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Introduction

The volume and variety of official statistics preed in Norway has been developing rather fast over
the last 30 — 35 years, linked to increased derbaltid at national and international level. This
development has been made possible through grawsugirces to the production of official statistics.
However, the increased accessibility to diverseeniosradministrative sources and the technological
development which facilitates the registration,attieg and management of large data sets, have
contributed substantially to this development. Tthgsincreasing volume of statistics can be produce
and disseminated with a lower input of manual hiagdIThis change in processes has also led to
changes in the requirements for manpower and ast hanges in required competences, and it is
expected that this process will continue.

This paper will show some lines of development imithtatistics Norway and address some issues
related to the future requirements in relatiorh®tiype of competences needed for statistical
production.

As a background it is necessary to take into adceame key features of Statistics Norway:

- Acentralised statistical system - a major pauféitial statistics is produced by Statistics
Norway

- Avregister based statistical system - but stibteof statistics based on questionnaires and
interviews

- Important financial contributions directly from use- around 30 per cent of the total budget

- Important research activity - one of the largesiacscience institutes in Norway with almost
100 researchers

- Present staff around 1000, with around 60 perice@slo and 40 per cent in Kongsvinger (90
km from Oslo). No regional offices.

A look in the mirror

The expansion of statistical system of Norway eigfigan the 1970s and 1980s meant a considerable
increase in staff for data entry, control and editiespecially in connection with the 1980 census.

During the 1980s Statistics Norway developed #erinal training programme in order to provide
systematic training of staff with no academic baokmd (upper or lower secondary background). The
recruitment of such staff, especially in Kongsvingeas quite easy at that time. With targeted ingin
this staff has been very stable and efficient iming the statistical production processes in many
areas.

However, after the 1990 census operation thereawas/ercapacity of staff in the field of data
registration and control. This overcapacity waseased through the gradual process of extending the
use of administrative sources instead of direc datlection, and replacing key punching by optical
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reading solutions. Thus a transformation progrars iwgiated. To make use of the capacity and the
competences in the field of data entry Statistiosi¥y on a temporary basis took on some tasks
related to massive data registration from othelegomental bodies. At the same time, those who
wanted, were given the support for additional iméior external training courses, or offered on the
job training in a subject matter unit.

In 1993 more than half the staff had non-academokground (secondary school or primary school,
possibly supplemented with internal training.)(Fiyj. whereas only 31 per cent of the staff haddrigh
degree academic background.

Fig. 1. The staff of Statistics Norway accordindeweel of education
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The expansion of Statistics Norway in the late Ea®@inly meant recruiting staff with higher
academic education, which in 2000 counted 42 peirafeall staff. This expansion was strongly
related to the integration of Norwegian statistiith the European Statistical System, which also
meant more staff to analyse the requirements, @b@nsform these requirements into new statistical
production processes and products.

Thus also the systematic training program for ncexdamics was closed down and replaced by a
series of training courses adapted on an annud tmathe needs of all staff.

The number of non-academics decreased slightinguhie period 1993 — 2000.

After 2000 the expansion of Statistics Norway aaunéid in response to hew national and European

requirements, by recruiting academics with highet lmwer degree. At the same time the number of
non-academics was reduced to around 25 per ceirtlynhg replacing non-academics with staff with
academic background.

The process was made possible by a more systensatiof administrative sources which was enabled
by the new statistical legal act in 1989, and tgtoimplementation of new technologies related to
data collection, data entry and data management.

By the direct utilisation of administrative eleatio files the resources used for data entry and dat
editing were reduced. Furthermore use of scannidgetectronic questionnaires contributed to
improved efficiency in this part of the productiprocess.

By analysing how available man power resourcesdagland sick leaves excluded) are distributed
among main areas of operation (Fig. 2), it candsm hat resources going to production and
compilation of statistics has been slightly dedreafrom 2000 till 2007, but is still 49 per ce@n



the other hand more resources are being used @ogevent projects, raising to 12 per cent in 2007.
This fact illustrates the increased focus on imptbtools and methods to produce statistics more
efficiently and with higher quality — which alsdedts the requirements for new types of
competences.

Fig. 2. Distribution of time use according to maieas of operation. 2000 and 2007
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The resources used on general support, includingfidstructure has decreased, whereas somewhat
more resources are used on research/analysis anidisttiation.

