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Introduction

1. The workshop on Human Resources Management andnifigai(HRMT):
Modernizing statistics — how to get there? was heldGeneva, Switzerland, on 15-
17 October 2014.

2. The workshop was attended by representatives frdmama, Armenia, Australia,
Azerbaijan, Belarus, Bosnia and Herzegovina, Candl@atia, Georgia, Germany,
Hungary, Ireland, Italy, Kazakhstan, Kyrgyzstan, ti@ Luxembourg, Mongolia,
Montenegro, Netherlands, Norway, Poland, RepubfioMeldova, Russian Federation,
Slovakia, Slovenia, Spain, Sweden, Tajikistan, €yrkTurkmenistan, Ukraine, United
States of America, and Uzbekistan. Representatifegshe European Commission
(Eurostat), European Free Trade Association (EFBAY the Statistical Office of Kosovo
were also present. Nicole Njaa (HEADWAY AS) papiied as invited guest speaker.

3. The workshop was chaired by Italy. The sessionh@fworkshop were chaired by
Netherlands, Norway, Poland, Australia and Eurostat

Agenda of the workshop

Session 1: Modernizing National Statistical Office

Session 2: How can HRMT contribute to the modetivoraof the NSO?
Session 3: Change management

Session 4: Training and learning

Session 5: Job competencies for the future

Session 6: Measurement of the outcome of the HRMiVides

Session 7: Strategic directions for the future

Summary of the workshop and the main conclusgns reached

4. Recommendations for future work are given in sectd below. An overview of
the main issues discussed during the sessionshantbhclusions reached are presented in
the Annex.

Recommended future work

5. The participants of the workshop agreed on theoWahg proposals for possible
future work:

6. Two groups have been working on HRMT: Tigteering Group on HRMT
(Australia, Italy (chair), Netherlands, Norway, &adl, Eurostat and UNECE), established
by the Conference of European Statisticians Bureang the High Level Group
Modernization Committee on Organizational Framewankl EvaluationAustralia (chair),
Canada, Ireland, Italy, Moldova, Netherlands, Pd)durostat, OECD and UNECE). The
Modernization Committee works on HRMT issues relate modernization of statistics,
including e.g. competencies and organizational ghanand legal and licensing issues.
Thus, there are considerable overlaps of both sssliscussed and members of the two
groups.
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7. Based on a proposal of the Steering Group on HRKd the HLG Modernization
Committee on Organizational Framework and Evaluatibe participants of the workshop
unanimously supported that the two groups shoulchbeged to avoid duplication of efforts
and ensure efficient organisation of work. Futurerkvon HRMT, therefore, should be
organised by the HLG Modernization Committee, whattould continue its work in the
areas of change and risk management; building ctempies; guidelines for managers;
evaluation; and communicating modernization. Theeftg Group will cease to exist.

8. The participants of the workshop agreed that th&sHWodernization Committee
should organise a workshop on HRMT in 2016. Théowaihg topics were proposed to be
included on the agenda of the workshop:

* The role of HRMT in modernising statistics; strate@nd business plan level;
culture change.

» Implementing organizational changes; change arid management; examples of
good practices; motivation.

 Training and learning; e-learning; efficiency; pgrhance management.
» Measuring and evaluating the outcome of HRMT aiitigi
« Skills and competencies; assessment of presens]dxaaning and development.

« HRMT and Big Data; competencies; organizationahges.



ECE/CES/2015/14/Add.7

Annex |
I.  Summary of the presentations and discussions

A. Session 1. Modernising National Statistical Gites

Chair: Carsten Boldsen, UNECE

1. Presentations from Statistics Canada, Statisticshédands and ISTAT were
provided, followed by group work moderated by Nebdljaa.

2. The main points made during the session were:

(@) The presentation of Statistics Canada highdigtihe challenges of national
statistical offices (NSOs) to follow-up on the wisiand strategy of the HLG, and the role
of HRMT in this process. In particular, HRMT shoutibk for answers to the following
guestions in relation to modernization:

» How to prepare staff for organizational changes?
» How to change organization culture?

» How to employ the right people with the right s&il

How HRMT have to evolve in an era of continuousrgje?
» How to foster knowledge exchange/learning prograrheteveen NSOs?

