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Introduction 

This document was prepared for the Government Skills directorate of 
Government People Group in August-October 2024 by a research team at 
Cambridge University Faculty of Education led by Professor Riikka Hofmann. 
Government Skills is part of the UK Cabinet Office, and brings together all the 
central Government teams responsible for training, learning and development, 
including leadership and management and accelerated development schemes 

To inform this work, based on desk-based research, this report provides an 
overview of approaches to learning, development, and skills across high 
performing international civil services and other UK public sector organisations. 
This report is based on publicly available information regarding the cases 
presented and may not provide a full picture of their policies and practices. We 
also acknowledge thatevidence of implementation in practice is not always 
available. However, we aimed to provide an accurate, insightful overview by 
consulting multiple sources and selecting reputable, up-to-date resources to 
provide the most publicly available, accuraterepresentation of the current 
learning and development landscapes in the organisations studied. A list of 
relevant benchmarking dimensions was first agreed with the Cabinet Office (see 
Annex 1), which includes dimensions of interest for Government Skills and those 
grounded in evidence and theory.

Four countries and two UK public sector organisations were then selected for 
the benchmarking analyses. These were: Australia, Canada, Sweden, Singapore, 
and the UK NHS, and Policing. These four countries were selected to offer a 
range of insights and learning opportunities from countries with broadly 
comparable economies and public sector systems, and publicly available 
information (in English) about their approach to skills development, which would 
nonetheless include a range of approaches to civil service learning, as well as 
two UK-based organisations which are both large-scale, with a range of roles 
and significant continuous skills development and professional learning needs.



How to use this report? 
This report serves a dual purpose. On the one hand the reported policy 
elements represent a snapshot at a particular point in time of what is being 
reported in the countries and organisations discussed. They offer evidence of 
what is taking place at that point in time and how. In this sense this can be 
read as a traditional report, either as a full document, or more selectively for 
evidence for specific benchmarking dimensions or cases. Inevitably the 
evidence provided is partial as it relies on published documents and planned 
actions/outcomes, with evaluation of that evidence limited by the level of 
evidence-generation of impact undertaken and published in and by the cases 
themselves.

On the other hand, and perhaps more importantly, the reported cases have a 
wider relevance not restricted to the specific time, selected case and 
evidence of outcomes. Namely, they offer an evidence-based illustration of 
the range of ways in which key dimensions of skills development in public 
sector contexts can be thought about, organised and implemented. In this 
sense this evidence does not aim to provide an ‘answer’ as to how things 
should be done in the UK; instead, it provides new evidence-informed ideas 
and frameworks for thinking about skills development in UK public service 
and beyond. We have aimed to capture this aspect through a set of Reflection 
Questions this report’s research has given rise to. We hope these reflection 
questions will invite and enable a critical dialogue about skills development in 
UK Government, offering new insights, angles and examples to think with. We 
envisage this report hereby to be used not as frozen collection of facts but 
as living thinking tools to be read with colleagues, prompting and guiding 
ongoing conversation about how skills development and professional learning 
is organised and why, with what possible benefits and disadvantages, and 
how it could be conceptualised, organised and evaluated differently.

This document includes:

1. An overview, comparison table of the countries and organisations.
2. A set of reflection questions to guide conversation and decision making.
3. Individual case studies on Australia, Canada, Sweden, Singapore, the UK 

NHS, and Policing, supplemented with additional details in an Annex where 
necessary.



Central 
management by the 
School & 
collaboration with 
other external 
institutions

Development 
funding requires 
proof of improved 
job prospects, with 
ongoing support 
contingent on 
meeting academic 
requirements

Overview 

Dimension Australian 
Public Service 

Public Service 
of Canada 

Sweden’s 
Civil Service 

Singapore Public 
Service Division 

UK -Policing UK -NHS

Civil Service 
Workforce size 

177,442 367,772 244,535 150,000 150,000 

National 
Workforce Size 

14.2m 22.0m 5.1m 2.4m 33.4m 

1) Money USD $53m+ on 
learning 
platform 
contracts 
(2023) 

USD $47.8m 
-Canada’s School for 
Public Learning 
Budget (2024) 

USD 
$577.6-866.4m 
in L&D grants 
for all workers 
(incl. civil 
servants) 

USD $68.7m 
expenditure for Civil 
Service College (FY 
2022) 

No figure found 

2) Return on 
investment / 
effectiveness 
measure 

A national 
Evaluation 
Framework is 
suggested 
(criteria: 
efficiency, impact, 
relevance, 
flexibility, and 
accessibility), 
with flexibility for 
how this is applied 
to each learning 
programme 

Evaluation of 
perceived relevance, 
teaching quality, 
needs addressed, 
skills assessment, 
accessibility, and the 
number of projects 
completed across 
various agencies and 
departments 

Data collection on 
participants’ 
self-rated learning 
engagement, 
learning value, and 
confidence in 
application on a 1-5 
scale. Some 
programmes test 
for comprehension 

System-level 
monitoring of standards 
for workforce racial and 
disability equality, and 
ratings from the Care 
Quality Commission; 
External evaluations, 
e.g. reviewing 
‘perceived efficacy of 
learning’ on Blended 
Learning Programme 

Monitoring through 
professional 
development review 
(PDR), alignment to 
competencies and 
values framework, and 
accessibility of PDR for 
those with protected 
characteristics 

3) Centralised 
planning / 
provision, 
in-house / 
outsource 

The APS provides 
“craft skills” training 
(training of “core 
skills” for civil 
servants) across 
APS; substantial 
external providers 
engaged for training 
at agency level

Several external 
institutions, including 
universities, labour 
unions, and online 
platforms, as well as 
central agencies like 
The Swedish Agency 
for Government 
Employers (SAGE)

Central planning & 
provision via the Civil 
Service College; 
some external 
providers engaged 
for e-learning options 

Mostly central, from 
collaborating organisations 
(NHS England, Health 
Education England and NHS 
Digital). Some external 
provision e.g. for Masters 
and Doctoral role-related 
study, and for Allied Health 
professional placements

Central leadership 
curriculum, prioritised 
and delivered by 
individual forces; 
practice-based guidance 
centralised and provided 
by Authorised 
Professional Practice 
(APP) 

Currency is reported in most international reports in USD which has been retained here for accuracy and comparability, other than when 
reporting UK figures we retained in local currency. 

£333pp/year 
(equivalent) for 
CPD (2020/21)

1

1

33.4m

1,300,000



Employees must meet 
specific criteria for 
development funding, 
while SAGE courses 
are tied to position

Targeting unclear; 
wide range of 
programmes are 
provided for every 
grade level

Dimension Public Service of 
Canada 

Singapore Public 
Service Division 

UK -Policing UK -NHS 
Australian 
Public Service 

Sweden’s Civil 
Service 

4) Prescription/ 
self-direction 

Agency-level skills 
shortages identified; 
mandatory training 
required, with 
options for 
additional 
self-directed 
learning 

Training requirements 
vary by role, with 
mandatory courses 
for specific positions 
and optional courses 
for personal 
development 

Training is 
mostly 
optional, with 
variation by 
organisation 

Public officers 
self-register for 
training with agency 
approval; some 
programmes are 
mandatory; AI-tools to 
personalise learning 
recommendations 

Mandatory for 
revalidation -every three 
years for nurses and 
midwives, with options for 
meeting requirements; 
every 5 years for doctors 

Mandatory engagement 
in PDR and the ‘police 
leadership programme’ 
but can meet standards 
in diverse ways 

5) Targeting of 
investment 

Targeting unclear; 
60% of employees 
used APS Academy 
in 2022-23 

Training mostly tied to 
position / career 
milestones, with other 
initiatives for 
leadership & 
underrepresented 
groups 

Targeting for racial and 
disability equality, and 
leadership routes; can 
apply for time and 
money for work-related 
study 

All engage; targeting for 
those in 
underrepresented 
groups; ‘fast-track’ 
routes for entry and 
leadership 

6) Key career 
milestones 

Limited 
information 

Training tied to: new 
hires, first-time 
managers, functional 
specialists; additional 
training for leadership 

SAGE training tied 
to: 
managementand 
HR focusing on 
areas relevant 
across agencies 

Training tied to: new 
hires, manager, 
middle manager, 
director, and public 
sector lead 

Training for entry 
routes and accrediting 
advanced practice 

Focus on expanding 
entry routes; 
progression through 
leadership stages 

7) Modes of 
delivery 

Various modes 
offered; unclear in 
which cases online 
or in-person is 
selected 

Various modes 
including in-person 
classes, workshops, 
lectures, and online 
courses 

Various modes 
offered; unclear in 
which cases online or 
in-person is selected 

Most courses offered 
online, some blended 
options for entry training 
and Allied Health 
Professional placements 

Most courses offered 
online; APP practice-based 
guidance online; coaching 
in-person or online; some 
immersive learning 

8) Digital Digital skills uplift 
strategy in place; 
use of digital tools  
in learning varies 
by agency

Sweden’s digital 
skills exceed EU 
averages; several 
initiatives ongoing to 
address technology 
stress and advance 
AI in public services

Several initiatives in 
place. Example tool: 
One Talent Gateway 
(AI-powered 
platform with 
learning 
recommendations)

Digital identified as 
critical in 2024 Darzi 
report, and one of 
three areas of reform 
in a projected 
government 2024 
10-year plan

There is a ‘science and 
technology strategy’ 
related to practice and 
training 

Several initiatives in 
place, notably the 
Digital Academy with 
the main goal of 
applying digital 
innovation

Most courses offered 
online in various 
modes, with in-person 
offered in Ottawa and 
Ontario regions only



Dimension Australian 
Public Service 

Sweden’s 
Civil Service 

Singapore Public 
Service Division 

UK -NHS UK -Policing Public Service of 
Canada 

9) Time No set time 
dedicated 
for training 

Flexible training 
durations, from brief 
activities to 
months-long 
programs 

Full-time training 
and individual 
learning and 
development 
funding for up to 
44 weeks and 
extended for 
part-time study 

Mandatory 100 hours 
of training per year 

Revalidation required 
every three years for 
nurses and midwives, to 
include 35 hours 
Continuing Professional 
Development 

No figure found for 
allocation; some APP 
programmes suggest 
hours per year, per topic. 
Some programmes have 
set durations 

10) 
Continuous 
improveme nt 

Continuous 
learning 
highlighted in 
strategic plan and 
steps taken for 
culture shift 

System-level: 
monitoring learning 
goals completion, 
collaboration with 
universities for 
research findings on 
public policy; 
Individual level: 
promoted through 
concentrated learning 
paths and “functional 
communities” 
(informal learning for 
employees with 
similar work 
purposes)

System level: 
assessments, 
forecasting to 
guide skills 
development, 
supported by a 
strategy 
emphasising 
continuous skill 
growth; Individual 
level: Learning 
and development 
grants awarded; 
strong learning 
culture 

70% of learning is 
expected to be 
experiential 
(compared with 10% 
on formal learning)

Individual and 
system-level: 
Evaluations, e.g. of 
Blended Learning 
Programme; 
Self-assessment by 
placement providers, 
and ‘evidence-based’ 
guidance for allied 
health professional 
placements; Promoted 
through concentrated 
routes (e.g. Clinical 
Leadership 
programmes; Academic 
Clinical Fellows) 

System-level: What 
Works Centre reviewing 
evidence for continuous 
quality improvement; 
‘Pillar’ to ‘embed a 
culture of continuous 
improvement’; APP 
guidance training 
explicitly embeds and 
cites academic and 
policy evidence in 
training material; 
Individual level: 
recognising diversity in 
evidencing leadership 
through in-job work 
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Reflection questions
Dimensions Reflection questions

0. Approach 1. How should the size and geographic spread of the workforce inform the strategy of 
workforce development?

2. In the context of the UK Civil Service, what would be the potential benefits and 
challenges of allocating funds directly to departments or providers (as done in 
Singapore with its Civil Service College) compared to providing individual employees 
with a yearly learning stipend in Sweden, or using another funding mechanism?

3. From whose perspective is training effectiveness measured? 
a. Is it monitored at the organisational/systems level, as seen in UK departments, 

or evaluated through individual participant feedback, as practised in Singapore 
and Australia? 

b. How could the UK civil service go beyond these examples to connect these 
dimensions?

4. How consistently is training effectiveness measured across different courses?
a. For example, is there a standardised evaluation process, such as using the same 

feedback form across organisations, as is the case in Australia, Canada, and 
Singapore and how might this help identify patterns of engagement, learning and 
types of effective training provision?

5. What is the timeline for measuring training effectiveness, and how does the 
measurement method relate to this timeline?
a. For instance, quizzes or tests may be administered immediately after a course to 

assess comprehension, participant feedback may gauge perceived relevance and 
usefulness, while longer-term indicators (e.g., increased productivity or adoption 
of new tools) may be evaluated after a longer period and are challenging to link 
back to specific training provision (though the benchmarked organisations did not 
appear to use this method).

