EEBEATRREESE

http://hr.lacounty.gov/our-organization/#department_organizational_chart
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University, LACU)
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PR eE
10%

HRAEEE
15%
& HEEE

FEEAEE
15%

Al xEg2s e BigHE = (nodule) :

1. % 13 &322 (nandatory training)

3

g ALFTIE A B g A % (orientation) ~ 47 F e

2

PATE o

NN
N

2. 2 BRI asd (career pathways)

P ERL S FITED G FE 2 Ak IF

—_—

TR
3. % = g2 (knowledge cultivation)

fdp- BB A E L (FpH G EiomE o
4. A 322" (leadership development)
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" 3 F I AR ¥ F (executives) ~ ¢ X F
(managers) » %fr.'rﬁfﬁ‘l%-i # (new supervisors) > %
7 A %;iﬁ (emerging leaders)se 2 o

BT E A 2 ATA F e RS Bl

AATAEHFB S Kk AidArT

(- )¢ =% B * % (Management Development Program, MDP)

AARSIEC AR 1 4 B AT - B F LR S
(Management Development Program, MDP) » H p e dk

A EIE 2 A F i B  BE L3R P A

ol BIFABRE e RTINS FTRAZ R B
FRZ2IPE R AR - £33 % o MDP egdzd 2
FihhaNERE I L EEE R KRRk B7%
e 00 BRYIF HEFRE 0L 125 -2t g

WHEE S R HE BB RE A T A

3. #£#H A 1 & » (engagement) £ = #
4. Kg gL
5. ¥



RN RN 79 s N e
LA EREZ B Y g (learning mindset)

K% B 1% E (coaching and developing)

F-BHERY TR Y 3607 R HATE

BB o 3 d B w g (coach) kAT B A g B

)‘Lé

|(development plan) °

(z ) %1 g% K> &k (New Supervisors Development

Program, NDSP)
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(D).

(2).
(3).
(4).

LA RE - BAYSBAEY YR EBEY

B %E o HR AT A F o H 3 R
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HFr 5 ERAK G EFERSRAE T HEPEH
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Pent i i i r&ﬁm?{‘ "" o
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5 @ #iz3A %3¢ (your transition to
rvisor)

B¥ 3§ e i i% 2 (supervision essentials)
¥ Fck /i % (county orientation)

i %1% = (relationship building)

#$5 EEF (finding a mentor)



2.% - B & ¥ %% d s 4 JE B~ ¥ 2 (getting results
through others)
(1). 2%z f¥(planning work)
(2). &% £ (delegating)
(3). % % ¢ ®(project management)

(4). H ¥ % w4 (coaching and feedback)

3. % = B &2 ¥  E i & %5 » ¢ L (communication and
performance management)
(1. 2 " ¥ ¥ 4 3 » E i (effective
workplace—-communication)
(2). FEp s Fo¥iE(difficult conversations)

(3). % »zg = (performance management)

4. 5w B & H  MaEaEE s L 245 (key laws,
policies, and procedures)
(1). R4EeE =(key laws)
(2). M&Eatrcfrre ik (key county policies)
(3). M etz i (key procedures)
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5. I B AW ¢ *# I ¢ oh1 B (tools for success as
a supervisors)
(1). &4 ¢ (stress management)
(2). PF ¢ 2 (time management)
(3). B A gy B3 (your development plan)

(4). H i ¥ ik(additional resourses)

Bl
=

BEEA R REENT SN E,

(1). 2 34k5 ¥ ( videos) »

(2). ¥Ff#(mentoring) »

(3). %% (online learning) -

(4). T A & 2% ¥ Pl (real-time surveys and
quizzes) »

(5). % g% # # (gamification, exercises, and
simulations)

(6). # 2%+ (supplemental readings) e
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%~ 4e M 23 Je(Caltrans) £ # Tk A
- ~ AR 955:_%{