(b) The presentation by Statistics Netherlan@stcome of the Budapest
workshop in 2012focused on the following issues: work of the StepGroup on HRMT;
the “Compilation of good practices on HRMT” (reledsin July 2013); challenges for
NSOs and HRMT (budget restrictions, growing contpetj modernization of statistical
products and services, attracting and retaininff, sttc.); the “HRMT pyramid” to assess
HRMT activities in NSOs; the role of HRMT in the dernization process.

(c) The presentation by ISTAT showed the outcomethef 2013 survey on
HRMT and modernization, conducted among UNECE merstaes. The purpose of the
survey was to collect information on the challeng®ated to the modernization process in
NSOs to feed into the preparation of the 2014 HRNMFkshop.

(d)  For the group work participants were dividetbigroups, which were asked
to discuss the following questions: i) What are st important messages from the three
presentations during this session? ii) What issuesld it be useful to learn more about
during the workshop? iii) What are the most impatriguestions to the presenters?

(e) The groups identified the following importamhessages from the
presentations: senior management support is crigeial successful modernization process;
collaboration between NSOs is beneficial; collatiorainside NSOs is also important; how
to implement and manage changes; how to work viitlitdd resources, and the role of
HRMT in the modernization process.

4] Participants identified the following areas avh they would like to learn
more during the workshop: how to motivate staffiho involve senior management; how
to work efficiently with limited resources; knowlgd management; how to change
organizational structures; how to improve cooperatietween NSOs; job competencies,
and which competencies will be the important ormegHe future; risk management; how to
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measure productivity; what makes us effective; tlownake work more attractive and to
retain qualified staff; and training experienced anactices.

The following questions were posed by the groupsrésenters:
» How to implement organizational changes?
* Where there any surprises in the survey on HRMTraodernization?
» How to get at the top of the HRMT pyramid?
» How to get from actions to results?
* Recommendations on risk management?
» How to increase motivation in challenging enviromtte
3. The answers of the presenters are summarised below:

(&) The organizational structure should be thelrexd a decided strategy. It is
important to think through what changes you waritrtplement, for which purpose a clear
vision should be in place. The vision, in turn, gldobe supported by clear principles that
should be implemented. A system to regularly marithe implementation of the principles
should be established.

(b)  The most surprising outcome of the staff syrwas the low score of staff
wellbeing compared to HR policies in the processnoflernization. Another surprise was
that standardisation of processes can help modsioiz

(c) The HRMT pyramid offers a way to assess e tof HRMT activities
carried out. It may be helpful to identify to whitdvel of the pyramid current HRMT
activities belong and use this as basis for aesiyator further development.

(d) To get from actions to results it is impottém have a vision, principles that
support the vision and projects for the implemeatedf the principles.

(e)  The work on risk management is ongoing. Is wecommended to share a
glossary on risk management, for example to helpidentify differences between
criticalities and risks since they should be deadtl in different ways.

()] The following examples were given on howneriease motivation of staff: i)
Maintain dialogue with employees. In Statistics INgtands employees were asked to
suggest solutions to the problems in the orgaminaii) Statistics Canada organised a Big
Ideas conference, were all employees were askpdttérward ideas to improve working
environment. Top 10 ideas were presented at théemce and later implemented by the
Chief Statistician. iii) Efficient and transparesdmmunication and decision taking within
the organization.

Session 2: How can HRMT contribute to the modaization of the
NSOs?

Chair: Wouter Jan van Muiswinkel, Statistics Nekieds

4, In the first part of the session papers from CSQamh US Bureau of Labour
Statistics and Hungarian CSO were presented.

(@) The CSO of Poland presented a pdpeparation of human resources for
changes resulting from the modernization of statst production in Polish public
statistical systemCSO Poland is taking the following steps to prep#or changes: i)
determination of the employee’s competences; ii)adBal introduction of task
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specialization; and iii) Raising the general lew#l competences through training and
continuing human resource education. The chamg¢egy will be implemented using a
gradual approach (step-by-step and stretched ) tiareseen in the period 2014-2021. To
coordinate the reorganizing process, a speciakTesm’ is appointed. Also, a Knowledge
Management System will be introduced.