6. In the UK civil service context, what would be the potential benefits and challenges 
of having L&D planned and delivered in-house versus outsourcing to third-party 
providers? Consider:
a. Centralised planning and (mostly) centralised provision: e.g., Singapore, which 

has a college, but allows for departments to request a specific course be 
delivered to their department (as is, or tailored) and includes third-party 
offerings (e.g., LinkedIn Learning on its online learning platform).

b. Blended: e.g. Canada, which has both the School of Public Service and other 
partners such as universities or governmental agencies involved, working 
together on the curriculum and training delivery.

c. Mostly decentralised with some centralised training offered: in Sweden learning 
is mostly done on the agency level and via collaboration with external partners 
with SAGE offering some courses for employees across organisations.

1. Money

2. How 
effectiveness 
of training is 
measured

3. Degree to 
which planning 
and delivery of 
learning and 
development is 
centralised 
versus 
decentralised ; 
balance of 
in-house 
delivery versus 
outsourcing
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7. What are the advantages and disadvantages of using partner organisations or offering 
individual department loans compared to centralised training? For instance, how does 
in-house delivery ensure control over content, while outsourcing can offer scalability but 
risk duplication?

8. Which portions of training content are best delivered centrally, and what should be 
specific to individual agencies or departments?
a. For example, Australia delivers ‘core skills’ which all public servants should have, and 

other specific training is organised by agencies.

9. What types of third parties deliver outsourced training, and what benefits do they 
bring? Consider options like third parties which offer:
a. Easily integrated learning programmes: for example, Singapore’s Civil Service 

College’s digital learning platform includes offerings from LinkedIn Learning, Udemy, 
and Harvard Business Publishing.

b. Expanded geographic reach: Australia has partnered with regional universities to 
deliver entry-level digital and data programmes into their communities. The goal is to 
enable Australians looking to work in public service to develop their skills and digital 
roles, without having to leave their communities.

c. Expertise: The Canadian School of Public Service collaborates with Indigenous 
communities, universities & policy centres as well as public servants and former 
members of the government and civil service who serve as “faculty members” and 
co-create courses.

10. What are the key reasons for outsourcing training? When outsourced training is used, 
how can these be evaluated consistently with in-house training?

11. How does mandation vary by:
a. Content: is certain training (e.g., onboarding, compliance) more likely to be mandatory, 

while other topics are optional?
b. Seniority: Are junior employees more likely to be required to complete mandatory 

training, or is mandatory training more common for managers and senior leaders?
c. Function / profession: How do different roles or professions within the civil service 

affect the need for mandatory versus optional training?

12. What factors drive mandation?
a. For instance, are training mandates influenced by individual, team, or 

department-level skills assessments (as in Australia), or by external factors like public 
expectations, competitor offerings, or the need to attract/retain talent? For example, 
all NHS nurses and midwives must ‘revalidate’ every three years, through mandated 
number of hours CPD, but there is flexibility as to the focus of these hours. For 
doctors, revalidation is required every five years, based on annual appraisals of 
practice.

13. To what extent do cultural differences affect the approach to mandatory vs. 
encouraged learning? How do cultural factors at the national level influence the balance 
between mandating or encouraging learning, and does this limit the ability to apply 
certain training solutions across different contexts?
a. For example, Sweden seems to have a broad work culture of encouraging learning and 

has good results in terms of the number of employees in training but there is limited 
information on mandatory training.

4. Degree of 
prescription: 
Mandated 
versus 
Self-Directed 
Learning
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b. On the other hand, while Australia has a strategic goal of encouraging a culture of 
learning, there is no set time for learning and development, which creates challenges 
for supervisors who must trade off making time for learning to help build team 
capability with capacity to deliver. Some employees report having no individual budget 
for learning, which is another barrier as internal approvals are required for paid 
learning opportunities

14. What learning opportunities are available at different career milestones and how 
balanced are those across the career pathway?
a. For example, UK Policing has a ‘leadership at every level’ approach, with five stages 

and standards to be met to reach to move up. This recognises ‘leadership’ is not just 
a requirement of those at the top, but to “help ensure that all officers and staff, 
including those in frontline roles, are equipped with the leadership skills necessary 
to look after their colleagues effectively and deliver a good service to the public” 
(College of Policing, 2023, p. 15).

15. How visible are available learning routes at all career stages?
a. For example, in UK Policing, all staff enter the five-stage leadership programme. The 

programme is aligned to a ‘Competency and Values Framework’, to which all 43 
forces must comply by May 2025, which is monitored and evidenced through 
‘regular’ discussion with line managers in Professional Development Review (PDR).

16. How visible is the targeting of investment, or is investment portrayed as equal for 
all?
a. For example, Canada’s focus on underrepresented groups provides clear targeting, 

whereas in Australia and Singapore, this targeting appears less visible.

17. How are staff from underrepresented groups given opportunities for additional, 
tailored support?
a. For example, both the NHS and UK Policing have programmes, standards and/or 

markers to support and track a rebalancing of inequalities in workforce diversity, 
particularly related to disability and race.

18. Where investment is targeted for leadership progression, who is given access and 
how is that decided?
a. For example, UK Policing has two ‘fast-track options’ - one for constables and one 

for senior managers. For both fast track options, individual forces decide whether to 
participate and select potential candidates for national assessment.

19. What is the balance of training offered for senior positions versus junior or 
entry-level roles?
a. For example, progression through the five stages of the UK Policing’s leadership 

programme has standards tailored to level of seniority. Executive coaching is also 
offered for free to those on these more senior leadership stages - coaching is 
available for everyone, but is a ‘paid-for’ option for those at other stages on the 
leadership programme.

b. In Canada, there is mandatory training for all newly appointed public servants, 
functional specialists and first-time managers, with managers being required to 
complete the most training hours.

c. In Singapore, some programmes are tailored to public servants by seniority, for 
example: middle management, manager, senior management, senior officer, and 
support officer.

5. Targeting of 
investment

6. Key career 
milestones
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20. How does the type of training affect considerations regarding the mode of delivery?

21. All case studies show mixed modes of delivery. What challenges or advantages does 
the UK civil service face when determining the most appropriate delivery method, 
considering factors like geographic range of target employees, seniority level, 
accessibility and other participant needs, content, pedagogical considerations, and 
additional benefits from training participation (such as networking)?
a. For example: Canada limits its in-person training to major cities (like Ottawa).

22. What are the benefits and challenges of allowing participants to choose their mode 
of delivery?
a. For example, whilst the large majority of training by UK Policing is online, coaching is 

offered online or in-person, as chosen by individuals, perhaps reflecting a need for a 
more tailored approach for personalised support. Looking at a wider scale but 
utilising technological developments and considering benefits of different modes 
purposefully, ‘immersive learning’ is developed by Policing to “Recreat[e] the reality 
of critical incident management … Our portfolio covers public order, sexual offences, 
cybercrime, safeguarding and multi agency collaboration.” (College of Policing, 2022)

23. What are the inherent and contingent benefits of both online and in-person 
provision and what resource is required to ensure contingent benefits are achieved if 
delivering training online?
a. An evaluation of the Health Education East of England Blended Learning Platform for 

doctors-in-training showed that both (in-person and remote/online) modes of 
delivery had inherent benefits that typically could not be achieved by the other form 
of training (accessibility over time and place for remote mode; fortuitous learning 
opportunities from unplanned discussions with new people, e.g., about difficult 
aspects of work, in in-person e.g., during breaks/waiting time). It also showed that 
many benefits potentially afforded by remote online delivery mode require 
significant resource to materialise.

24. What are the primary goals for using digital tools in the workplace? For example:
a. To improve the innovation and work efficiency (e.g. Canada);
b. To mitigate against technological stress (e.g. Sweden);
c. To improve the skills of some employees (e.g., for the NHS in 2020 and onwards, 

there was online training to bolster employees working in roles and specialisms they 
did not originally train for; for UK Policing, ‘immersive learning’ is used to give 
formative experience of possible risky or volatile scenarios that could not easily or 
ethically be created in person, to anticipate future real situations);

d. To diagnose individualised learning needs (e.g., Singapore).

25. To what extent is time for training mandated or set aside for different employees?

26. How is time for desired but non-mandatory training protected in principle and in 
practice, and how and to whom is it communicated?

27. To what extent is there an institutional or cultural context within which time for 
training is protected, expected, or made mandatory?

7. Modes of 
delivery

8. Digital

9. Time
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28. How does a culture of continuous learning translate into practice? If continuous 
learning is a cultural goal or aim, how does that translate to practise?
a. For example: in Sweden, employers, trade unions, and educational institutions work 

together to perform skills needs assessments;
b. For example: The NHS has a ‘Leadership Academy’, alongside clinical leadership and 

academic clinical fellow roles, routes and protected time: to focus not just on the 
development of the individual, but of supporting individuals’ work to enable 
embedded, system-level and systematic understanding of change and improvement.

29. For example: Canadian School of Public Service collaborates with universities to 
access research on public administration, making sure that civil servants have access 
to the latest relevant research findings.

10. Continuous 
improvement or 
continuous 
quality 
improvement
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Australian Public Service

Approach: Centralised planning and provision of ‘core’ skills, complemented by agency-specific L&D 
teams.

There are 177,442 employees at the Australian Public Service (APS) (APS Commission, 2023), equal to 
roughly 1.1% of the country’s workforce (Australian Bureau of Statistics, 2023). The APS Learning 
Board is responsible for operationalising the APS Learning and Development Strategy and APS Learning 
and Development Action Plan. The Board meets four times a year and must: translate priorities for 
APS capability development set by Secretaries Board; update Secretaries Board on Academy 
performance, as well as strategic insights and trends relevant to APS performance and capability; 
provide clarity on roles and responsibilities of all contributors to APS capability development, in 
order to reduce duplication and increase efficiencies across the APS; and provide direction to the 
APS Academy and APS Academy Faculty in order to deliver a one-APS approach to building capability. 
These bodies are listed in Annex.

The APS Commission (APSC) and National Skills Commission develop annual APS-specific skills 
forecasts, published through the yearly State of the Service Report.
Beyond the Learning Board, there is a range of stakeholders (see also Annex 2). Notably:

1. The APS Academy, a networked model that provides central learning offerings (resources, 
courses, events, and experiences) focused on capabilities that are core to the APS to increase 
impact and reduce duplication (Australian Public Service Commission, 2021).

2. Agency L&D Teams, which are responsible for the L&D activities by agency.
3.  APS Professions (Data, Digital, HR, Procurement and contract management, Evaluation, and 

Complex project management), which provide knowledge sharing, peer-based learning, career 
development, online community, mentorship opportunities, training, and events for APS 
employees who align themselves with one of the three professions.

1. Money: USD53m+ (AUD$80m+) spent on learning platform contracts (2023); budget sometimes 
reported as a barrier for learning.

While there is no publicly available budget figure on the total investment in learning and development 
across the APS, the APS spent AUS$80m+ on learning platform contracts (Australian Public Service 
Commission, 2024a, p. 89), equivalent to AUD$451 per employee. Learning platforms are systems or 
platforms used to deliver educational content and training programs to employees.

While learning is sometimes mandated (e.g., onboarding or by team), APS employees can voluntarily 
enrol in learning. However, a July 2024 APS report found that a lack of budget was a barrier to 
learning for APS employees, with some employees “having no individual budget set aside for 
learning” (Australian Public Service Commission, 2024a, p. 22). The APS Academy reports that paid 
opportunities present “a major barrier to being able to access learning. This also means an internal 
approval process is needed to complete a course through APS Academy” (Australian Public Service 
Commission, 2024a, p. 41).

https://www.apsc.gov.au/initiatives-and-programs/learning-and-development/aps-learning-board
https://www.apsc.gov.au/sites/default/files/2021-07/Australian%20Public%20Service-Learning%20and%20Development%20Strategy.pdf
https://www.apsc.gov.au/initiatives-and-programs/aps-professions
https://www.apsc.gov.au/initiatives-and-programs/learning-and-development/aps-academy
https://www.apsc.gov.au/learning-and-development/highly-capable-future-ready-aps-learning-and-development-action-plan
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2. Effectiveness measurement: Training is measured against efficiency, impact, relevance, flexibility, 
and accessibility, but evaluating learning can be challenging. 

The APS Learning Evaluation Framework, published in 2022, provides guidance for learning 
practitioners across the APS to evaluate the learning initiatives they offer. The Framework suggests 
measuring effectiveness against the following criteria: efficiency, impact, relevance, flexibility, and 
accessibility, and it also provides key evaluation questions that practitioners can use to measure 
each of those dimensions. The framework suggests collection of feedback through questionnaires, 
focus groups, case studies, one-on-one interviews, pre/post-programme participant testing, and 
user observations, though the framework itself does not provide tools for these. Instead, the APSC 
provides a Learning Evaluation Handbook to guide learning evaluation, with suggested questions, 
criteria, and checklists to review the evaluation itself. There is limited public information on how 
learning is measured and the extent to which it aligns to the criteria and methods listed above.