Caltrans § 7 4c ¥ 50000 & r? e 222 B 3¢ 2> 2 39
g 8 AT 400 B 2 v B4 -

H e s F (vision) 3 * 5 - B 1 ¥ 2%k 5 ¥ o

(performance-driven) » &% P 2 § 7 & (accountable) fie

-

RERAR -~ FRE & IEpE - DEERE - IFT2 W

Fp & T2 37 P o H T 3 (mission) H#H & - B % >
(safe) ~ X ¥ (sustainable) ~ # %2 (integrated) > % % %
F (efficient) eni&@ ﬁg?] KECRREVEP: S S Rl
(economy) £ # & t+ (livability) - H & 5 i & (values) #
B rr(integrity) ~ "k #% (commitment) ~ B f§ & ¥ (teamwork)
% £1#7(innovation) » =X % &4 % 7 Caltrans % - %

(DistrictT) & i@ s L sk o Caltrans s 3 Rl4e ] =

A
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(=)~ #TiEE%¥ 4 ¢ (supervisor) 4~ E 3"

b EAF 6B R o LR A 80 | PRI -
(=)~ ¥ I g 24 (manager) i 4 332"

Hide? PEE LA 4 s £ B 1T 5 B

4, BrpEz B H
(=)~ % FE4 ¥ 4 (leader) shis 3
B FeAE % 4 ohT B Y (five practices):
1. 312 &
3. PRALS
4., Bgi¢ F B
5. BB IR
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2. 2R E gy (Bdrig s b id B E
PRI2)

3. B ¥z 2% ¥ £ H <2 &M+ (on-line

training)

T~ AR § B & (LACHTA)

e P2 Al ] ﬁ%l (Los Angeles County Metropolitan
Transportation Authority > LACMTA) &_4c W F % &8
ARG EE VAR S R E R E T 1993 £ &
Boa oz oo RUBMGEEE L | R USTE g e &
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o

fﬁl
—l\

-16 -



b a o b g $odaagart

(4
10J0 Wb 1955y 12010 sweiboig
® Kiojes “ysi JoIyo SRy N JoID A0 HONGIOMIIOND
asep|iy 6219 Kna ueg HBYISIBNHSOT
I [ |
awabeuepy Bt I uoneaouu|
1955y % K1ojes “siy 033 % SO D Kieuipioenx3 jo 2040
[ I |
1RO 1201J0 Wawabeuep 190
suonesado Joyd weiboid pPIYd _mw_%n_u muc_cwm_h m_m_:o ‘_wwu_l_.__M;oE_ o‘w_m:o ._mu_cnmv:_,m_u..__m__._ﬂ_mu a0 suonedIuNWWo) PIyd
1aybejeo sawer axJe|D NIy WO L PIEMP3 BAEQ Y 1IN Se|iuo] enajned
| I | I I |
SROINIBS
suonesdo wawabeueyy weiboid | fuswdojpnag B buiuued KBojoutpe, uoneusoju) 19bpng % 9oueuIy SUONEIIUNWIWOD
T T T T T T
12J0 Wwawabeuepy uononpay uonsabuon 19J0 UBWADIOMT MET] 122130 Wwawdojanag o
10B1UOD/IOPUBA JOIYD JO21J0 dANNDDXT » Qunoas shs ja1Iyd ® [eudeD uewny Jayo s ﬁ %bmp__._n_v
eJIAY eIqaQ Uiy peziyeys suibBip xa)y uosIal9d duueo[ pens3 euelq
I | I | I
wawabeuep BWADI0JUT M wawdojpaag EERIIVELS
19BAUOD / JOPUIA Uopanpay uonsabuod R Aunodas swaisks ® |enden uewny 1pny Juawabeuepy
L 1 1 1 J
030 fAindeg beowo Aaljod JeIyo)
suibbip aiueydars sosenbiH eq|3
L —
12010 9ANNDBXT JOIYD |e10URS) Jojoadsu| >,czm.w.“uwm_mm< Kieya1095 pieog
uoibuiysem v dijiud UBLLIOD) UdIRY 1988 "W $9) _,m__ 5 uosyoe[ 3PYIIN
. [ [ J
$10199.iI7 JO pJeog ONd