(b) The US Bureau of Labour Statistics presenteel paperOpportunities,
Challenges and Practical Approaches for Trainingdaduman Resource Management in
National Statistical OfficesManagement is critically important in the chamgiprocess:
alignment of authority, accountability and skillsjt also intellectual property. Literature
study shows that matrix organization should begickd way to organize management of
large organizations, including large statisticaficefs. Training needs in a changing
environment are mainly grouped around technicahitg (methodology, information
technology and substantive areas such as econoputsic health, demography) and
management and leadership training.

(c)  The Hungarian CSO presented the p&pemeer of “lan Statistic” based on
the new HR strategy of the Hungarian Central Stiga$ Office The presentation followed
the career path of a fictional new employee frorgibéo end (‘40 years in 10 minutes’).
The paper describes in a practical way how a yquergon meets HCSO at a career event
at university, how he is offered an internship, legspfor a job and then is employed. Every
half year his performance will be assessed. Thelteeprovide the basis for new HRMT
actions to further develop his career. Along hieeeg the HCSO motivates the employee
in different ways to retain him. If he decides ¢éave, an exit interview is taken to find out
the reason for leaving and the results are usdéwelop HRMT further.

5. The main issues of the discussion were:

(@)  The papers approach the contribution from HRMM three perspectives:
the first paper focused on change-management,etbend on management-development
and training, and the third paper focused on spetiRMT tools to contribute to the
deployment of change in an NSO.

(b)  Following the first presentation, participaatsthe Workshop were looking
forward to hear more about experiences with thisnge strategy, which will be
implemented in the coming years.

(c)  The question was raised whether matrix orgdiun is widely used in NSOs.
It turned out only NSOs in the US, Canada and Alistruse matrix-organization at this
moment. Other NSOs have a division structure taenaniform control. In some NSOs
the division structure is combined with project gmogram management. In this way
elements of matrix management and line managememioanbined.

(d)  The practical implementation of the HR strgtdry the HCSO was well
received and may be used as an example of gootigerac

6. In the second part of the session posters wereepiexs from the Republic of
Moldova, Poland and USA.

(@) The U.S. Census Bureau presented a p8stikding a Strategic Workforce
Planning Capability at the U.S. Census Bure&trategic workforce planning includes:
identifying mission-critical competencies; assegsiourrent workforce competency
distributions; analysing gaps between current aggirdd states, and; working to close the
gaps between current and desired states. For gtdvpa years, the Census Bureau has had
a strategic workforce planning initiative underwaybuild this new capability. Challenges,
process steps, lessons learned, and the resudtssesing employees are described. The
presentation also showed how the improved capgliiis affected human capital related
processes and has helped to prepare managemehafoging work and workforce.
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(b) The CSO of Poland presented a poJtewards an integrated analytical
approach In order to meet users’ demand for analysis aquiaeation of socio-economic
phenomena a professional analytical team was ésttabll to adjust statistical content and
presentation to better meet users’ needs. Thetefeperformance of analytical work
requires preparation of team-members with the rigltwledge and skills and access to
integrated dataset and specialized tools suppodtitg analysis.

(c) The National Bureau of Statistics of Moldovaesented the poster
Experience of the National Bureau of Statisticstloé Republic of Moldova in the
modernization of human resourc@she poster describes the organizational chandéshw
were implemented to integrate the Main Computert€eand create a modern unified
statistical information system and a homogeneofgsrimtion environment both within the
national statistical system, and on the nationalleThe process required improvement of
professional skills for statisticians and IT penseln The new organizational setup is a huge
step forward in modernizing the organizational ctiite of the NBS and meets the
requirements of national legislation and Europdatistical systems.

(d)  Aroom document oBiversity managemeritom Statistics Luxembourg was
also available. It describes the Diversity Chattekemburg, which provides a common
vision of diversity. The key factor of the diveysipolicy is to ensure that all staff has
employment and career opportunities suited to thlgits and aspirations, while respecting
and taking into account their individual characttics (gender, race, age, ethnic or social
backgrounds, disability, language, religion or &fsli political opinions, sexual orientation,
among others). The concept of Diversity managensebased on the idea that recognizing
the plurality of human profiles within the orgartisa contributes to economic success if it
is consciously integrated into the organizatiorategy and managerial practices.