In 2022-23, the APS Academy reported that post-course participant feedback showed: 92% found 
Academy courses relevant to their work, 94% intend to implement learnings from their Academy 
course, 88% would recommend their Academy course to others, and that 90% report that the course 
was valuable in building their capability (Australian Public Service Commission, 2024b). However, a 
2024 report of APS Learning experience showed that L&D staff reported “limited time or capability 
to do evaluation of learning” and that there were low response rates for learner feedback (Australian 
Public Service Commission, 2024a, p. 71). The report found that L&D staff would like the opportunity 
to get more user feedback to drive improvements, and that a lack of evaluation data means a lack of 
evidence to inform decision making (Australian Public Service Commission, 2024a, p. 71). The report 
also notes: “when learning providers are engaged, they usually evaluate up until the teaching stops. 
However, the impact of learning comes further down the pipeline when learning is applied and there 
are business benefits” (Australian Public Service Commission, 2024a, p. 71).

3. Planning and Delivery: Core capabilities are provided centrally; agencies provide agency-specific 
capability training often through third parties.

Some learning is centralised: The APS Academy provides learning offerings focused on capabilities 
core to the APS called ‘APS Craft’ (these include integrity; working in government; engagement & 
partnership; implementation & service; strategy, policy & evaluation; and leadership & management); 
these training events, guides, resources, links and tools are available to all agencies. APS 
Professions provides knowledge sharing, peer-based learning, career development, online 
community, mentorship opportunities, training, and events for APS employees who align themselves 
with one of the six professions (Data, Digital, HR, Procurement and contract management, 
Evaluation, and Complex project management).

Capacity issues have been raised with the APS Academy (Australian Public Service Commission, 
2024a, p. 86), along with other limitations (see Annex 2).

https://www.apsc.gov.au/initiatives-and-programs/learning-and-development/learning-evaluation-aps
https://www.apsc.gov.au/initiatives-and-programs/learning-and-development/learning-evaluation-aps
https://www.apsacademy.gov.au/node/63
https://www.apsacademy.gov.au/node/63
https://www.apsacademy.gov.au/node/63
https://www.apsc.gov.au/sites/default/files/2022-06/Learning%20evaluation%20framework%20handbook.pdf
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APS Academy Campuses

The APS Academy has established APS Academy Campuses, a partnership with 
universities in regional areas to deliver APS entry-level digital and data programmes 
into their communities. The goal is to enable Australians looking for a career change 
and students in regional areas the opportunity to build their skills in data and digital 
roles in the APS, without having to leave their communities (Australian Public Service 
Academy, 2024a). As part of the programmes, participants will receive a certificate 
upon completion (e.g., a Certificate IV for those who complete the Digital Apprentice 
Program) and be employed members of the APS and most programmes come with a 
guaranteed permanent position in the APS at the end) (APS Academy, 2023).

For agency-specific capabilities, Agency L&D teams are responsible. Agency L&D capability 
is often outsourced, given the “lack of capability in [...] learning design, evaluation, and 
technical administration” (Australian Public Service Commission, 2024a, p. 64). Agencies 
spent 97.1% of the AUS$80m spent on APS learning platform contracts in 2023 (Australian 
Public Service Commission, 2024a, p. 89), and have an opportunity to negotiate these 
contractual relationships with multiple agencies and to reuse and share APS developed 
learning material (Australian Public Service Commission, 2024a, p. 90).

4. Level of prescription: Employees have mandatory and elective training options; agencies 
are reviewed individually for skills shortages at the agency level.
All learners must complete mandatory training for their agency, and this is sometimes 
linked to performance agreements and annual pay progression (Australian Public Service 
Commission, 2024a, p. 50). Some of these mandatory training experiences were
“engaging and relevant”, others completed the training “just to comply with business 
needs” (Australian Public Service Commission, 2024a, p. 50).

Individual employees may “seek out their own learning opportunities without needing to 
seek approval” (Australian Public Service Commission, 2024a, p. 21). Employees “either 
self-enrol themselves through a learning program, are automatically enrolled for 
mandatory training or are enrolled by others in learning opportunities” (Australian Public 
Service Commission, 2024a, p. 23). These opportunities can be found on agency intranet or 
learning management systems, which provide links to APS Academy and external learning 
(such as LinkedIn Learning, CORE Cultural Learning, Go1, SBS Learning, TED Talks, ANU 
scholarships and Mind Tools) (Australian Public Service Commission, 2024a, p. 47).

In 2023, the APS began completing Capability Reviews of individual APS agencies. These 
reviews provide an external view of areas of improvement for each agency, which agencies 
could then craft a plan around (see for example: APSC’s review response, Department of 
Health and Aged Care’s Action Plan). 

Agencies also self-report yearly in the APS Agency Survey and employees also self-report 
yearly in the APS Employee Census. These surveys include the identification of critical skills 
shortages and missing capabilities (Australian Public Service Commission, 2023).
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5. Targeting of investment: Roughly 60% of employees used APS Academy in 2022-23.

Limited information is available on whether and how investment is targeted at specific 
groups within the APS. The APS Academy reported learner engagements of 104,564 in 
2022-23 (exceeding the target of 32,000) (Australian Public Service Commission, 2024b), 
meaning roughly 60% of APS employees had used the APS Academy.

6. Key career milestones: Limited information available.

7. Modes of delivery: Range of modes and structures offered, unclear in which cases online 
or in-person is selected.

Learning is provided in a bite-sized microlearning, live instructor-led sessions, completing 
projects, group learning experiences, conferences and events, speaking to experts, being 
coached, observing others, and reading books or papers (Australian Public Service 
Commission, 2024a, p. 25).

8. Digital: Digital skills uplift strategy in place; use of digital tools in learning varies by 
agency.

The Digital APS Profession leads the general digital skills uplift across the APS workforce. 
The Digital Profession has published its strategy, and builds on several programmes, e.g.:

• The Leading in a Digital Age program, that has trained almost 300 senior executives to 
lead change through digital ways of thinking and working.

• A career pathways framework, that maps the skills needed to succeed in 150 digital roles.
• The Australian Government’s first Digital Summit, with over 700 attendees from across 

government, industry and academia.
• Emerging Talent Programs that attract graduates, cadets and apprentices into the APS. 

There have been almost 1,400 participants since the program commenced in 2007.
• The Women in IT Executive Mentoring (WITEM) program (including coaching circles) to lift 

representation of women in digital leadership roles. There have been 730 participants 
since the program commenced in 2007.

• A new capability development model that is creating a cycle of continuous learning, based 
on career pathways, on-the-job coaching, and leading change.

The extent of digital enablement of learning solutions differs by agencies. The goal is to 
provide access for all to high quality learning experiences, performance support and 
knowledge sharing anywhere and anytime. See Pillar 4, Technology, of the Action Plan for 
details.

https://www.apsc.gov.au/sites/default/files/2021-03/digital_professional_stream_strategy_final_accessible.pdf
https://www.digitalprofession.gov.au/leading-digital-age-network
https://www.apsc.gov.au/sites/default/files/2021-07/Australian%20Public%20Service-Learning%20and%20Development%20Action%20plan.pdf
https://www.dta.gov.au/government-architecture/domain-and-capability-model
https://www.digitalprofession.gov.au/node/50
https://www.digitalprofession.gov.au/node/44
https://www.digitalprofession.gov.au/node/44
https://www.digitalprofession.gov.au/node/40
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Opportunities that L&D staff and leaders would like to explore

“Ability to create pathways for learners. HR system integration to support learners 
with individualised journeys and managers with targeted development solutions. More 
opportunities for flexible learning on the job (rather than going through training 
modules). Access to collaborative tools to support online learning. Whole of 
government secure video hosting platform to enable fast and stable video streaming 
access. Ability for learners and supervisors to personalise their learning dashboard. […
] Leaders shared a range of technology they are interested in exploring including: 
Generative AI, Learning pathways, Immersive learning experiences, Curation of 
learning, Flexible delivery of learning, and Extended reality.” (Australian Public Service 
Commission, 2024a, p. 79).

9. Time: No set time for L&D, therefore, requires supervisor prioritisation of learning. 

There is no set time for learning and development. Instead, “many [APS employees] have a 
said or unsaid agreement with their supervisor that they manage their learning time around 
work commitments. Many learners are free to manage their own learning and make 
decisions about the content or provider, and may only need to check the timing or if there is 
a cost.” (Australian Public Service Commission, 2024a, p. 21).

However, the need for allotting time for learning and development is challenging; 
supervisors reported “need[ing] to make time for learning to help build capability. This may 
mean temporarily reducing capacity to deliver and invest in the future” (Australian Public 
Service Commission, 2024a, p. 23). Employees reported challenges due to “work pressures” 
resorting to “blocking out specific days or time for learning, after hours learning or even 
taking leave for learning” (Australian Public Service Commission, 2024a, p. 24).

10. Continuous improvement: Continuous learning highlighted as a cultural goal. 

The APS Learning Quality Framework and Design Standards published in 2022 encourage a 
culture of continuous individual and organisational investment in learning, sharing of 
learning resources, and partnering across the APS (Australian Public Service Commission, 
2024a). The Culture pillar of the APS Learning and Development Strategy (Australian 
Government, 2021) states that the APS will:

1. Activate (2021-22): Establish expectations of APS leaders, managers and people for 
shared responsibility for continuous learning; Co-create and pilot resources and 
guidance (‘one-APS continuous learning’ toolkit) to enable the APS workforce to develop 
a culture of continuous learning; Contribute L&D resources to support the development 
of the ‘one-APS continuous learning’ toolkit to support the APS workforce to take up 
their responsibility for learning; Adopt the APS L&D Strategy principles and Continuous 
Learning Model; Leverage APS Mobility Framework to support continuous learning 
through work; Leverage APS Mobility Framework Professional standards for HR, Digital 
and Data Professionals require commitment to continual learning to support continuous 
learning through work.

https://www.apsc.gov.au/initiatives-and-programs/learning-and-development/learning-quality-framework
https://www.apsc.gov.au/sites/default/files/2022-05/APS%20Learning%20Quality%20Framework%20and%20Design%20Standards.pdf
https://www.apsc.gov.au/sites/default/files/2021-07/Australian%20Public%20Service-Learning%20and%20Development%20Strategy.pdf
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2. Elevate (2023-24): Co-create and implement ‘one-APS continuous learning culture’ 
campaign and toolkit; Champion agency participation in the APS learning culture campaign 
and support agency workforce to participate. Supplement or enhance local initiatives 
already underway; Increase opportunities to learn through work, people and resources and 
transform course-based learning; Work collaboratively as one-APS L&D ecosystem to 
promote an APS continuous learning culture. See APS Continuous Learning Model in the 
Appendix for a visual representation.

Pillar 2 of the APS Learning and Development Strategy (Australian Government, 2021), 
Governance, includes ‘data driven L&D practices’ as a driver of change. Specifying that 
“deep, target and effective consultation” should be used to identify organisational needs 
before developing a learning solution, “that business and learning data will “inform 
practices and decisions across the APS L&D ecosystem”, and that “processes and 
capability” will be developed to enable this “data driven approach” including “needs 
analysis, learning design, and learning evaluation” (Australian Government, 2021). There are 
no readily accessible public resources showing how and to what extent this has already 
been implemented.

While the Action Plan was outlined in 2021, the plan states that detailed planning will occur 
annually “to ensure that implementation remains focused and adaptive to ongoing progress, 
implementation outcomes [...], and changes in our environment and broader developments 
in L&D practice globally.” These detailed annual plans for implementation are not public.

APS L&D Community of Practice (CoP)

The APS Learning and Development (L&D) Community of Practice (CoP) is a 
collaborative network of over 900 L&D practitioners within the Australian Public 
Service, dedicated to sharing knowledge, best practices, and fostering continuous 
learning. Supported by the APS Academy, the CoP encourages practitioner-led 
learning, offering events, newsletters, and networking opportunities to exchange 
insights and develop professional skills. In 2023, 184 new members joined, 
contributing to a diverse and active community focused on improving learning 
outcomes across the APS. The CoP advertises a safe, supportive environment where 
members collaborate, innovate, and continuously enhance their L&D programs. (APS 
Academy Capability, Partnerships and Strategy team, 2024.)

https://www.apsc.gov.au/sites/default/files/2021-07/Australian%20Public%20Service-Learning%20and%20Development%20Strategy.pdf
https://www.apsc.gov.au/sites/default/files/2021-07/Australian%20Public%20Service-Learning%20and%20Development%20Strategy.pdf
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0. Approach: Civil Service development managed by the School of Public Service focused on 
inclusivity, indigenous learning, public sector, transferable & digital skills.