Heyn uoneziuebiQ o8N

-17 -



B
%
g
e

FAR D b o 2 B H = £ Byt E RO K
F ﬁia?]f% ¢ (America Public Transportation Association,
APTA) & iF - £ B oo & @ﬁi%l]‘%g Al 11 % E (workforce
development) = o % &7 T £ & 3 v (kAR

- ~ B PE4g i (senior leadership) s 3

=~ ¢ FFF 2 (manager) £ 1 ¢ (supervisor) g5 3

i

v FTiR % * # % " (emerging professionals)

=~ % - ME 18I (frontline training)

X

- MFPEYER I L
NPT BERD 2 AR 0 T S APTA 1 TFg B 2 et

http://www. apta. com/resources/workforce/Pages/System-Map. aspx °

&
j

]

At g > SEVRIEVERZE T ALY
(Design Thinking)=3e 33 38 o H £ 8EA A 1L A PeE R
(human needs) = = » * [ 32 . (empathy) 2 B 2% < i

(open-mind)EE A HAHF R > T3 D A3 % 0 d 1 fR

;IS—FF %\ Jf#(pl”Oblem frame)‘kﬂ' v 7 %“h I—%ﬁ ﬁ TE. ] o ‘1/{?52‘/{%:_/{@
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LEVR X 1= | X
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Py Ae 5 s> st (Multimodal Methods) @ @ 4%
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B ATERELFRVOLAR
LI RN R}
(supervisor) ~ ¥ i 2L (manager) * & i 4 %
(leader)* B P&z A %%3"'03‘}%%} G- e E

Bl R ATEEE A ¥ (new supervisor) g ! .

[E%’ =R ] IS EEE [ = PE A ]

I~ FREFAVRIIR
ERIHES 5 0 By 87 (mentoring) # R
(coaching)z. 4B - EFEEL ABAFE > 5 » HREFL
EEFIEZG cFFLT I EL L KA K AL

BRI ERAE S 9 o3 F L BdoT 4 4m

frrRL L34
Mentoring(3 ¢+ ) Coaching(F #0)
M % ¥ (relationship oriented) | %% » (task oriented)
£ ¥ (long term) 2 (short term)
B L E (development) 1 4 % (performance)
# EEH, (advice) 313 p ANFE 4L (self-discovery)

i ¥% (advisor) 51 %% (facilitator)
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F(human needs) & * > * f2@.< (empathy) 2 B 3%
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(open-mind):EF R item 38 » T3 NAIRT> K 0 d 33

-

PIGEF R A2 H (problem frame)dF 2 2 #13=H B &,
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partment of Transportation
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B o M 2 3

Ubo M S A B
) = BAREZ B E
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LA
Los Angeles

County University

LEARNING REIMAGINED.



g009
矩形

g009
矩形

g009
矩形

g009
醒目提示

g009
文字方塊
附錄二



g009
醒目提示

g009
醒目提示


L§A Los Angeles

9] County University

REIMAGINED

2018 2019 2020 2021

Q1 Q2 | Q3 | Q4 | Q1 | Q2 | @3 | @4 | Q1 | @2 | @3 | @4 | Q1

ELDP

MDP

NSDP

ELWETTRTaTe{TalolE 7 ¥ ™ | : * L '
SEEp P TR RS S e L = Ul

ELP

DIAlogue Series Events

Career PathFinder Events

Skill Building Workshops

Mentoring Programs

Mandated Training

Succession Planning

Individual Development Sessions

360 Feedback Sessions

Career Consultations

Interview Training

Resume Consultations

Implicit Bias and Cultural Competency Training

Disaster Worker Training

Telework Training

e T o

Team Building Events

Note: Proposed delivery subject to resource availability (Space, Staff and Funding)



Board of Supervisors
& Chief Executive
Office

focus on Employee
Development and Succession
Planning

in the 2016-2021

Los Angeles County Strategic
Plan

County University

Develop Staff Through High Quality Multi-
Disciplinary Approaches to Training:
Implement training models that envision
learning and professional growth occurring over
time that includes relevant departments,
academia, labor, and other stakeholders.