Session 3: Change management

Chair: Hans Viggo Seebg, Statistics Norway

7. Papers from Australian Bureau of Statistics (ABS}atistics Norway, Statistics
Sweden, and the National Institute of Statistickalf (ISTAT) were presented.

8. The following points were made during the session:

(@) The ABS presented their change managemenegiratvhich highlighted the
following steps for change: setting the scene fange; taking stock of the organizational
culture and preparing a culture change plan (mofilrrent organizational culture,
determine the ideal culture, assess gaps betwaesntand ideal, develop a plan to focus
on key activities). The culture change plan williilbuon and complement: leadership
programs; change management training; recruitmeetyelopment and performance
agreements; recognition and reward programs; catpgran and people plan; one the job
coaching; and mentoring.

(b)  Statistics Norway presented the LEAN systerhatwis Lean management
and the importance of Lean culture. The purposinpfementing LEAN was to increase
efficiency of different operations and of the resgoeness in relation to the needs of the
organization and its partners, and improve intearad external communication. LEAN
provides principles, approaches and tools to suppmwstainable and continuous
improvement. It requires openness, creativity ailingness to change among participants,
good management and follow-up. Implementing LEANMuiees heavy and sustainable
involvement of the HR division.

LEAN management overlaps with strategic, academit @ersonnel management. Strong
organizational culture is very important for theesess of LEAN. A culture gap analysis
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was performed in the context of LEAN to identifypgabetween today’s culture and the
culture that should be achieved. The following et drivers were identified: leadership
style; communication; behaviour and work style;amigational structure; “stories” told and
the words and terms used.

(c)  Statistics Sweden presented the papearellent management and leadership
support for putting change management into pracsigecessfully — Why, What, How and
Results Especially relevant to this workshop are managersgstems for excellence and
their relationship to the extensive management laadership support launched in 2013.
The long term target (2020) is to achieve excellewtien it comes to both management
and leadership competence.

(d) ISTAT presented it's risk management procelse process was launched in
2009 and reached full implementation in 2013-20# project was developed following
4 parallel but related paths: organization, trajnend dissemination, risk management
process and information supporting system. Theuatialg of risks includes: survey on
perception; risk identification; risk assessmeptnmunication and reporting. Priority areas
identified included management and administrativeocedures; recognition and
guantification of costs to properly deploy avaikalbésources; integration of management
systems and sector plans; tendering procedurdsnited management and monitoring of
contracts; compliance with regulations and tecHratandards.

D. Session 4: Training and learning

Discussant: Thana Chrissanthaki, Eurostat

9. Papers from ROSSTAT, ABS and Statistics Netherlamele presented in the first
part of the session. A paper from Statistics Kavea provided as a room document.

10. The following points were made during the session:

(@) The paper from ROSSTAT described the orgaioizaif the office and the
kind of training offered to employees. The papeaoalescribed the promotion of official
statistics to high school students and partnershifth Universities. The types of
cooperation with Universities include: target toitj Olympiads on statistics; advanced
professional training of ROSSTAT employees; cultou development and internships
and traineeships. Three federal training classrommsstablished within the system of the
Federal State Statistics Service.

(b)  The ABS presented ti#tatistical Capability Framework: transforming the
statistics capability learning environmenthe framework has three tiers, Tier 1 — Three
statistical dimensions (statistical use, statistieadership, statistical production), Tier 2 —
Main processes (12 categories across the 3 dime)sidier 3- skills required (64 skills
descriptions across the 12 process categories)efiBemf the common framework are
common language; ability to share resources; isegacollaboration to develop and
support learning resources; identification of gtioresource gaps.