In 2024, there were 367,772 employees working in Canada’s public service (Government of 
Canada, 2024a) with Canada’s workforce size at 20.5 million (Statistics Canada, 2024). 
Professional development is managed by the Canada School of Public Service (CSPS),
(2023a), which supports public service learning at federal departments and agencies. It has 
five distinct business lines organising the curriculum, including: Respectful and Inclusive 
Workplace, Government of Canada (GC) and Public Sector Skills, Indigenous Learning, 
Transferable Skills and CSPS Digital Academy.

1. Money: The School’s budget for 2025 was around USD $47.8m million.

According to the Government of Canada (2024b), planned spending in 2024-25 was at USD 
$47.8m.

2. Effectiveness measurement: Training is evaluated based on perceived relevance, 
teaching quality, needs addressed, skills gained, accessibility, and the number of projects 
completed across various agencies and departments.

The School employs several self-developed tools including learners’ feedback on quality, 
recording attendance, and registering completion by employees and supervisors along with 
knowledge assessment of various kinds when applicable (Government of Canada, 2020). The 
knowledge assessment tools include quizzes, and individual and group exercises which are a 
part of the modules and course specific. Notably, the School also conducts surveys on 
employee identified learning needs, which inform the curriculum and identify barriers to 
participation in learning (reported barriers mostly relate to lack of time for training) 
(Canada School of Public Service, 2023b). It also records how many courses make use of 
innovative approaches in course delivery and how many were delivered in collaboration with 
other departments. It is unclear whether the same tools are used across courses. The 
general effectiveness goals are listed in the figure A3.1 in Annex 3.

3. Planning and delivery: Courses are delivered through a blend of public service faculty, 
external experts, and partnerships with various organisations.

The School organises various courses with:
• “Faculty members” (Government of Canada, 2023a), who are members of the public 

service serving as instructors and facilitators.
• Various external partners, such as:
◦ “Visiting scholars”, who are university professors with expertise on aspects of public 

policy;
◦ “Leaders in learning”, who are executives who host and moderate learning activities;
◦ “Distinguished fellows”, former deputy ministers or assistant deputy ministers with 

whom the School maintains relationships, and who serve as, for example, panel 
members, group discussions moderators, and mentors.

Public Service of Canada

https://www.canada.ca/en/treasury-board-secretariat/services/innovation/human-resources-statistics/population-federal-public-service-department.html
https://www.statcan.gc.ca/en/subjects-start/labour_
https://www.csps-efpc.gc.ca/faculty/index-eng.aspx
https://publications.gc.ca/collections/collection_2023/efpc-csps/SC103-56-2023-eng.pdf
https://www.tbs-sct.canada.ca/pol/doc-eng.aspx?id=32628
https://www.csps-efpc.gc.ca/about_us/currentreport/dp-pm2024-25/at-a-glance-eng.aspx
https://www.csps-efpc.gc.ca/about_us/currentreport/dp-pm2024-25/at-a-glance-eng.aspx
https://www.csps-efpc.gc.ca/index-eng.aspx
https://www.csps-efpc.gc.ca/index-eng.aspx
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Other external partners include Indigenous communities, universities, policy centres, and 
“functional communities” (Treasury Board of Canada Secretariat, 2008), who co-create 
courses and enhance the curriculum.

The Deputy Minister University Champion Initiative (Government of Canada, 
n.d.-a) as a collaborative learning initiative.

A collaboration between the School (serving as the Secretariat) and the governmental 
agency - Privy Council Office (appointing the Deputy Minister Champions) aims to 
foster collaboration between the government and Canadian universities to support 
and share education and research on public administration, making sure that civil 
servants have access to the latest relevant research findings. Deputy Minister 
University Champions promote mid-career public servants to leaders in government 
departments and academic institutions, encourage graduate students to work for the 
public service, and welcome young scholars as guest lecturers at the School.

4. Level of prescription: Training requirements vary by role, with mandatory courses for 
specific positions and optional courses for personal development with some reviewed 
through performance assessments.

Many courses are optional, allowing employees to select those that interest them. 
Employees collaborate with their managers to create and review learning and development 
plans as part of the performance assessment process, as illustrated in Figure A3.2 in Annex 
3. 

Certain learning and development activities are mandatory for specific roles. New public 
servants, first-time managers, and functional specialists must complete training directly 
related to their responsibilities (Government of Canada, 2020). All public servants undergo 
foundational training related to GC and Public Sector Skills, while those in specialised 
roles, such as finance or procurement, receive functional training. Managers are also 
required to complete authority delegation training. Deputy Heads are authorised to 
determine additional learning requirements for their employees depending on the needs of 
particular organisations.

5. Targeting of investment: Training investments include broad, role-specific, and highly 
selective programs for specific groups. 

Many optional courses are available to all employees, while mandatory courses are 
organised by role (see "Key Career Milestones").

Some programs, like the Executive Leadership Development Program (ELDP)
(Government of Canada, n.d.-b) are highly selective, with only 25 annual spots awarded 
through departmental nominations for executives selected through a “talent management 
process”. Additionally, targeted programs such as Mentorship Plus (Government of 
Canada, n.d.-c) support underrepresented groups in reaching leadership positions. Faculty 
members must complete courses on facilitation techniques, adult learning
principles, and learning technologies.

https://www.tbs-sct.canada.ca/chro-dprh/fcf-eng.asp#:~:text=People%20who%20work%20in%20the,at%20least%20one%20such%20community.
https://www.tbs-sct.canada.ca/pol/doc-eng.aspx?id=32628
https://www.canada.ca/en/treasury-board-secretariat/corporate/organization/centre-diversity-inclusion/mentorship-plus.html
https://www.canada.ca/en/treasury-board-secretariat/services/professional-development/executive-leadership-development-programs.html
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Mentorship Plus (Government of Canada, n.d.-c) as an initiative targeted at 
underrepresented groups' members.

Mentorship Plus is a program co-developed with employment equity and 
equity-seeking groups to enhance leadership development for federal public service 
employees from underrepresented groups. This initiative pairs participants with 
executive mentors to help them navigate career advancement, increase visibility in 
informal networks, and access developmental opportunities for executive roles. The 
program includes adaptable mentorship and sponsorship components, which 
departments can implement separately or together. Co-developed through surveys 
and focus groups, it reects the specic needs and aspirations of Employment Equity 
Groups (Government of Canada, 2007).

6. Key career milestones: Role-specific mandatory courses and additional training for 
leadership development.

The courses deemed mandatory for specific roles include learning about government 
operations for newly appointed staff, values, and pay systems and focus on management 
ethics, pay decisions, and HR practices for first-time managers. Functional specialists
(financial officers, materiel managers, procurement specialists and project managers) 
receive targeted training in their specific areas. The table describing specific courses per in 
more detail is available in Table A3.3 in Annex 3 (Government of Canada, 2024c).

Further opportunities for development for leadership include, for example, The Thrive 
Series (2023) (Government of Canada, n.d.-d), which offers online courses on change, 
resilience, and employee engagement, and The Executive Leadership Development Program 
(ELDP) (Government of Canada, n.d.-b), which is available for executives upon departmental 
nomination, strengthens executive networks, shares best practices, and broadens 
perspectives. The figure in Figure A3.4 in Annex 3 illustrates key leadership competencies 
the School is striving to foster.

7. Modes of delivery: Most courses are offered online in various formats, with some being 
offered in person, mostly in Ottawa and Ontario regions.

The School’s Learning Catalogue (Government of Canada, 2024d) features over a thousand 
courses covering topics such as communication, digital skills, diversity, government 
operations, leadership, project management, and well-being. Courses are mainly offered 
online or through virtual classrooms, with a few hybrid and in-person options, aligning with 
the School's goal of learning accessibility.

According to the Learning Catalogue, courses are offered in various formats, including 
video series, development programs, event series, podcasts, articles, mobile apps, and 
applied learning experiences. Programs are organised into learning paths by topic or role, 
such as inclusion or executive development.

The courses are self-paced, instructor-led, or involve a practical component such as
mentoring. Some instructor-led courses are offered in person. According to the Learning
Catalogue, these instructor-led courses are primarily available in Ottawa and Ontario.
Mentoring programs are generally delivered by a combination of online courses and job
shadowing within one’s own organisation, e.g. Aspiring Directors Program (Government of
Canada, n.d.-e).

https://www.canada.ca/en/government/publicservice/learning/treasury-board-mandatory-training-inventory.html
https://www.csps-efpc.gc.ca/thrive-series/index-eng.aspx
https://www.csps-efpc.gc.ca/catalogue/programs/aspiring-directors-eng.aspx
https://www.csps-efpc.gc.ca/catalogue/programs/aspiring-directors-eng.aspx
https://catalogue.csps-efpc.gc.ca/
https://www.canada.ca/en/treasury-board-secretariat/services/professional-development/executive-leadership-development-programs.html
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8. Digital: The School is advancing its digital capabilities by improving access to training, 
emphasising transformative learning experiences, and focusing on essential digital skills 
and innovative practices.

The Departmental Plan 2021-2022 (Government of Canada, 2021a) focused on boosting the 
School's digital capabilities, allowing wider access to courses and materials. The School 
emphasises “learning through doing” and “transformational experiences”, particularly in 
digital skills. The newly implemented digital learning platform, enhanced with advanced 
translation technologies, improves accessibility in both French and English. The Digital 
Academy (Government of Canada, n.d.-f) trains public servants in crucial digital skills like 
product management, Agile, cloud computing, cybersecurity, and AI. Additionally, the CSPS 
Digital Accelerator provides hands-on learning to solve problems and adopt best digital 
practices. The School’s efforts centre on ten key digital skills: user-centred design, regular 
tool improvement, transparency, security, accessibility, staff empowerment, data 
stewardship, ethical design, and extensive collaboration.

9. Time: The School offers flexible training durations, from brief activities to months-long 
programs, with varying durations of mandatory training hours based on role.

The Learning Catalogue offers a range of activities, from materials that can be accessed in 
under 10 minutes to structured programs spanning multiple days. For example, articles and 
short videos can be completed quickly, while programs like the Aspiring Directors Program 
involve several days of in-class training followed by months of job shadowing. Mandatory 
training durations vary based on role: newly-appointed civil servants need 5 hours, 
first-time managers 28.5 hours, and specialised roles such as financial officers, 
procurement specialists, and project management specialists have specific requirements 
ranging from 7 to 25 hours (Government of Canada, 2024c). New federal public servants 
must complete at least two required online courses within six months of their appointment 
(Government of Canada, 2023b).

10. Continuous improvement: The School is dedicated to continuous improvement through 
regular evaluation and updates of learning products and by experimenting with innovative 
teaching and delivery methods.

On the system level, the School is committed to ongoing learning and improvement by: 
continuously evaluating and updating its offerings based on evaluation data and learner 
feedback to ensure relevance and effectiveness and developing its capacity to experiment 
with new teaching and delivery methods, focusing on user experience, self-service data 
tools, and virtual learning environments. It also collects data on training quality through 
surveys on skills improvement after training as reported by supervisors, percentage of 
addressed learning priorities, percentage of participants evaluating training as useful and 
the instructor as effective (see Table A3.1 in Annex 3).

On the individual level, employees are encouraged to participate in learning through
designed learning paths, inclusion of training in performance management goals and
participation in “functional communities,” which promote informal learning among
employees with common work purposes to meet their professional goals (Treasury Board
of Canada Secretariat, 2008). Some courses explicitly tackle data-driven decision making
skills (Government of Canada, n.d.-g) and the use of “scientic evidence for effective
policy-making” (Government of Canada, n.d.-h).

https://www.csps-efpc.gc.ca/about_us/currentreport/dp-pm2021-22/index-eng.aspx
https://www.csps-efpc.gc.ca/about_us/business_lines/digitalacademy-eng.aspx
https://catalogue.csps-efpc.gc.ca/product?catalog=TRN5-E37&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=DDN307&cm_locale=en
https://www.tbs-sct.canada.ca/chro-dprh/fcf-eng.asp#:~:text=People%20who%20work%20in%20the,at%20least%20one%20such%20community.
https://www.tbs-sct.canada.ca/chro-dprh/fcf-eng.asp#:~:text=People%20who%20work%20in%20the,at%20least%20one%20such%20community.
https://www.csps-efpc.gc.ca/ops/faq_forlearners-eng.aspx
https://www.canada.ca/en/government/publicservice/learning/treasury-board-mandatory-training-inventory.html
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0. Approach: Sweden's civil service has a strong learning culture, with development 
opportunities offered by individual agencies, Swedish Agency for Government Employers 
(SAGE) courses and CSN individual learning grants & loans.

In 2024, there were about 244,535 employees in central government Swedish civil service 
(Statistics Sweden, 2024), and the national workforce was around 5 million (EURES, 2023). 
Civil servants are generally highly educated with about 72.2% holding tertiary education 
qualifications as of 2022 (the EU average in 2022 was 52%) and 43.1% public administration 
employees having participated in adult learning in 2022 (16.9% being the EU average) 
(European Commission, 2023). Sweden also has much higher than EU average gender parity 
in senior civil service management positions as well as much younger age structure of the 
civil service in general (European Commission, 2023).