Develop Effective Manager-Leaders:

Recruit, train and equip County executives and
managers with the technical, problem solving,
and relationship skills characteristic of
professional and effective leaders.

Succession Planning:

Implement an executive development plan
designed to equip executive level staff to assume
leadership of a department.



* Be a National Leader in Workforce Diversity,

DHR Executives Inclusion and Acceptance:
focus on Employee We increase outreach efforts to attract, develop
Development in our 2017- and retain diverse populations and heighten the
2021 cultural competencies of County leadership and
Departmental
workforce.

Strategic Plan ;
* Foster Workforce Development at Every Level:

We increase employees’ job skills and service
delivery through high quality, multi-disciplinary
training, career development, and succession
planning

* Create a Workplace of the Future:
We design a workplace that supports digital
initiatives, maximizes the use of space resources,
encourages collaboration and improves
workforce health

County University



LACU is built on a

powerful foundation,
the Leadership Development
Institute (LDI);

it is time to bring this
framework to the next level
by dedicating both virtual
and physical space to expand
our culture of learning
through the latest technology
and new curriculum
enhancement tools

County University

Learning Center:
Classroom space, conference space, breakout
rooms, role play studio, learning amphitheatre

Teaching Center:

Curriculum development tools, eLearning studio,
technology to enable broadcast of streaming
original content and video to County employees
dynamically to the desktop through our LMS

Collaboration Center:

Coaching space, feedback space, mentoring
space, meeting space, cross-departmental
project development space




Learning
technologies for the
workforce of the
future

Collaboration centers

County University

$75,000 (estimated annual technology cost):

e Technology-enhanced learner engagement

» Telepresence option (in-person collaboration and
training via video technology) |

* Synchronous distance learning (e.g., webinars)

* Learning content production site Satellite learning

e Estimated annual incremental technology cost
(software, subscriptions, etc.)

$120,000 (estimated annual rental cost):
e Curriculum development focus groups
* Mentor meeting engagement
* Leadership assessments and coaching sessions
e Education-based discipline
 Team building activity space



LACU Learning

County University

Center

With the development of Los Angeles County University and
the expansion of the Leadership Development Institute, the
time has come for DHR and Workforce and Employee
Development to establish a physical training space that will
function as a learning center for the delivery of:

* LACU programs A Y
* Smaller DIAlogue events |
* Leadership assessments

* Coaching

* Mentoring

* Instructor-led workshops

 Webinars

* Special events



LACU Learning

County University

Center

In addition to providing a dedicated training facility for DHR-
WED we will:

 Remove DHR’s current dependency on other
departments for training space

* Create scheduling efficiencies

* Reduce potential for workforce injuries, and \_

* Potentially reduce mileage reimbursement
expenses for WED field trainers



The County’s new employee university aims to
elevate understanding, awaken innovation, and
build employees’ capacity to achieve career success.

40% 20% 15% 15% 10%
L)
Online Partner Informal County Vendor
eLearning Programs Learning Classroom Workshops

County University




Los Angeles
County University
(LACU)

is @ new workforce
development framework
to meet the County’s
evolving operational
needs and enable all
County employees to
pursue their career goals.

County University

Mandatory Training

New Hire Orientation, Onboarding,
Policy, and other required training

Career Pathways

Career Planning, Resumes, Interviewing,

and future workforce readiness

Knowledge Cultivation

Technology, Communication,
and Job- Specn‘lc Knowledge

R B}
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Leadership Development Institute (LDI)
Program Progression

Executive
Leadership
Development
Program
Management  (ELDP)
Development
Program

(MDP)
Supervisor
Development
Program

(NSDP)

Emerging

Leaders
é Program
(ELP)

Pipeline
Programs

(Mandatory
Training & Skill
Development)