(c)  The paper from Statistics Netherlands preskatnew Roadmap for learning
and development. The Roadmap is prepared to corgmployees and managers on
different topics where knowledge can be sharedkitls £an be acquired. The Roadmap is
based on the 70:20:10 philosophy to gradually duoe blended learning. 70 % is
experience on the job, 20% feedback and 10% tmgirinvo reasons for creation of the
roadmap were: i) Bright employees who experiencadibtocks when developing their
skills and experiences, and ii) Difficulties in dimg the right information about learning
and knowledgeable colleagues, etc.
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The map includes three areas which reflect the dmrginess processes; input (data
collection), throughput (data processing) and oufgissemination). In these areas one will
find the relevant competencies, communities andmkedge, each of which has its own

ambassador. The map also includes activities tgp@t the core processes: advice and
support; personal development, and; managementagewment and project management.

Ambassadors can point out which formal trainingugable, and, more importantly, offer

insights to learning by doing. The roadmap (basedSbharepoint2013) is dynamic and

hosted on the intranet in Statistics Netherlands.

11. The presentations were followed by poster sesslpnsDestatis and Statistics
Netherlands.

(@) The poster presentation of Destatis descrilaed E-learning course
introduction to official statistics in Destatis. toonsists of 18 e-learning modules on
organizational and legal subjects and statisticad anethodological foundations. The
duration of the training is about 15 hours. Theaidehind this project is to train new
academic staff, encourage mobile learning and cemeht traditional forms of training.
The challenges faced included guidelines for ITusec of the Federal Government and
establishment of a comprehensive data protectich laarrier-free learning platform,
including convenient access for disabled people.

(b)  Statistics Netherlands presented a projea oaurse organised with Utrecht
University. The course takes place every summed aovers essentials of survey
methodology and analysis. There are two separathul@® each lasting one week. One is
focusing on design, implementation and data pracgsshe other on statistical analysis
and estimation. The benefits for the NSO are: ipiiedge exchange with universities on
design, methods and IT tools; ii) Complementingote&ical and applied knowledge; iii)
Stimulate academic research relevant for the NSE; Recruitment of the course
participants at the NSO; v) Improvement of existi§O courses, use of course material
and exercises; and vi) Networking of the partictgan

(c)  The paper from Statistics Korea on classréeamning versus e-learning was
presented as a room document. It describes diffetygpes of trainings available in
Statistics Korea and their evaluation. It concluttes: i) it is necessary to expand cyber-
learning (e-learning + u-learning); ii) Classroamining should be restructured and include
topics such as Big Data, data linkage, administeatiata, IT, blended learning; iii) it is
important to motivate employees for training; ivVRMT systems should be harmonised;
v) itis difficult to measure the outcome of thaining activities; vi) the quality and content
of all courses, should be addressed in relevaimitigaplans.

12. Inthe second part of the session papers from EatfdSTAT, HCSO and Statistical
Office of Montenegro were presented.

(@) The paper from Eurostat describes the imphtaten of the European
Master in Official Statistics (EMOS). The EMOS mplemented as a label for existing
master programs. The EMOS label stands for thellexce in European statistics and
applies quality standards. There are two typesrofjfammes, one is compulsory EMOS
module which is around 10% of the whole master mogne, and the other one is semi-
elective courses that account for around 30% ofwthele master programme. A call for
interest and preselection of Universities for tHd@S programme was planned to take
place in autumn 2014. The first Master programmik the EMOS label are expected in
the spring of 2015.

(b)  ISTAT presented a paper on the training néedlse NSO in view of the new
European Master in Official Statistics. The papesatibed the Italian National Statistical
System (NSS) which also includes regional and lofédes, and their main characteristics,
technical competencies, competencies, self-evaluatind training needs. The paper
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concludes that not only NSO but also the natiotatistical system could benefit from
EMOS. It will help to strengthen their role as effee support of the policy making and
evaluation process, to strengthen their reputaiimside the administration, to gain
credibility in front of the public, and improve awdl quality of official statistics. To build a
successful EMOS project it is important to: build affective curriculum, to achieve
visibility and clear understanding by potential nssegood reputation, and make it relevant
for the labour market.

(c)  The Hungarian Central Statistical Office mmted the papefowards EMOS
students’ internship in the HCSOrhe HSCO has cooperation agreements with 14
Universities in Hungary and all of them can ben&fim internship program. The HCSO
offers internships to familiarize students with thdture of official statistics, to show the
work of the HCSO, to advertise jobs and to getrtovk possible future employees, and to
increase the reputation of the HSCO.