Civil service learning and development in Sweden is delivered through the mix of individual 
grants and loans for professional development managed by The Swedish Board of Student 
Finance (CSN) (Student Finance for Transition and Retraining) (CSN, 2024), agency-specific 
internal training and the training organised by The Swedish Agency for Government 
Employers (SAGE) (Arbetsgivarverkt, n.d.). This agency provides guidance on learning and 
development to governmental agencies as well as offers open courses on topics common to 
public sector employees across agencies (Arbetsgivarverkt, n.d.).

1. Money: Sweden’s 2022 legislation now funds job training with grants and loans, featuring 
a USD $577.6 million - USD $866.4 million annual budget for all workers, including civil 
servants; individual agencies also fund additional training.

In June 2022, the Swedish Parliament passed a landmark piece of legislation providing job 
training and development financing through grants and loans for all workers, including 
those in the civil service and private sector through the Student Finance for Transition and 
Retraining scheme (Industriall, 2023). Education in Sweden is often free of charge, so the 
funding can be fully used by individuals as income replacement while studying
(Informationsverige.se, 2024). According to CSN (2024), the program supports upskilling 
and reskilling without income loss, offering grants up to 80% of the individual’s income
(with a cap) in addition to loans (that individuals can use to top up their income). These 
grants and loans are both available for up to 44 weeks or longer for part-time study. 
Employees can also maintain their income and work part-time while studying, though 
funding limits apply if they do so. Figure 5.1 in Annex 5 features the maximum loan amount 
that can be requested based on monthly income. Transition funding cannot be combined 
with certain other benefits, and loans begin repayment six months after the last payment 
at a 1.23% interest rate. CSN’s (2024) budget for this scheme ranges from USD$577.6 
million - USD $866.4 million, is allocated based on availability, application periods and is 
divided between private and public sector (Government Offices of Sweden, 2023).

There is no information readily available on the individual agencies’ training budgets. 
Courses organised by SAGE cost around USD $140 per day per person and are covered by 
the agencies (Arbetsgivarverket, 2024).

Sweden's Civil Service

https://www.scb.se/en/finding-statistics/statistics-by-subject-area/labour-market/wages-salaries-and-labour-costs/short-term-statistics-salaries-governmental-sector-kls/pong/tables-and-graphs/number-of-employees-by-authority/
https://eures.europa.eu/living-and-working/labour-market-information/labour-market-information-sweden_en#national-level
https://www.arbetsgivarverket.se/utbildningar/oppna-utbildningar#L%C3%B6nebildning
https://www.government.se/information-material/2022/04/flexibility-adaptability-and-security/
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
http://informationsverige.se/
https://www.industriall-union.org/swedish-agreement-provides-upskilling-and-reskilling-for-white-collar-workers
https://www.arbetsgivarverket.se/in-english
https://www.arbetsgivarverket.se/in-english
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
https://economy-finance.ec.europa.eu/system/files/2023-06/ip251_en.pdf
https://economy-finance.ec.europa.eu/system/files/2023-06/ip251_en.pdf
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2. Effectiveness measurement: CSN funding requires proof of improved job prospects and 
formal opinions from transition organisations, with ongoing support contingent on meeting 
academic requirements.

When applying for transition and retraining individual funding from CSN (2024), applicants 
must show that their studies will improve their job market position. They can enhance their 
application by obtaining a formal opinion from transition organisations that offer career 
guidance and support, especially for those who have been dismissed. CSN (2024) stresses 
the importance of motivation, asking if the training is necessary to keep up with evolving job 
roles, transition to a new profession, or other factors vital to future employment. The 
transition organisation  which assists civil servants with training choices and formal 
opinions is The Job Security Foundation. To continue receiving support, individuals must 
achieve passing grades and meet specific credit requirements within set timeframes, 
depending on the education format (CSN, 2024).

Information on effectiveness measurement of internal agencies and SAGE training are not 
readily available.

Sweden identifies key labour market skills through various methods, including skills 
assessments, forecasting (such as the Trends and Forecasts series), and employer surveys 
to gauge current skill demands and shortages (Cedefop, 2023). These activities are 
conducted by Statistics Sweden (SCB), the Public Employment Service (PES), and the 
National Institute of Economic Research (NIER), in collaboration with employers, trade 
unions, and educational institutions. Results shape the education system.

3. Planning and delivery: Learning and development in Sweden’s civil service are provided 
by a range of approved institutions, including universities, labour unions, and online 
platforms, as well as specialised agencies.

Individual professional learning and development courses are provided by a range of 
institutions, and courses must be approved by CSN (2024) and transition organisations to 
qualify for transition and retraining funding. Eligible institutions include universities, 
vocational colleges, municipal adult education centres (Komvux), labour unions, private 
learning centres, art schools, upper-secondary schools, online platforms, and distance 
learning institutions (CSN, 2024). Funding can also be used for studying abroad if the 
education level aligns with Swedish standards (CSN, 2024).

General courses on topics relevant for all public sector employees, for example, labour law 
or terms of employment as well as courses requested by specific agencies, are organised by 
SAGE (Arbetsgivarverkt, n.d.).

An example of another organisation offering more targeted courses for specic agencies
is Swedish Association of Local Authorities and Regions (SALAR) (2023), which offers
training for local government employees on, for example, citizen dialogue.

Transition organisations - in Sweden, an organisation providing guidance and support to employees facing dismissal or 
career changes, typically through a collective agreement. They offer free study and career guidance and can certify that 
the training employee wants to undertake will enhance their position in the labour market, which is an important criterion 
for allocating Student Finance for Transition and Retraining. They include e.g. The Job Security Foundation.

2
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https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
http://www.tsn.se/
https://skr.se/skr/englishpages.411.html
https://www.arbetsgivarverket.se/in-english
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
https://www.cedefop.europa.eu/en/data-insights/skills-anticipation-sweden-2023-update
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
http://www.tsn.se/
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
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4. Level of prescription: Sweden's upskilling is optional and varies by agency. 

Sweden does not have a universal mandate requiring all civil servants to undergo specific 
upskilling or job development training. Mandatory training requirements differ between 
specific governmental agencies. In line with the new transition and retraining scheme, 
participation in upskilling training appears largely optional and self-led. It encompasses a 
wide range of courses offered by different educational institutions. It is also possible for an 
organisation to request a tailored training from an educational institution for its employees 
(CSN, 2024).

5. Targeting of investment: Employees aged 27-62 must meet specific work and study 
criteria for development funding, while SAGE courses are organised by role. 

On the individual level, there are several criteria employees need to meet in order to be 
eligible for transition and retraining funding as listed by CSN (2024), ensuring that 
beneficiaries of training are established on the labour market. These criteria are:

• being between 27 and 62 years old (in Sweden there is no fixed retirement age but 
employees are entitled to apply for income pension from the age of 63 (European 
Commission, n.d.),

• having worked for a total of 8 years over the past 14 years (this applies to all sectors 
including the civil service),

• having worked for at least 12 out of the last 24 months,
• if an individual had studied in the past 10 years, they must have achieved sufficient study 

results.

All SAGE courses offered to public sector employees are designed for specific roles (see Key 
career milestones). Specific agencies can also request tailored-made courses for specific 
groups of employees.

The government’s documents also emphasise the need for equality in opportunities of 
access to work skills development training for men and women as well as older workers 
(Government Communication, 2020).

6. Key career milestones: SAGE offers courses for management and HR focusing on areas 
relevant for employees across agencies.

Courses offered by SAGE are designed for specific roles, mostly targeted at leadership. The 
courses include, for example, labour law, terms of employment, courses specific digital 
tools they use at work, collective agreements and pension and are designed for the 
management and HR (Arbetsgivarverket, 2024).

7. Modes of delivery: Training programs employ diverse methods including in-person 
classes, workshops, lectures, and online courses, tailored to the type and focus of the 
training.

Given the diversity of courses and institutions taken as part of the transition and retraining 
funding, the modes of delivery differ depending on the type of training and include
in-person classes, workshops, lectures, and online courses.

SAGE courses are instructor-led and offered online via Zoom or in-person in central 
Stockholm and last one or two days. Participants engage in activities such as group 
exercises and discussions (Arbetsgivarverket, 2024). SAGE also shares publications and 
podcasts on the topics of best workplace practices and skills development
(Arbetsgivarverket, 2023).
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https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
https://www.arbetsgivarverket.se/aktuellt/arbetsgivarpodden/54-upskill-och-reskill--livslangt-naturligt-larande
https://www.arbetsgivarverket.se/utbildningar/oppna-utbildningar#L%C3%B6nebildning
https://www.arbetsgivarverket.se/utbildningar/oppna-utbildningar#L%C3%B6nebildning
https://www.government.se/contentassets/7a8a3957c3364717971a18ac3ed1d94d/a-good-work-environment-for-the-future--the-governments-work-environment-strategy-20212025.pdf
https://ec.europa.eu/social/main.jsp?catId=1130&langId=en&intPageId=4814#:~:text=There%20is%20no%20fixed%20retirement,your%20employer%20agree%20on%20this.
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Human Rights Education for Civil Servants

Human Rights Education for Civil Servants is a program developed and managed by
Uppsala University under a government mandate since 2014, aimed at enhancing civil
servants' understanding and skills in human rights protection. This program includes
online introductory and specialised training modules, university courses on human 
rights, in-person workshops at governmental agencies, lectures, and seminars. 
Additionally, SALAR (Swedish Association of Local Authorities and Regions) (SALAR, 
2023) offers face-to-face training on various human rights topics specically for civil 
servants in municipalities and regions. All activities are free of charge and designed to 
improve knowledge and skills in human rights for civil servants. In 2019, 8000 civil 
servants took part in various activities oered by the program organised by the Uppsala 
University and 1220 attended educational activities organised within agencies 
(Permanent Mission of Sweden, 2020).

8. Digital: Sweden’s digital skills exceed EU averages, with ongoing efforts to address 
technology stress and advance AI in public services. 

Sweden's basic digital skills rate stands at 66.4%, exceeding the EU average of 55.6% and 
reaching 83% of the 2030 EU target of 80% (Krajl, 2023).

A study covering public sector job vacancies from 2006 to 2020 highlighted a significant 
rise in demand for technical skills such as system administration and digital content 
creation, with notable variations in how different agencies approach these skills
(Mankevich et al., 2023; University of Gothenburg, 2023).

An example of digital tool implementation is the AI-driven assistant project, where three 
Swedish municipalities are collaborating to develop advanced AI solutions for language 
processing. This project includes the “AI for the Public Sector” (n.d.) online training 
provided by AI Sweden. The strategy ensures that technological advancements continue to 
support and evolve within the public sector AI Sweden (2024).

The Government’s Work Environment Strategy 2021-2025 addresses "technology stress," 
which arises from rapid technological advancements and increased remote work. It 
emphasises adapting work environments to manage technology stress and leverage new 
technology to enhance productivity and task evolution (Government Communication,
2020).

9. Time: Training programs vary in length, with full-time individual funding up to 44
weeks and extended for part-time study, allowing for flexible scheduling.

There is no fixed time required for skills development. Individual transition and retraining
funding is available for maximum 44 weeks for full-time studies and longer for part-time
courses (e.g., 88 weeks). CSN (2024) advises applicants who want to retain their funding
for longer to decrease their study load so that they combine it with working and need less
student funding. SAGE courses are all one or two days long (Arbetsgivarverket, 2024).

https://digital-skills-jobs.europa.eu/en/latest/briefs/sweden-snapshot-digital-skills
https://content.iospress.com/articles/information-polity/ip220012
https://www.arbetsgivarverket.se/utbildningar/oppna-utbildningar#L%C3%B6nebildning
https://www.csn.se/languages/english/student-finance-for-transition-and-retraining.html
https://www.government.se/contentassets/7a8a3957c3364717971a18ac3ed1d94d/a-good-work-environment-for-the-future--the-governments-work-environment-strategy-20212025.pdf
https://www.government.se/contentassets/7a8a3957c3364717971a18ac3ed1d94d/a-good-work-environment-for-the-future--the-governments-work-environment-strategy-20212025.pdf
https://www.ai.se/en/news/ai-assistant-training-swedish-public-sector-underway
https://www.ai.se/en/adoption/courses-and-competence-building/ai-public-sector
https://www.gu.se/en/news/what-digital-skills-are-employers-looking-for
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10. Continuous improvement: Sweden uses assessments, forecasting, and surveys to guide 
skills development, supported by a strategy emphasising continuous skill growth and 
collaboration.