It is worth noting that the study background offdt@s become more and more diversified. Some
years ago the majority of staff with master degnetae subject matter and research departmentsa had
socio-economic study background (in 1991 aroundés(cent). Now around 27 per cent have a
master degree in social sciences, which could rddgtarent directions of specialisation such as
economics, geography, sociology or political scg&nanother 22 per cent have a master degree in
socio-economics. The rest has quite varied backgrouncluding for instance business economy,
mathematics, engineering and agricultural economy.

Training in Statistics Norway

As the background of staff is becoming more andenvaried it has been necessary to develop more
targeted training. It is especially acknowledgedt tiot all new staff get sufficient introduction to
statistical methods and understanding during #teilies.

The internal training programme consisted of 9&sesiin 2007 with around 1200 participants, using
18 000 hours on course attendance. About one hidieastaff attended at least one course.

Fig. 3. Distribution of participants and time spentmain areas in the course programme. 2007
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A major part of the resources went to the develogmeogram which has two main branches;
introductory courses for new staff and a progranpfoject and teamwork (Proteam).

The introductory courses for new staff runs aceuydod needs and covers altogether 8 days, of which
3 days are allocated to statistical methods. Asigh of this course is under way in order to tatige
course better to actual needs of new staff.

The program on project and teamwork runs over &wofths with four joint training courses and a
total of 12 days. In addition, the participants expected to work on a regular basis on the project
which is chosen for the project work. The objecis/é provide the participants with knowledge on
project work, to develop competences for coopemadiod team building and to introduce how
Statistics Norway defines quality work.

A major part of the training is also allocated Tocbmpetences. Several of the courses are rather
practical, such as the use of powerpoint, a prgjketning tool or e-mail, whereas other courses are
more IT specific such as use of Unix, SAS or Excel.

In 2008 around 460 000 Euros are budgeted forréifitanternal training courses.

In order to motivate training and competence dgyalent of academic staff Statistics Norway has
implemented a scheme for qualification to statétedviser. This programme started with a pilot in
2002

The target group is employees who have workedatisiits Norway 5 years or more, having at least
equivalent to bachelor degree academic background.

The candidate should write a comprehensive appitatith CV describing various work tasks that
i.a. includes work with international or nationahemittees and programmes. The candidate should
join written documentation such as articles, notegplans and method as well as final publishing of
statistics.

The qualifications of the candidate are to be eataldi by a committee of appointed experts with
relevant qualifications. The committee must incladainimum of four experts, and at least one must
be statistical expert external to Statistics Norway instance from Sweden or Finland.

The candidate is to be evaluated on the basisedioifowing documentation:
* Application and CV
e Written documentation on work performed
e Statements by the responsible manager

The candidates are evaluated on the basis of fajoaifications, qualifications in statistical metts
and qualifications in official statistics, but thelyould also document experiences from differexit§
of statistics and teamwork abilities.

In the period 2002-2007 there were altogether $liamts of which 41 were judged as qualified for
being statistical adviser. An evaluation considkes the qualification programme has to some extent
reduced turnover and also contributed to improugality of statistical production in several areas.

What is around the corner?

Statistics Norway is facing a challenge due togingawork force. As can be seen from Fig. 4, around
40 per cent of the staff is now more than 50 ye&ege. In 1991, by comparison, almost 40 per cent
were in the age group 30 — 39.



Fig. 4. The distribution of staff according to a§®@91 and 2007. Per cent
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Thus also the degree of seniority is changing.0@72almost 40 per cent have worked more that 20
years at Statistics Norway, whereas this percerita§®91 was below 20. It is interesting to notatth
the percentage with less than 5 years of servicealvthe same level in these two years, 29 an&@6 p

cent.

Fig. 5. Staff according to seniority. 1991 and 20@&r cent
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A challenge is also that the majority of staff geagroup 60 + has non-academic background both in
the two locations of Statistics Norway in Oslo awhgsvinger (Fig. 6). In Kongsvinger this is true
for all age groups above 50 years.

Fig. 6. Staff with non-academic background in agrigs. Oslo/Kongsvinger. Per cent
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In absolute numbers (Fig. 3) this will mean thab i 10 years time around 60 persons both in Oslo
and in Kongsvinger with non-academic background netire. Many of these have been in Statistics
Norway all their working life and are very compétanrunning the day to day operations in different
areas.