County University



Leadership &
Management
Development

* Executive Leadership Development Program - Executive competency building
course for mid-level and senior-level managers who are aspiring to executive-level positions

* Management Development Program - Applied course for first-level managers \
and high-level supervisors to build management competencies, County IQ, and
Countywide networking opportunities

* New Supervisor Development Program - Survey course for new supervisors to
support successful transitions to a supervisory role

* Emerging Leader Program - Exploratory course for non-supervisors to determine
if a supervisory role is the right path

County University



e~ | Knowledge Cultivation
Q Technology, Communication,
and Job-Specific Knowledge

* New Employee Orientation
* Customer Service

* Project Management

* Communication
 Employment Law

* Domestic Violence

: County University

Skill Building Workshops (2017-2018)

Supervisor Essentials
Selection Interviewing
Coaching

Team Building
Performance Evaluations
Employee Discipline

Workforce
Training &
Development




O Mandatory Training Workforce
New Hire Orientation, Onboarding, .t
o Policy, and other required training -g.almlng & i
eveiopme

EEO/Diversity Workshops and Events (2017-2018)

ADA: Employment Guidelines for the Reasonable Accommodation Process

Diversity: Skills for the 21st Century Workforce

Employment Discrimination Prevention for Managers and Supervisors

Transgender Awareness Ay
DIAlogue Signature Series events |
Implicit Bias/Cultural Competency Awareness (and future trainings)

Compliance Training Online (2017-2018)
Sexual Harassment Prevention Training

Fair Labor Standards Act (FLSA) for Managers
County Policy of Equity (CPOE)

EEO Challenge (EDPT equivalent)

County University



Career Pathways MODULE

Career Planning, Resumes, Interviewing, B Workforce

and future workforce readiness Training &
Development

- Career Planning Guide and Tutorial — Career planning overview with tools (arriving
2018)

- Career PathFinder - Online, interactive career planning tool (arriving 2018) \

- Job Search Guide and Tutorial — Step-by-step guide and LMS training on County job
search (available online)

« Resume Guide and Tutorial — Comprehensive guide and LMS training on crafting
effective resumes (available online)

County University



V‘k\ / - Countywide Succession Planning Program

What

Who

How

When

County University

A comprehensive program that enables the County to proactively address leadership
turnover by forecasting retirements, identifying vulnerabilities, and providing
resources to assist in developing the County’s leaders

Management Appraisal and Performance Plan (MAPP) participants®* — the County’s
leadership bench of employees holding our top 1,200 positions, approximately \,

Five-Phase Model for leadership development that is adaptable for implementations
at various levels (County, department, and individual) — built on the philosophy of

strengthening all MAPP employees by offering each of them unique developmental
opportunities

ImplementEd on an 18-month CyCIe * The needs of non-MAPP employees are A
addressed in the Workforce Planning Program gg




}\\ 5-Phase Leadership Development Model

Countywide Succession Planning Program

@
£ ' ; 00

m m -ﬁll‘!l T

IDENTIFY NEEDS COMMUNICATE PLAN ASSESS OUTCOMES

Assess Understand the Collaborate and Execute the plans  Evaluate the
employees’ results of the obtain buy-in on to enhance effectiveness of
preparedness assessment(s) and the development competencies the plans, and
to promote to select strategiesto plans - convey the and build work share successes
next higher- close competency  value of a culture experience and lessons
level positions development gaps of learning portfolios learned

County Unlver5|ty




CAREER
PATHFINDER

An online, interactive
career planning tool that
enables current and
prospective employees to
explore actual career
movements at the County
and build an individualized
career plan

County University

| like to know
where | am
going, and |
want to
plan out
my next five

career moves.

Where do
| start?

MATT
Intern

| applied for
Staff Analyst,
but I don’t
know much
about the
County. What
positions do
Staff Analysts

typically
promote to?

BARBARA
External Applicant

| think | want to

become a
Staff

Assistant. Has
anyone holding

my position
done that
before and, if
so, what path
did they take?