The Swedish Agency for Public Management conducts studies at the request of the 
government evaluating various agencies, assessing their needs and looking at work 
practices across agencies. It publishes reports containing advice on, for example, good 
administrative culture and the opportunities of AI use (Statskontoret, n.d). SAGE also 
assists governmental agencies by providing strategic guidance and training to the 
governmental agencies.

Skills development is also highlighted in the Government’s Work Environment Strategy 
2021-2025, emphasising the need for continuous skill growth, regulatory frameworks, and 
collaboration between labour market partners to support both employers and employees 
(Government Communication, 2020).

Qulturum’s Co-Learning Meetings

Qulturum, the centre for learning and innovation in healthcare at Region Jönköping 
County, is a local level initiative which offers a unique approach to skills development 
through “co-learning meetings”. These meetings facilitate the exchange of 
experiences, use various tools and methods, and foster reflection to build a deeper 
understanding of shared knowledge. The centre provides programs on quality, 
learning, leadership, and patient safety, and offers coaching and fellowship 
opportunities. Qulturum welcomes healthcare workers from Sweden and 
internationally to participate in these programs (Qulturum, 2023).

https://www.statskontoret.se/en/publications/?subjects=91&p=1
https://www.government.se/contentassets/7a8a3957c3364717971a18ac3ed1d94d/a-good-work-environment-for-the-future--the-governments-work-environment-strategy-20212025.pdf
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0. Approach: Singapore’s Civil Service College (CSC) plans and provides learning for the 
country’s public servants.

The Singapore Public Service Division (SPD) employs about 150,000 public officers working 
in 16 Ministries and more than 50 Statutory Boards; within the Public Service is the Civil 
Service, comprising about 86,000 officers working in the Ministries (Public Service Division, 
2024). The SPD represents roughly 3.8% of the total workforce. As learning is provided 
primarily for the Public Service as a whole, that is the focus of this benchmarking exercise.

Singapore’s Civil Service College (CSC), a statutory board in the Public Service Division 
(PSD), is the public sector’s main institution for learning, research, and staff development 
(Civil Service College, 2024b). In FY 2022, the CSC reached 48,548 public officers (Civil 
Service College, 2023), roughly one-third of public officers. The CSC provides both 
synchronous and asynchronous learning, centralised and agency-specific, developed and 
provided in house and via third parties, online and in-person.

1. Money: The CSC spent roughly USD $458 (S$598) per public officer in FY 2022. 

In FY 2022, the CSC had revenue of S$96.3m, mainly composed of S$53.5m from Training 
and S$18.4m in Digital learning (Civil Service College, 2023). The CSC’s expenditure was 
S$89.7m – of this, staff and related costs were S$41.1m and training and consultancy 
related costs were $19.7m (Civil Service College, 2023). The CSC expenditure in FY 2022 is 
equivalent to roughly S$598 per public officer.

2. Effectiveness measurement: Participants rate the engagement, value, and confidence in 
application of learning programmes from 1-5; some programmes include tests for 
comprehension.

Learning programmes are assessed on a scale of 1-5 by learners against three indicators: 
learning engagement, learning value, and confidence in application. In FY 2022, 92.4% of 
learners gave an average score of at least 4 out of 5 across the 3 indicators for 
synchronous learning programmes, and 86.1% of learners gave an average score of at least 
3.5 out of 5 across the 3 indicators for asynchronous learning programmes (Civil Service 
College, 2023).

Relevance of offerings on Learn, CSC’s Digital Learning Platform, is proxied by the 
proportion of learners who enrolled in non-mandatory courses: in FY 2022, 70.3% of 
learners with an activated Learn account enrolled in at least two non-mandatory courses 
(Civil Service College, 2023). This suggests that the PSD has a widespread culture of 
participating in learning, supported at least in part by the 100-hour annual training 
requirement for civil servants.

Some courses include tests and quizzes for assessing comprehension as shown on the 
course overview pages, but whether these are used to test learner comprehension, or if 
they are also used to develop the training provision (and, if so, by whom) is not detailed.

Singapore Public Service Division
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3. Planning and delivery: Planning and delivery is centralised through the CSC, which 
employs its own staff for in-house delivery.

CSC is the central planner and provider of learning for the Singapore Public Service. It 
offers a wide array of training programmes in areas like leadership, public policy, 
management, digital transformation, and other areas relevant to the public service. It has a 
physical campus, though it also hosts some programmes online or at agency premises.
The CSC also partners with third parties for specific projects and initiatives:

1. Most notably, CSC’s Digital Learning Platform, Learn, provides digital programmes and 
learning resources from third-party content providers. In FY 2022, Learn resources 
included offerings from LinkedIn Learning, Udemy, and Harvard Business Publishing (Civil 
Service College, 2023). CSC is jointly developing, promoting and conducting an 
undergraduate programme in the area of public sector service management with the 
Singapore University of Social Sciences (Singapore University of Social Sciences, n.d.).

2. CSC piloted a diagnostic tool called “Leadership Team Effectiveness” in partnership with 
INSEAD Business School, as a way of providing a ‘health-check’ on the processes, 
dynamics, and norms amongst members of a senior leadership team (Civil Service 
College, 2023). More details on how this tool was developed or how it is used are not 
made publicly available via CSC or INSEAD.

3. In 2018, the Singapore University of Social Sciences signed a collaborative agreement 
with SCS on capability development of public officers on CSC’s digital learning platform 
(Singapore University of Social Sciences, n.d.).

CSC offers in-house training for an agency’s specific needs and challenges, which can either 
cover the same material as a publicly run programme with the advantage of selecting the 
location, timing, and participants, or be customised to address specific work challenges 
(where a development fee for customised programmes is charged to the agency in addition 
to the programme fee) (Civil Service College, 2024a). The CSC is self-funding, with 
ministries and agencies paying for CSC courses, meaning that the CSC competes with 
private sector vendors to train civil servants (Civil Service College, 2021). What proportion 
of agency funding on L&D is spent on CSC courses is not readily available publicly.

4. Level of prescription: Public officers register for their own courses and request their 
agency’s approval; some programmes are mandatory and some are not open to all.

The CSC crafts its offerings and designs and runs programmes. Public officers can register 
individually for courses on CSC’s programme portal, and their agency’s Training Coordinator 
must approve their registration request within three days. Some programmes are not open 
to all – for example, ‘milestone programmes’ require agency nomination. Agencies can also 
register their officers for specific programmes.

CSC partnered with the PSD to leverage the One Talent Gateway as a platform to improve 
the experience of officers when identifying and registering for CSC courses to address 
competency gaps. In the longer term, this supports the assessment and development of 
public officers’ competencies (Civil Service College, 2023).

Like other Singaporeans, Singaporean public servants can also take advantage of the 
SkillsFuture Credit, launched in 2015 giving all Singaporeans aged 25 years and above 
S$500 SkillsFuture Credit to deepen existing skills or reskill in a new area (SkillsFuture SG, 
n.d.). Singaporeans aged 40 and above were also given a S$4,000 SkillsFuture Credit 
top-up, and those aged between 40-60 were given a S$500 credit top-up. The SkillsFuture 
Credit is designed to offset out-of-pocket course fees when attending approved courses 
(SkillsFuture SG, n.d.).
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5. Targeting of investment: It is unclear if investment is targeted at specific groups, the 
CSC provides a wide range of learning programmes for every level of seniority. 

CSC’s LEARN platform shows programmes tailored to different audiences: middle 
management (99 programmes), manager (123 programmes), senior management (33 
programmes), senior officer (140 programmes), and support officer (67 programmes).

The documents did not specify whether and how investment is targeted (e.g., for specific 
groups, by seniority, by function). However, it appears that leadership-track civil servants 
receive particular attention:

“To help leaders navigate the complexities of a post-pandemic world, CSC extended 
learning support through a range of resources, including monthly newsletters, a microsite 
featuring emergent leadership topics, as well as podcasts on issues like resilience, 
employee engagement and difficult conversations. Bite-sized learning was also developed to 
support new Directors in their critical transition to a larger leadership role. With greater 
emphasis on senior leadership team level interventions for more impactful change, CSC 
scaled up the Leaders Building Leaders (LBL) movement through our consultancy services. [
“Leadership Team Effectiveness” tool piloted, see details above].” (Civil Service College, 
2023).

The most expensive CSC courses are also targeted at management; for example, Design 
Leadership costs S$3,150.10 and is for Middle Management and Senior Management, and 
the Finance Management Programme costs S$6,322.00 and is for Middle Management in 
the finance function of agencies. Costs are borne by agencies which participants belong to.

6. Key career milestones: Some learning is tied to career milestones.

CSC’s LEARN platform shows that some learning is tied to career milestones, namely: new 
hires (e.g., Human Resource Foundation Programme), manager / supervisory (e.g., First Time 
Managers’ Programme, Manager LEAD, Learn to Lead Programme), middle manager (e.g., 
Empowered to Lead Programme, Management Development Course), Directors (e.g., Senior 
Management Programme, Directors’ Developmental Experience), Public Sector Lead (e.g., 
Leaders in Administration Programme).

7. Digital: CSC is developing a Digital Competency Framework and provides digital skills 
courses; CSC uses AI to personalise learning recommendations.

As of FY 2022, in line with digital government ambitions, CSC is in the final stages of 
developing the Core Digital Competency Framework. This articulates the digital skills for 
officers to navigate the future of work and workplace in support of public sector and agency 
transformation. CSC also developed two new courses to enhance domain application of 
Artificial Intelligence and Machine Learning (Civil Service College, 2023).

https://register.csc.gov.sg/
https://register.csc.gov.sg/registration?courseId=307827&classNum=6
https://register.csc.gov.sg/registration?courseId=301529&classNum=0
https://register.csc.gov.sg/registration?courseId=303085&classNum=0
https://register.csc.gov.sg/registration?courseId=301534&classNum=0
https://register.csc.gov.sg/registration?courseId=301531&classNum=0
https://register.csc.gov.sg/registration?courseId=301294&classNum=0
https://register.csc.gov.sg/registration?courseId=301311&classNum=0
https://register.csc.gov.sg/registration?courseId=301300&classNum=0
https://register.csc.gov.sg/registration?courseId=301298&classNum=2
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8. Modes of delivery: A mix of online and in-person programmes are offered, though it is 
unclear whether modes correlate with content, seniority, or another factor. 

Post-pandemic, both in-person and virtual classrooms and webinars are offered by CSC -as 
of August 2024, there are 113 virtual/hybrid CSC programme options and 147 classroom 
options. CSC developed and launched a guide in FY 2022 for officers to determine which 
modality would best fit their current and new learning products and services (Civil Service 
College, 2023). In-person programmes are held at CSC or at the agency’s venue.

In FY 2022, with the rise in virtual and hybrid programmes, CSC initiated the “Future 
Classroom” project to study how spaces could be redesigned to better support hybrid 
working and learning. The team refreshed two training rooms in the North Buona Vista 
campus as part of a pilot in redesigning fixed-use rooms into a flexible learning space. The 
team also conceptualised a redesign of the entire Level 3 space suitable for both learners 
and staff (Civil Service College, 2023).

One Talent Gateway

The Public Service Division launched One Talent Gateway (OTG) in August 2022, a 
platform that uses AI to provide personalised recommendations for developmental 
opportunities and learning interventions: “Leveraging individual competencies, career 
goals, and interests, OTG ensures that public officers have access to tailored growth 
pathways that align with their aspirations” (Tan, 2023). By August 2023, OTG reached 
approximately 6,000 public officers across 104 government agencies, representing 
approximately 4% of the Public Service Division’s employees. 

OTG helps HR practitioners support officers in their growth and development: they can 
use OTG’s AI to recommend personalised developmental opportunities and learning 
interventions based on an officer’s competency profile, aspirations, and interests, and 
facilitate the matching of developmental opportunities to our public officers. 

Public officers can use OTG to select their desired career pathways, identify 
competency gaps between their current and future roles, and receive personalised 
recommendations for developmental opportunities that can help bridge those gaps.
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9. Time: Each civil servant is required to attend at least 100 hours of training annually 
(Public Service Division, 2006).

10. Continuous improvement: 70% of learning is expected to be experiential; there are 
several initiatives in place for cross-agency learning.

A 70-20-10 model is adopted: 70% experiential learning (structured career postings, regular 
feedback and career conversations), 20% relational learning (mentorship, forum and 
dialogues), and 10% formal learning (leadership milestone programmes, other formal 
training and developmental programmes) (Public Service Division, n.d.).

The 70-20-10 model originates from McCall Jr. et al. (1988). While concerns have been 
expressed about a lacking evidence based for this model (Clardy, 2018), we also 
acknowledge that research often does not offer exact guidance on how to organise training 
and research does suggest that approaches which enable a diversity of forms of learning, 
including practical experimentation and professional dialogues can be beneficial.

Cross-agency learning initiatives

Short term:
• The Short-Term Immersion Programme allows officers to gain on-the-job experience 

through shadowing and hands-on participation in another agency for a duration of 1 
day to 4 weeks.