Fig. 7. The number of staff in higher age groupading to educational level. Oslo/Kongsvinger
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Another challenge is that the turnover of new ao@dg is relatively high (almost 10 per cent of the
staff left permanently or unpaid leave in 2007)jchls creating worry for the stability of
competences and production capacity in some ax@as.reason for this turnover might be that new
academics with a master degree are not satisfitdtiae job content, even if one also should take in
account the general pressure of the Norwegian tatnauket, the wage level in the governmental
sector and that the new generation is less stablgation to the labour market.

Thus Statistics Norway faces several challengée taddressed:

* What will possibilities to recruit and keep wellaiified staff — in both the two locations of
Oslo and Kongsvinger in future?

* What are the effects of technological and methaglodd development in relation to required
competences?

* How to develop a more targeted training programimag takes into account the background of
the staff and the new requirements?

* How can we cooperate with external partners inmt@ensure future recruitment with proper
competences?

In 2007 Statistics Norway decided upon a strategyfiman resource as a sub strategy of the overall
strategy document ‘Strategy 200ntp://www.ssb.no/english/about _ssb/stratggihe main
headlines of this strategy are:

¢ Forward-looking and transparent management
* Sharing knowledge

* High-quality on-the-job training

¢ An attractive employer

« Expertise development — a joint responsibility

This strategy is being implemented through diffe@ncrete actions in the annual work programmes.
A programme for improving business processes
Statistics Norway started early 2008 a programméfiproving and standardisation of the statistical

production system (‘FOSS’). The program focuses@velopments in the following areas:
» Development of standardised work processes, metnadi$T systems



« Development of systematic quality measures andabnt
« Development of the organisation and competencdsmiihe organisation in accordance with
the previous two areas

An action on competence development in relatiofR@&S is going to start, and there are some
assumptions that will have to be analysed and etuiirther:

- The success of the whole programme will depend mergh on available competences and
capabilities, not least capabilities for reorielmiatand innovation and willingness to take on
new tasks.

- The programme, if succeeded, will change the requiompetences; some technical and
routine oriented tasks will be standardised/elirddawhereas the need for more analytical
and management competences will increase.

- The programme might change the needs for interamlihg, motivate for increased internal
job rotation and also the specification of compegsnwhen recruiting new staff.

Some projects examples within the FOSS programme:

- Integrated system for estimation and editing (ISEE) To develop and extend the usage of
standardised methods for estimation and editinilgidiicg a general IT solution

- Common metadata base for input data (SMED)To develop/adapt a user-friendly metadata base
to be used for different data collection projects.

- Coordination of samples for economic surveys (Nor®au): To improve, standardise and
coordinate the planning of samples and the sampling

These projects, as well as other projects, arave$tio have major impacts on the future needs for
man power, competences required and on internahgation. It is for instance assumed that due to
standardisation across the organisation, staffzame easily change job. At the same time, incetase
internal rotation might be a requirement in oragecdntribute to standardisation of working methods
and to develop a common culture. It is further asedi that these projects will lead to less routine
work, more challenging tasks and more time for ysialand follow up of users.

It is also assumed that the fulfilment of the FQB&ramme might affect the overall organisation. An
increased focus on standardised business procéekesd, to the business model shown below, might
lead to new ways of thinking about the way différemctions and tasks are distributed. To some
extent Statistics Norway already has centralisedesfunctions related to data collection in a
department for IT and data collection. But therghmhbe further changes as a result of the ongoing
process. One issue is the degree of centralisafibh where there now are some IT units linked to
some departments.

The main elements of the present organisation are:

Four subject matter departments:
- Economics, energy and the environment (6 divisietedf around 127)
- Social statistics (5 divisions, including an IT idien, staff around 137)
- Industry statistics (5 divisions, including an lividion, staff around 162)
- National accounts and financial statistics (5 daris, including an IT division, staff around
127)

Research department(7 divisions, staff around 95)

Four horizontal departments:
- Management support (2 divisions, staff around 47)
- Administrative affairs (3 divisions, staff arourb)
- Communication (3 divisions, staff around 55)
- IT and data collection (6 divisions, staff 150)
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Statistics Norway has thus a mixture of a subjeaiten oriented organisation and a functional
organisation. Over the years there have been diftérends in direction of
centralisation/decentralisation. Centralisationdlas been linked to functional specialisation. fher
moment there might be a push in the direction n€fional specialisation, partly as the result @f th
mentioned FOSS programme.