JOSEPH
Typist Clerk

| want to be
an IT Manager
at some point
in my career.
What are the
different paths
to get there?
What's the
shortest path?

PARKER
[T Technician

How many
positions do
most people
hold before
they become

Chief

Electrician

Supervisors?

DYLAN

Electrician Apprentice



Los Angeles County v

Human Resources

*CouAnty University



| | Los Angeles County
tounty o1 l'os ANJEILs | l)“|h,ziz‘||1=:‘i'|( () UmaniResourees g DEPARTIENT OF

Human:Resources
New Supervisor Development Program '

Program Description

The New Supervisor Development Program (NDSP) is an instructor-led, five week program (one class day per week) designed for
County employees serving in their first year in a supervisory role. The program covers a range of crucial topics and provides
participants with key insights, evidence-based practices, and applied tools needed to succeed as a supervisor. Participants also
receive County-focused orientation, training, and resources to help them successfully navigate the County in a leadership role.

Topics Covered

Your Transition Getting Results Key Laws, Policies, Tools for Success as
to Supervisor Through Others and Procedures a Supervisor
» Supervision » Planning Work gl ol » Key Laws » Stress Management
Essentials » Delegating > Effective Workplace » Key County » Time Management
» County Orientation » Project Management Communication Policies » Your Development Plan
» Relationship Building » Coaching and » Difficult Conversations  pCounty Procedures » Additional Resources
» Finding a Mentor Feedback » Performance
Management
Program Components
County Voices Peer Mentoring Recommended Online Learning
Perspectives, insights, and tips from  Supervisor-approved peer mentor will  Lynda.com, TED Talks and other self-
County managers and subject matter assist with a one-year individual directed, online learning opportunities.
experts presented in a series of videos. development plan.
- S2
L[ 1 SE
Real-time Surveys and Quizzes Gamification, Exercises, Supplemental Readings
Class surveys and competitive quizzes and Simulations Select articles and books from

administered live and displayed in real Applied activities to reinforce content,  prominent authors on management,
time via Poll Everywhere. engage learners, and ensure retention. leadership, and communication.
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The Caltrans Lens

LEARNING AND DEVELOPMENT OFFICE
http://Ido.onramp.dot.ca.gov/

A8 7 A o
0 Idary Leddershi
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EXEFECUTRLY

&5 Lodtrans

Mission
Provide a safe, sustainable, integrated and efficient transportation system

to enhance California’s economy and livability

Vision

A performance-driven, transparent and accountable organization that values its people,

resources and partners, and meets new challenges through leadership, innovation and teamwork

Goals

Safety and Health

Provide a safe transportation system for workers and users, and
promote health through active transportation and reduced pollution in communities.

Stewardship and Efficiency
Money counts. Responsibly manage California’s transportation-related assets.

Sustainability, Livability and Economy

Make long-lasting, smart mobility decisions that improve the environment,
support a vibrant economy, and build communities, not sprawl.

System Performance
Utilize leadership, collaboration and strategic partnerships to develop an integrated
transportation system that provides reliable and accessible mobility for travelers.

Organizational Excellence

Be a national leader in delivering quality service through excellent
employee performance, public communication, and accountability.

Values

Integrity « Commitment ¢« Teamwork ¢ Innovation

Revsed August 2014-Job 0146,

B~ comoEreNaes

CHANGE LEADERSHIP

Envisions the future and effectively anticipates changing circumstances;
fosters innovation, seeks out new ideas from business and industry to
transform Caltrans from a transportation bureaucracy to a high-performing
mobility company; strengthens existing partnerships; seeks out and builds
new partnerships; strengthens customer focus in order to reach maximum
efficiency and meet delivery commitments; looks for ways to say “yes”
to customers; is willing to take intelligent risks; is open to change but
committed to retaining core values; sees others’ perspectives and respects
their opinions.

STRATEGIC THINKING

Envisions the organization’s future, forecasts needs, thinks strategically,
plans for succession, and takes a total organizational view; seeks out
strategic, public-private partnerships to ensure options for our traveling
public; identifies and tracks a few key measures of organizational health
and efficiencies, and disregards “noise”; makes logical and effective
decisions based upon timely evaluation of human and financial metrics.