• The Gig Work programme enables officers to contribute their expertise and 
experience to cross-agency Public Service projects.

Long term:
• Job Rotation within the Public Service.
• 6-month to 1-year Talent Attachment Programmes to private sector companies to 

better understand the impact of government policies.

Source: Public Service Division, n.d.
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0. Approach: NHS England employs over 1.3 million staff (with the population in England at 
around 57 Million). A Long Term Workforce Plan (2023), following a People Plan and People 
Promise (2020), projected upcoming needs regarding staff numbers, skills and distribution, 
and required actions of training, retaining and reforming. This may be superseded by a 
report by Lord Darzi requested by the incoming Labour government in 2024, identifying key 
areas in need of reform and a new 10-year plan.

An evaluation of the health of the NHS was published in Lord Darzi’s report (September 
2024), aligning staffing levels with demand on services, staff engagement and presence at 
work. The report summarised that while numbers of hospital-based nurses have increased 
significantly, the lack of ability to discharge patients who do not medically need to be in 
hospital means that nurses’ time is often not used effectively, while disengagement among 
the workforce has increased since the pandemic. Alongside publication of Lord Darzi’s 
report, a press release about the Prime Minister’s statement on the report outlined: ‘This 
government is working at pace to build a Ten-Year Plan. Something so different from 
anything that has come before. Instead of the top-down approach of the past, this plan is 
going to have the fingerprints of NHS staff and patients all over it.’ The press release 
identified three areas in need of reform: focus on digital; shifting focus from hospital to 
community care; and moving ‘from sickness to prevention’.

We note that while our focus is on skills development needs and provision, the emergence of 
this new report after the initiation of the research for this report means that we are not 
currently in a position to fully assess its implications and impact. Whilst the 2024 report 
suggests radical redirection, some context on previous plans may still be informative: a 
‘long-term workforce plan’ issued in 2023 focused on ‘training, retaining and reforming’ - to 
keep existing ‘talent’, large-scale recruitment, and invest in supportive technologies. The 
emphasis on ‘reform’ or making ‘better use’ of resources in earlier reports resonates with 
current reports and priorities, as does the requirement to focus on exploiting digital 
potential.

1. Money: Flexibility of the system and people in it was identified as paramount, as was 
funding for training - suggested as equivalent to £333 per person annually. NHS capacity 
was considered in terms of staff: population ratio, with need for investment.

Whilst demands due to COVID continued to accelerate at scale, the 2020 NHS People Plan 
identified targets and investment: ‘During 2020/21, employers must make sure our people 
have access to continuing professional development, supportive supervision and protected 
time for training. Employers have received new funding to support the continuing 
professional development of nurses, midwives and allied health professionals, equivalent to 
£1,000 per person over three years.’ (p. 38 [link]). The report outlines ‘Investment in 
education and training is planned to increase from £5.5 billion to £6.1 billion over the next 
two years’ (p. 20 [link]).

Projecting the long term workforce development plan in terms of staff numbers and relative 
population, with international comparison, the 2023 workforce plan argued: ‘While the 
education and training pipeline has increased and the workforce has grown by 25%since 
2010 [FTE], the number of staff trained has not kept pace with demand for NHS services. …
Compared to other OECD countries, the UK sits below the average for numbers of nurses 
and medics per size of population.’ (p. 13 [link])

UK - NHS

https://www.gov.uk/government/news/pm-major-surgery-not-sticking-plaster-solutions-needed-to-rebuild-nhs#:~:text=Today%E2%80%99s%20findings%20will%20inform%20our%2010-year%20plan%20to%20radically%20reform
https://www.england.nhs.uk/wp-content/uploads/2020/07/We-Are-The-NHS-Action-For-All-Of-Us-FINAL-March-21.pdf
https://www.england.nhs.uk/wp-content/uploads/2023/06/nhs-long-term-workforce-plan-v1.21.pdf
https://www.gov.uk/government/news/pm-major-surgery-not-sticking-plaster-solutions-needed-to-rebuild-nhs#:~:text=Today%E2%80%99s%20findings%20will%20inform%20our%2010-year%20plan%20to%20radically%20reform
https://www.england.nhs.uk/wp-content/uploads/2023/06/nhs-long-term-workforce-plan-v1.21.pdf
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2. Effectiveness measurement: Effectiveness is largely considered at system level: by 
responses in the NHS staff survey, self-assessment by clinical placement providers, 
evaluations by partner organisations, progress toward markers in the Workforce Racial 
Equality Standard (WRES) and Workforce Disability Equality Standard, and overall ‘health’ 
of the system through staff disengagement in the 2024 Darzi report. Care Quality 
Commission (CQC) ratings of performance are drawn in by House of Commons reporting 
(though the value of these is questioned). 

Returning to a prior document, the We are the NHS - People Plan 2020/21 was published in 
July 2020, ambitiously setting out to 2024 ‘how we must all continue to look after each 
other and foster a culture of inclusion and belonging, as well as action to grow our 
workforce, train our people, and work together differently to deliver patient care’ (p. 5) 
despite acknowledging the impact COVID was having on NHS services and staff at that 
point. Levels of staff disengagement and sickness absence identified in Darzi’s 2024 report 
indicate progress is still required in this regard.

Markers identified in the 2020/21 People Plan related to workforce development include 
options for flexible working, in various forms, and inclusion and sense of belonging for BAME 
staff (referencing the Workforce Racial Equality Standard (WRES, first published in 2016), 
which ‘led to progress across a number of areas; for example, increases in the proportion of 
BAME very senior managers’, p. 24). Since 2018, WRES data reportedly is used to assess 
annual trends. Relatedly, the ‘The Workforce Disability Equality Standard (WDES)’ 
introduced in 2021 uses ‘specific measures (metrics)... to compare the workplace and career 
experiences of disabled and non-disabled staff. NHS organisations use the metrics data to 
develop and publish an action plan, building on high impact actions shared in the first ever 
EDI improvement plan.’ [link] Annual tracking allows progress at system-level to be 
reviewed.

As reported in 2024 by NHS England, annual self assessment is required by clinical 
placement providers, who ‘carry out their own quality evaluation against a set of 
standards’. In this, teams use ‘a suite of agreed quality interventions to monitor and 
improve the quality of education and training across England. These often involve gaining 
direct feedback and insights from learners and their supervisors/educators during visits to 
the provider organisations where healthcare education and training, funded through the 
NHS Education Funding Agreement, is delivered.’ Following an evaluation, ‘NHS England, 
Workforce, Training and Education is committed to publishing an outcome report within 50 
days of a quality intervention taking place’ (link). NHS guidance on evidence review for allied 
health professional placements was published in 2022 or later (no date given, but cites 
material up to 2022) (link).

The Expert Panel: evaluation of Government’s commitments in the area of the health and 
social care workforce: Government Response, published in 2023 by the House of Commons 
offered some response to progress outlined in the 2020/21 People Plan and the 2023 Long 
Term Workforce Plan. Judgements were based on ‘(CQC) style ratings for each of the 
commitments’, generally finding progress for ‘planning for the workforce’, ‘building the 
workforce’ and ‘wellbeing at work’ to that point to be ‘inadequate’ or ‘requires 
improvement’. Given that much of this period involved unprecedented demand and stress on 
the system and people, this may not be surprising. Perhaps also questioning the value of 
such ratings, Darzi’s (2024) report commented ‘The Care Quality Commission – which 
inspects the NHS – is not fit for purpose, as the recent independent review made clear’. 
Darzi’s report, as above, does also argue however that staff engagement is suboptimal, and 
that system ‘improvements’ are required.

There is some external evaluation e.g., of clinical leadership development programmes, 
although these typically focus on participant satisfaction rather than PD-impact.

https://www.england.nhs.uk/wp-content/uploads/2020/07/We-Are-The-NHS-Action-For-All-Of-Us-FINAL-March-21.pdf
https://www.england.nhs.uk/about/equality/equality-hub/workforce-equality-data-standards/equality-standard/
https://www.gov.uk/government/publications/independent-investigation-of-the-nhs-in-england/summary-letter-from-lord-darzi-to-the-secretary-of-state-for-health-and-social-care
https://committees.parliament.uk/publications/39122/documents/192303/default/
https://www.hee.nhs.uk/sites/default/files/documents/Evidence-based%20Handbook.pdf
https://www.hee.nhs.uk/our-work/quality/quality-assurance
https://www.england.nhs.uk/about/equality/equality-hub/workforce-equality-data-standards/wdes/#:~:text=NHS%20organisations%20use%20the%20metrics%20data
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3. Planning and delivery: Training is mostly centralised on a platform, through 
collaboration between NHS England, Health Education England and NHS Digital. Longer 
courses, such as Masters and Doctoral-level programmes can be applied for alongside 
existing roles and with some external providers. Guidance on Allied Health Professional 
placements and supervisions outlines useful links with universities.

Regarding training beyond the NHS, funding and time can be requested for further study for 
those in the workforce: ‘study leave funding is sometimes possible with individual master’s 
degrees that are part of a training programme, particularly in medicine and surgery’ (link).

4. Level of prescription: Revalidation is required three-yearly for existing nurses and 
midwives, and for doctors, every 5 years.

The nursing and midwifery council require ‘revalidation’ triennially, for those already in 
practice (link). The General Medical Council requires all doctors to revalidate every five 
years (link). All NHS staff engage in annual professional development review.

5. Targeting of investment: Introduced standards offer targeted support for
under-represented communities. Priorities aim to increase ‘leadership diversity’,
‘talent management’ for leadership routes and those ‘who seek to progress’, and a ‘future 
doctor programme’ for those coming into the profession. Specific leadership and specialist 
programmes are also available.

See above re. targeted focus to support BAME staff, through the Workforce Racial Equality 
Standard, as well as benchmarks related to recruitment and retention for disabled staff.

Without specifically mentioning support or training toward this, the 2020/21 People Plan 
identified a priority of ‘Leadership diversity’ and requirement to ‘publish progress… to 
ensure that at every level, the workforce is representative of the overall BAME workforce. 
From September 2020, NHS England and NHS Improvement will refresh the evidence base 
for action, to ensure the senior leadership (very senior managers and board members) 
represents the diversity of the NHS, spanning all protected characteristics.)’ (p.25 [link]) 
The NHS equality, diversity, and inclusion improvement plan followed in 2023, with some 
indication of ‘progress’, but concluding that progress and action was still needed to make 
NHS organisations more inclusive and their leadership more diverse. Moreover, in 2020, 
building on the People Plan, a report on the ‘Future Doctor Programme’, set up in 2019, 
called for more generalist training of doctors, in place of increasing specialism, to help 
address increasingly complex care requirements (p.1 [link]).

The Leadership Academy, and a NHS Higher Specialist Scientist Training programme –offer 
a five-year doctoral-level training programme currently in four areas of specialism.

https://www.healthcareers.nhs.uk/career-planning/career-planning/developing-your-health-career/developing-your-health-career/doing-masters-degree/doing-masters-degree
https://medical.hee.nhs.uk/medical-training-recruitment/medical-specialty-training/general-practice-gp/how-to-apply-for-gp-specialty-training/academic-clinical-fellowships
https://www.healthcareers.nhs.uk/career-planning/developing-your-health-career/nhs-higher-specialist-scientist-training
https://www.england.nhs.uk/long-read/nhs-equality-diversity-and-inclusion-improvement-plan/#:~:text=Amanda%20Pritchard,%20Chief%20Executive,%20NHS%20England.%20It%20is%20our%20privilege
https://www.england.nhs.uk/wp-content/uploads/2020/07/We-Are-The-NHS-Action-For-All-Of-Us-FINAL-March-21.pdf
https://www.england.nhs.uk/professional-standards/medical-revalidation/about-us/what-is-revalidation/
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6. Key career milestones: The ‘future doctors programme’ offered a rethink of entry skills, 
whilst accreditation through ‘the Centre for Advancing Practice’ monitored programme 
standards particularly toward the ‘advanced and consultant practice workforce’. The 
above guidance outlines types of AHP placement, for leadership, research and education.

The ‘Future Doctors Programme’ was an entry-level initiative but aimed to support more 
generalist than specialised training of Doctors going into the NHS. In terms of leadership 
and accreditation, a government report in 2023 identified the establishment of ‘the centre 
for advancing practice to oversee the workforce transformation of advanced level practice, 
by establishing and monitoring standards for education and training; accrediting advanced 
level programmes; supporting and recognising educational and training equivalence; 
growing and embedding the advanced and consultant practice workforce’ (p. 17).

Guidance for Allied Health Professionals (AHP), largely at undergraduate level, explore 
options and benefits of leadership, research and education routes (link).

7. Modes of delivery: Training seems largely to be online, with huge expansion during 
COVID, and many resources for self-directed CPD for all NHS roles. There are some 
blended options for entry training, such as nursing and midwifery. Guidance for AHP 
placements identifies value of supervision and supervision configurations, re. mode and 
ratio of supervisor:student.