Towards a framework for competence description

In order to be better plan future recruitment aathing it has been considered useful to draft and
discuss a framework for the description of différemmpetences. In this process it has been very
useful to learn from the examples and experienwes bther countries.

One interesting example is from Australian Bureb8tatistics (ABS) as presented in a document to
the Conference of European Statisticians in 20@HEES/2006/22). There it is differentiated
between ‘Core capabilities’ and ‘Job specific calitbds’.

As Core capabilitiesare defined as those capabilities required dadralbloyees in the ABS,
regardless of role or business unit. These arergeregpabilities and form the foundation for stidizl
excellence. As the main items of core capabil#ieslisted:

a) People and Communication

b) Achieving Results

¢) Thinking

d) Understanding the Business of Statistics

e) Understanding the ABS Environment

Job-specific capabilitiesare applied to specific roles, job groups and fions. Such capabilities are
developed for Statistical and Methodological, Imiation Technology and Client and Corporate roles.

As the most critical set of Job-specific capalgtare considered the statistical capabilities vhic
aligned to the Statistical Business Cycle are:

a) Stakeholder Engagement

b) Statistical Planning

¢) Methodology

d) Collection Development

e) Data Collection

f) Processing

g) Data Analysis

h) Dissemination

i) Decision Support

j) Managing Quality and Processes

Other examples can be picked from documents frarmétance FinlandCE/CES/2006/14) or
Sweden ECE/CES/2006/30) presented at the same conference.

The job-specific capabilities as defined by ABS oalated to the business model as specified for the
standardisation programme (FOSS) of Statistics [dgrwWhis process model was originally developed
by Statistics New Zealand and is implemented inesother NSls and also proposed by the UNECE
secretariat as the basis for a common generic nadeseminar in April 2008 (Working paper No.
10):
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Statistics Norway will continue working on specifgia framework for competence description as a
basis for improved training and follow up, and viéinefit from any exchange of ideas concerning

solutions and approaches.

Organisational development and the needs for compatces and training

One challenge also in relation to training is tithen combining this business model with the present
organisational chart, we see that the differentg@ss steps can be located in different placesein th

organisation. A schematic organisational chartiognrinciple look like this:

Subject matter unit a

Subject matter unit b

Subject matter unit ¢

o [ Centralised
Centralised
) output
input — .
) function
function

Dissemination

3

Centralised IT and management support

Thus one might imagine the following responsitaktin the different parts of the organisation:

Function

Subject matter unit

Functional support u

rniResearch unit

1. Specifications of
needs

Main

Partly?

2. Develop and design  Main/partly Main/partly?

3. Build Main/partly? Main/partly?

4. Collect Main

5. Process Partly Main

6. Analyse Main Partly
7. Disseminate Main/partly Main/partly?

8. Quality management Main Partly

Support and Main

infrastructure

We see that there are some roles that will habetdarified in this type of organisation, whiclsal

will affect both recruitment and internal trainiofjstaff.




In this context it is worth noting some of the less learned in Statistics New Zealand when
implementing a process-based approach (Workingrdge3, MSIS 2008). It is mentioned that there
are several benefits, but that there are somee§iidets that have to be mitigated, for instance:

e Governance becomes more complex

« Increased challenge to find and retain skilledf staf

Concluding remarks

Human resource management is a major challengstatiatical agency, especially in a situation of
changing technologies, organisation and working@sses. An issue is also to what extent the
national education system can provide the educaltizecckground that is relevant for the tasks of
modern statistical system, and how supplementampetences and capabilities might be provided.
Increased cooperation between national statististitutes in the area of training, exchange ot bes
practises and exchange of staff can be an impaateawer to these challenges. Some issues for
further consideration are:

¢ To what extent is there a common business modeaitéistical production?

* What are the relationship between this businessintte organisational set up and the
requirements for human resources and the competeeqaired?

* To what extent has this business model consequénicse competence structure, for
instance in relation to degree of specialisatiequired background and internal training?

¢ To what extent can we share a common descriptidheofequired competences and
capabilities of a statistical institute?

* How can we benefit from benchmarking and sharirgj peactice in the field of human
resource management and organisational development?

* To what extent is it possible to develop an intéomal labour market for experts in official
statistics?
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