COMMUNICATION

Effectively communicates a vision for the organization and inspires
commitment to that vision at all levels both inside and outside of the
organization; listens to and understands what is meant by others; gives
clear, concise and persuasive public presentations and testimony; is
effective in media relations and crisis communications.

TEAM-BUILDING AND MOTIVATION

Establishes a team-oriented organizational climate that empowers workers
and holds them accountable for their outcomes; supports intelligent risk-
taking; celebrates achievements and learns from failures; recognizes
individual differences in motivating and recruiting a diverse workforce;
creates structures that provide promotional opportunities for all employees;
is sensitive to and considers the needs, feelings, and expectations of
others

SELF-AWARENESS AND PERSONAL GROWTH

Maintains a balance between personal life and the workplace; has a

desire to learn, process, and excel; has an accurate picture of personal
strengths and developmental needs; is willing to introspect, engage in
self-development activities, and ask for feedback; able to work rigorously
for sustained periods; maintains stability under stress, tension, pressure,
opposition, and change; maintains performance under uncertainty; able to
face disappointment, conflict, and anger; holds self personally accountable
for outcomes.



Director's Corner | Caltrans Internet | Jobs

ct- Learning and Development Office
oltrans:

MAIN LINKS

Home

Training

o Online

o Mandated

o Recommended
Consultation
Resources
Guidelines

Org Charts
Contacts
Feedback
Training Classes

QUICK LINKS

Training Center
Training Calendar
Training Schedule

Course Schedule
(PDF)

Caltrans Lens
TLC Newsletter

1616 29th Street

PO Box 168040, MS 53
Sacramento, CA 95816

Mandated Training

Onramp

This course list is provided as a courtesy. If you have any questions about a course, please contact the course owner.

Defensive Driver
Training

Ethics Orientation

Field Safety for
Office Workers

Information
Security

New Employee
Orientation

Sexual Harassment

Prevention
Supervisory
Training

Title VI Training

Workplace Violence

Prevention

Standard First Aid

CPR Refresher

X X Every 4 Yrs X 100182
X Every 2 Yrs X 100268
X X One Time X 101119
X X Annually X No Required
Registration
X X One Time X 101165
X Every 2 Yrs X X 101058 101155
X One Time X 101760
X X Every 2 Yrs X 101295
X X Every 2 Yrs X 101442/
100746
Mandated Training for Employees Whose Classifications Require Them to
Possess an SFA Certificate as Part of Their Duty Statement
X X Every 2 Yrs X 100579
or As Specified by
certifying
organization
X X Every 2 Yrs X 100580
or As Specified by
certifying

organization

Maintenance Personnel Only

© Worker Safety

N/A

OIRSM
OHS/Dist

Y
Distric
Tre
Coot

Technical and occupational mandated training are not addressed in this listing. For such courses check your
respective division/district training web site.

Sign Up For Training Now!
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Last Update: September 15, 2016

Contact Us | Division of Safety and Management Services
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Login



CALTRANS

Program
Description

Target
Audience

Nomination &

Registration
Process

Schedule &
Locations

Professional
Development

Government
Code 19995.4

Program Costs

For More
Information

LEADERSHIP

SACRAMENTO STATE

California Department of Transportation

LEADERSHIP

TRAINING PROGRAM |
Fact Sheet

The Leadership Training Program | (LTP ), Course Code #100868, is a highly
interactive ten-day training program for Designated Managers and Executive
Management. Participants will:

+ Experience a unique blend of opportunities to assess and develop their
leadership skills, to integrate leadership theories and practices, and to address
critical business issues confronting Caltrans.

+ Complete a 360-degree individual assessment tool to provide them with
feedback on their leadership behaviors from their managers/supervisors, peers,
and subordinates.