(d)  The presentation from Montenegro described BRMOS can help tackle
future challenges of the European Statistical 3yst©ne of the strategic goals of
MONSTAT is to strengthen and further educate adstiafive capacities in the field of
official statistics. MONSTAT signed an agreementthwia university in 2013 for
cooperation in different areas of official statisti including the implementation of the
EMOS program. EMOS would significantly contribute the realization of the goals and
progress of administrative capacity in MONSTAT.

E. Session5: Job competencies for the future

Chair: Anna Borowska, CSO of Poland

13. Papers from National Statistical Committee of Ba$arCSO Ireland, ISTAT and
CSO of Poland were presented.

14. The main issues of the discussion were:

(@) The paper from Belarus described the devedoprof job competencies for
the future. This includes setting up group of eigpean different areas of statistics,
legislation and HR management; approving orgaropati arrangement for the
development of professional competency profileeppring guidelines for the development
of professional competencies profiles of the posgi The job profiles will be reviewed by
management. Implementation of the competenciesilggsofvill allow for changes in
recruitment, training and assessment of personnel.

(b)  Central Statistical Office of Ireland preshtthe pape6Skilled staff — the
secret to modernizing statistic3he aim of the CSO is to create an agile worldprc
positioned to deliver in a modern fast moving eowiment. To achieve this goal CSO
prepared the following 3 steps: skills registerptimuous Professional Development (CPD)
and integration. The skill register is used for easing existing skills across the
organization. It allows to capture the level of itakgle skills of employees and to identify
skills gaps. It also allows developing and delirgrimore focused training programs to
meet existing and emerging requirements. The CPpars of the broader CSO 20120
strategy to up-skill staff and improve customewe®r. The aim of CPD is to embrace the
development of statistical, technical and genekillss CPD is regarded as an ongoing
activity throughout the year for all staffs. Onetloé key deliverables of the introduction of
the skills register and CPD is an integrated systehich allows staff members to input
data to the CPD and the skills register on an omgdiasis. The combination of both
aspects will create one dashboard for all inforamatiegarding CPD and Skills Register.
The data from such a system will inform decisionerganization level and ultimately lead

10
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to an agile workforce who will be positioned to idet strong service in a fast moving
environment.

(©) Istat presented the papemew job for statistician: the data scientist. \éi
skills, how to build themThe digital development has made a large amofindata
available to be explored and analysed to build kadge and create value. To benefit from
this development “data scientists” are needed sqguer able not only to simply collect and
report on data, but also able to look at those ftata many perspectives, determine what
they mean and suggest how to apply them. Orgaoimttan either hire such profiles or
train their own data scientists, investing in bungdand developing integrated team of data
scientists competencies.

(d) The paper from the CSO of Poland dealt whk Raising the level of
competencies of the CSO employees through the nipdigon of statistical education
systemIn order to upgrade the process of managing huesgsurces the CSO introduced a
project on management of competencies in 2012. iksut, a book of competence profiles
was prepared, and modifications were made to rmcemt and training in the CSO. There
is a total of 20 competence profiles: 4 mandatowy 45 additional competencies for every
profile.

Training of trainers and a mentoring programme ndi@ted to improve competencies of
CSO employees. Both traditional/classroom, e-legythiended learning and dedicated
PhD studies were used for training of employeess lso planned to create a Statistical
Competency Academy to support modernization of thitistical system and
implementation of the Generic Statistical Busineésscess Model.

Session 6;: Measurement of the outcome of thdRMT activities

Chair: Donna Nicholson, ABS

15. This session was structured as a panel discussiith, the following panel
members: Wouter Jan van Muiswinkel, Statistics Rg#imds, Hans Viggo Saebg, Statistics
Norway, Anna Borowska, CSO of Poland, Antonio Gttai, ISTAT, Thana Chrissanthaki,
Eurostat and Martin Lagerstrom, Statistics Sweden.

16. The panel members were discussing the followingties:
(@) What could be considered to be the three maicomes of HRMT?
The answers to this question included the follgwin

0] It is difficult to define concrete outputs ofRHactivities, but there
should be results at the individual level, for theganizational culture and
concerning leadership. Ideally, a main outcome ddod to ensure a shared culture
across the organization for cooperation and coatisumprovement.