Topics include:

*

Change Leadership

Team-Building & Motivation (Part Il)
Strategic Thinking (Part II)
Leadership Application
Self-Awareness and Personal Growth

Orientation

Practicing Leadership
Communication
Team-Building &
Motivation (Part I)

+ Strategic Thinking (Part I)

* & o o
* & o o

Designated Managers and Executive Management and who have completed the 80
hour mandated (Government Code 19995.4) supervisor training.

Chief Deputy Director, District Directors, Deputy Directors, and Assistant Directors
nominate and prioritize a list of candidates from their respective areas. Nomination
does not guarantee enrollment in the LTP I. The LDO will notify selected
participants and their supervisors via email with available track numbers, dates,
registration instructions, and instructions for participant roles and responsibilities. A
cross-section of participants will be selected to ensure a balanced representation.
All previous nominations are removed at the end of the fiscal year. Any previous
nominees that were not able to attend LTP | will need to be re-nominated for this
fiscal year.

Four tracks are scheduled for Fiscal Year 17/18 in Sacramento at the California
State University, Sacramento campus. Each ten-day track consists of five 2-day
training sessions, one session per month, spanning five months. LTP | runs from
8:00 a.m. — 4:00 p.m. daily, and nominees must be available to attend the entirety
of all ten days.

Participants have the opportunity to earn up to 65 Professional Development Units.

Participants with a designation of Manager may apply this course to the initial 40
hours of mandated leadership training and development that is required upon
appointment. Participants may also use this course to satisfy the requirement for
continual leadership training and development.

Tuition costs for LTP | are fully funded by the Administration Program. Expenses
related to travel, per diem, and personnel time remain the responsibility of each
participant's funding district.

Kathryn McAlpin, LTPI Program Manager (916) 227-9754,
kathryn.mcalpin@dot.ca.gov

JULY 2017
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California Department of Transportation
L3 #1

-M 1:) MANAGEMENT
Kr TRAINING PROGRAM

Program The Management Training Program (MTP), Course Code #100373, is a highly interactive
Description eight-day training program, delivered over a four-month period. Participants will:

+ Receive hands-on experiences and tools to apply in their jobs, while incorporating core
management competencies.

+ Complete a 360-degree individual assessment tool to provide them with feedback from
their supervisors, peers, and subordinates on their leadership style and abilities in core
competency areas.

Based upon mid-level management core competencies, topics include:

+ Orientation + Change Management

+ Team-Building and Motivation + Strategic Implementation
+ Communication + Business Application

+ Self-Awareness and Personal Growth + Action Planning

Target MTP is designed for Caltrans’ second-level supervisors and above who have completed the

Audience 80 hours of mandated (Government Code 19995.4) supervisory training.

Nomination & Chief Deputy Director, Division Chiefs, District Deputy Directors of Administration, and

Registration Assistant Directors nominate and prioritize a list of candidates from their respective areas.

Process Nomination does not guarantee enrollment in the MTP. The LDO will notify selected
participants and their supervisors via email with available track numbers, dates, registration
instructions, and participant roles and responsibilities. A cross-section of participants will be
selected to ensure a balanced representation. All previous nominations are removed at the
end of the fiscal year. Any previous nominees that were not able to attend MTP will need to
be re-nominated for this fiscal year.

Schedule & Seven tracks are scheduled for FY 17/18, five in Sacramento and two in Southern

Locations California. Each eight-day track consists of four 2-day training sessions, one session per
month, over four consecutive months. The program runs from 8:00 a.m. — 4:00 p.m. daily,
and nominees must be available to attend the entirety of all eight days.

Professional Participants have the opportunity to earn up to 52 Professional Development Units.
Development

Government Code Participants with a Supervisory designation may use this course to satisfy their requirement

19995.4 of continual leadership training and development.

Program Costs This training program is fully funded by the Administration Program. Expenses related to
travel, per diem, and personnel time remain the responsibility of each participant's funding
district.

For More Henry Peterson, MTP Program Manager (916) 227-9791, henry.peterson@dot.ca.gov

Information

JULY 2017
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