(i) It is important to develop management and &alip support at all
levels. This could be as part of an HRMT framewfok the whole organization,
which should also include practical approachesmm to work with various groups
of staff, etc. The HRMT pyramid may give guidancetmw to develop the HRMT
further. The importance on following-up on decisamas underlined.

(b)  What are the practical experiences in meagutie outcome of HRMT
activities, and which are the challenges and (stfal

0] It is not straightforward to measure the outeowr the impact of
HRMT activities, and it may be difficult to justifypending on training activities.

11
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(i)  Istat presented an example of telecommutingergha monitoring
system was set up to assess progress of work affd performance. The main
problem of this kind of monitoring is cost.

(i)  One has to measure both costs and benefiisngasure the benefits it
is useful with clear goals. It may be necessarfiréd measure the knowledge, skills
and abilities already present in the NSO, and asH®s impact on these of any
HRMT activity. However, the method of measurementiucial, as well as the
timing of the measurement (for example, right after training course or one year
after the training).

(iv)  Inthe European Statistical Training Program{8&TP) courses there
is a follow-up 6 months after the course, askindiggants what they retained from
the course for their work. Both individuals and mgers are asked to evaluate the
benefit of learning.

(v)  While it is easier to measure costs and benefitraditional training,
other types of training/learning are more diffictdt capture. It is difficult, e.g., to
measure informal learning which constitutes 70%albflearning. Internal quality
reviews may be used to map the effects of learning.

(c) Measuring the cost/benefit of HRMT activities only logical if the
information is then used. What are the experiemgétsusing this type of information?

0] When managers have financial mandates this shdlp ensure
balancing costs and benefits for every activity.

(i)  If available, competency evaluations and sanilinformation are
useful for the development of training plans.

(i)  Statistics Netherlands is working on develogrh of a management
dashboard in the format of an automated personaehgement system. The system
will provide information to managers on daily basis

(iv)  Experiences indicate that monitoring systemséme cases (e.g. on
teleworking) are resource demanding to establishraaintain and, in effect, may
be too costly compared to the potential benefitthhefmonitoring.

Session 7: Strategic directions for the future

Chair: Gabriel Gamez, UNECE

17. The session was facilitated by Nicole Njaa. Paytints were divided into groups to
discuss the following questions:

(@)  Question 1: HRMTSs position with regards tomaging the modernization of
Statistical Office in your country/region: What aper key strengths in this work, and
which which areas should be further developed?

The HRMT workshops have helped to facilitate exgeanf experiences and cooperation
between countries which was considered very us€uohcrete examples of the areas for
development are mentioned in the list of the “stapshe right direction” that will be
implemented by the participants upon return tortNaitional Statistical Offices.

(b)  Question 2: Capturing the learning from eartiessions: What has inspired
us, and what can we implement in the NSOs?

Many participants mentioned that they were inspitad the Roadmap for learning
presented by Statistics Netherlands, Internshipgnamme in the Hungarian Central
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Statistical Office, summer school collaboration hwitUniversities in Netherlands,
presentations on competencies and training andepta&son on the culture in the
organization, that organization should have oneezand one common theme.

In the short term most of the participants indidatieat they will communicate to senior
management results of this workshop, and will askte implementation of different steps
in the right direction mentioned below.

(c)  Questions 3: The first step in the right diil@t. What activity would we like
to start with when coming back, and what could teppsed for future work on HRMT?

The participants identified the following possilfiest steps in the right direction: Inform

senior management about the content of the worksRmmmunication among staff:

communication plans; Internships in the NSO; Depaitethodology for staff motivation;

Collaboration with Universities and summer schoddslearning: to develop e-learning
plans and systems; Implement blended learning; eSkalearning programs between
organizations; Development of competencies andsskskill gap analysis, surveys and
other tools to assess competencies; Implement reysiE exit interviews; Develop

indicators to measure output of HRMT activitiesyBlep methodology of staff motivation;

Develop internal training systems, share experieamoeng countries; Formulate strategic
learning and development plans; Implement introglyctcourse for new employees;
Change management and culture change; Developmakagement; Modernization of
statistical production.
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