Responding initially during the early days of COVID, the 2020 People Plan identified the role 
and availability of online training, via Health Education England’s e-Learning for Healthcare 
(e-LfH) - this largely focused on immediate need and changes in practice due to the 
pandemic, but also includes reference to ‘redeployed’ staff which could be considered wider 
development ([link]). These resources are still available on checking
(August 2024), and further training materials have been created with a large emphasis on 
online access. For NHS staff in all roles, there are resources around ‘personal development 
planning’ and creating an ‘e-portfolio’, for individuals to use in prompting and logging CPD, 
and to inform and as evidence in their annual development review (link). There are also 
e-learning resources related to workforce development. An evaluation of the Health 
Education East of England (HEEoE) Blended Learning Platform (BLP) for postgraduate 
training of doctors concluded that that both (in-person and remote/online) modes of 
delivery have inherent benefits that typically cannot be achieved by the other form of 
training (accessibility over time and place for remote mode; fortuitous learning 
opportunities from unplanned discussions with new people, e.g., about difficult aspects of 
work, in in-person e.g., during breaks/waiting time). However, it also showed that many 
benefits potentially afforded by remote online delivery mode are contingent on at least 
moderate and often significant resource investments calling for significant consideration of 
the trade-offs of such investment over in-person provision (Hofmann et al., 2023).

A review and guidance on placements for AHPs outlines models and weighs benefits of 
different placement locations, interaction modes and ratio configurations - including 
simulated environments and other use of technologies, ‘peer-enhanced e-learning 
placements’ - all online but mixing synchronous and asynchronous connection (link).

https://committees.parliament.uk/publications/39122/documents/192303/default/
https://www.hee.nhs.uk/sites/default/files/documents/Evidence-based%20Handbook.pdf
https://www.hee.nhs.uk/sites/default/files/documents/Evidence-based%20Handbook.pdf
https://www.healthcareers.nhs.uk/career-planning/career-planning/developing-your-health-career/e-learning-healthcare
https://www.healthcareers.nhs.uk/career-planning/career-planning/developing-your-health-career/continuing-professional-development-cpd
https://www.england.nhs.uk/wp-content/uploads/2020/07/We-Are-The-NHS-Action-For-All-Of-Us-FINAL-March-21.pdf
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8. Digital: The 2024 Darzi report identified digital as a key area of required improvement. 
This is projected to inform a new 10-year plan.

Reporting a need rather than something in place, the 2024 Darzi report identified the 
importance of making the most of digital developments, stating ‘There must be a major tilt 
towards technology to unlock productivity. In particular, the hundreds of thousands of NHS 
staff working outside hospitals urgently need the benefits of digital systems. There is 
enormous potential in AI to transform care and for life sciences breakthroughs to create 
new treatments.’ (link) Responding through a press release on the day of the report’s 
publication, Prime Minister Sir Keir Starmer stated the NHS needed to move ‘from an 
analogue to a digital NHS. A tomorrow service not just a today service’ (link).

9. Time: Revalidation is required every three years for existing nurses and midwives, 
including 35 hours CPD. A general reference in the 2020 People Plan reiterates staff to 
have ‘protected time for training’.

The nursing and midwifery council set requirements for ‘revalidation’, with stipulation for 
practice hours and CPD hours, including ‘35 hours of CPD including 20 hours of 
participatory learning’ (link). Focus of CPD is not stated, other than that the hours be
‘relevant to your scope of practice’, with templates and examples provided. Academic 
Clinical Fellow posts are 2-4 years, with ‘12 months protected academic time’ (link). Doctors 
are also required to revalidate (through the General Medical Council), every five years, 
based on annual appraisals of practice (link).

10. Continuous improvement: Specific roles and a Leadership Academy have been created 
to embed continuous quality improvement, such as Academic Clinical Fellows; ‘quality 
assurance’ is reviewed through annual self-assessments at clinical placements. A review 
and guidance document on AHP placements draws on academic and in-practice research to 
outline differences and benefits of different placement models. Streamlining between 
provision in and outside hospitals was underlined in Darzi’s report.

Clinical placement annual self-assessment is cited by NHS England (2024) as where
‘clinical placement providers carry out their own quality evaluation against a set of 
standards. It is based on the philosophy of continuous quality improvement, the 
identification of quality improvement potential, the development of action plans, 
implementation, and subsequent evaluation’ (link). Outcome reports are published. 
Considering non-clinical roles, an ‘Evidence-based Handbook to Practice Placements for 
Allied Health Professionals’ (undated, but 2022 at earliest given materials cited) was 
created, with the intention ‘to collate and evaluate the research evidence behind innovative 
placements and different models of supervision and produce an easy access guide for 
students, educators, and organisations to support their implementation into practice 
education’ (link).

There is a ‘NHS Leadership Academy’ aiming ‘to support inclusive leadership development 
opportunities for all clinicians from undergraduate education to executive board level.’ 
(link). The Academy has a range of programmes including the ‘regional clinical fellow 
scheme’: ‘a part-time 12-month fellowship programme that offers clinicians the opportunity 
to work within NHS regional teams to gain experience of system leadership, transformation 
and service improvement that will equip participants with the skills they need to lead in a 
complex and integrated healthcare environment.’ (link). Thus, such routes focus not just on 
the development of the individual, but of supporting individuals’ work to support 
system-wide and systematic understanding of change and improvement.

https://www.gov.uk/government/publications/independent-investigation-of-the-nhs-in-england/summary-letter-from-lord-darzi-to-the-secretary-of-state-for-health-and-social-care
https://www.gov.uk/government/news/pm-major-surgery-not-sticking-plaster-solutions-needed-to-rebuild-nhs#:~:text=Today%E2%80%99s%20findings%20will%20inform%20our%2010-year%20plan%20to%20radically%20reform
https://www.leadershipacademy.nhs.uk/programmes/clinical-leadership-development/nhs-regional-clinical-leadership-fellow-scheme/
https://www.leadershipacademy.nhs.uk/programmes/clinical-leadership-development/
https://www.hee.nhs.uk/sites/default/files/documents/Evidence-based%20Handbook.pdf
https://www.hee.nhs.uk/our-work/quality/quality-assurance
https://www.england.nhs.uk/professional-standards/medical-revalidation/about-us/what-is-revalidation/
https://medical.hee.nhs.uk/medical-training-recruitment/medical-specialty-training/general-practice-gp/how-to-apply-for-gp-specialty-training/academic-clinical-fellowships
https://www.nmc.org.uk/revalidation/overview/what-is-revalidation/
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Similarly, the role of ‘Academic Clinical Fellows’ (ACF) has been created to embed 
continuous quality improvement through leadership to act - designed for ‘those who can 
demonstrate that they have outstanding potential for development as a clinical academic.’ 
(link) These fellows have dedicated time in their contracts for training in workplace 
research/evaluation methods and carry out research related to continuous improvement.

The 2023 plan also outlined a need to monitor investment and capacity building between 
the NHS and social care ‘This confirmed funding of £250 million for workforce recognition 
and career development, including funding for continued professional development for 
registered nurses and other regulated professionals, and guiding principles to enable safe 
and effective delegation of healthcare activities to care workers.’ (p. 23) This need for 
working together to provide health and social care in hospital and non-hospital spaces was 
underscored in Darzi’s 2024 report.

https://medical.hee.nhs.uk/medical-training-recruitment/medical-specialty-training/general-practice-gp/how-to-apply-for-gp-specialty-training/academic-clinical-fellowships
https://www.england.nhs.uk/wp-content/uploads/2023/06/nhs-long-term-workforce-plan-v1.21.pdf


Research report 
Approaches to learning, development and skills across international civil services 
and select UK public sector organisations 

0. Approach: The policing workforce in England and Wales is around 150,000 FTE, across 43 
forces (link). The College of Policing, established in 2012, co-ordinates a national 
curriculum for CPD, with standardised online resources that forces then implement. 
‘Supporting professional development’ was identified as one of ‘three core functions’ of the 
College, advocating ‘leadership at every level’, aligned to a competencies and values 
framework informing recruitment and professional development reviews. The ‘What Works 
Centre’ reviews academic and internal evidence to offer wider guidance.

In the 2022 written evidence ‘Response to The House of Lords Select Committee on Public 
Services Call for Evidence on Designing a public services workforce fit for the future’, the 
authors offered summary points related to policing workforce development:

• ‘The College of Policing should be given new powers to direct police forces to participate 
in national workforce development programmes;

• Police Continual Professional Development (CPD) needs an overhaul. A new Learning and 
Development Fund should be created and used to drive an uplift in the quality of police 
training, police officers should be given guaranteed on-the-job learning time and be made 
subject to a License to Practise, contingent on periodic demonstration of new learning’.

Perhaps related to license to practice, there are 26 modules for ‘authorised professional 
practice’ (APP: link - though some precede the 2022 evidence), developed using
‘pre-existing guidance, current legislation and consensus of expert opinion’ and ‘empirical 
evidence’ in some cases (link). In its business plan 2022-2024, published in 2023, the 
College of Policing identified its ‘three core functions – sharing knowledge and good 
practice, setting standards and supporting professional development’ (p. 6). Related to 
professional development, the business plan stated ‘We develop recruitment pathways that 
attract a representative workforce, deliver continuing professional development (CPD) and 
promote leadership development at every level.’ (p. 6).

UK - Policing

The Competency and Values Framework

Workforce recruitment, assessment and development is oriented around a national 
‘Competency and Values Framework’ (CVF, link), published in May 2024 by the College 
of Policing (replacing a version from 2016). Forces have until May 2025 to comply with 
the revised framework. The 2024 CVF comprises three values and six competencies, 
see Figure 5.1.

In 2023, the College of Policing, as part of a ‘corporate strategy 2022-2026’, published 
guidance on ‘supporting career-long professional development and wellbeing’. Chiming 
with the response above, the document argued that ‘Policing needs a learning culture, so 
that professional standards are raised, the police can use the best evidence to achieve 
better ambitions for the public, and police officers have better opportunities to develop 
professionally.’

https://www.gov.uk/government/statistics/police-workforce-england-and-wales-31-march-2024/police-workforce-england-and-wales-31-march-2024
https://committees.parliament.uk/writtenevidence/107134/pdf/
https://www.college.police.uk/about/corporate-strategy-2022-2026/supporting-career-long-professional-development-and-wellbeing
https://www.college.police.uk/career-learning/competency-and-values-framework
https://assets.college.police.uk/s3fs-public/2023-08/Business-plan-2023-2024.pdf
https://www.college.police.uk/app/detention-and-custody
https://www.college.police.uk/app
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An earlier report but looking further ahead and trying to predict future changes, The 
College of Policing’s (2020) Policing in England and Wales Future Operating Environment 
2040 report set out a need to scope for future possible scenarios -considering global 
influences, societal changes, and technological advancements - and to align skills available 
and needed in the police workforce. This projective report emphasised the need for diverse 
skills, and technical alongside interpersonal skills. It also emphasised the need for positive 
relationships with organisations outside policing, which would require ‘effective leadership, 
communication and consensus building’ (p. 9). This arguably builds on the ‘Policing Vision 
2025’ report, published in 2015, setting out a 10-year strategy emphasising: a need to 
utilise digital tools, for police forces to reflect local communities, by policing working in 
partnership with other organisations and industries, and with clear communication 
between local priorities and practices and national oversight and reform. An article in 
‘Policing Insight’ six years in, in 2019, particularly focused on the digital emphasis in the 
report, amidst budget restrictions, arguing ‘How can police forces be sure they’re using 
limited budgets wisely when investing in new technology? The answer can be found in 
education’ (Wilson, 2019, link). The article outlined training available for ‘police executives’, 
underpinned by evidence from academic and practice-based sources, and with a plea for 
sharing of practice across forces. The emphasis of the earlier Vision report was reiterated 
by a Policing Vision 2030 report, released in 2023 (link).

1. Money: No figure has been found for investment in Policing CPD. There was however an 
‘uplift’ fund for recruiting more police staff, but this was not training specific.

The UK government’s ‘Improving police productivity’ response and recommendations
(2024) announced the establishment of a ‘Centre for Police Productivity, within the College 
of Policing’, stating ‘Policing will receive up to £18.4 billion in 2024/25, and we have invested 
over £3 billion in recruiting an additional 20,000 officers since 2019.’ The report added, ‘the 
Government has committed an additional £234 million, over four years, to the improvement 
of police productivity.’

2. Effectiveness measurement: This is addressed through alignment to competencies and 
values framework, in discussion with line managers. Measurement mostly focuses on 
system-level attention to protected characteristics. Some new training is piloted and 
evaluated through participant surveys and monitoring related changes in crime statistics.

Effectiveness of the PDR process and principles was explored in the College of Policing’s 
2021 ‘National professional development review (PDR) principles and process expectations: 
Equality impact analysis’, reviewing the shift from an annual review point to a more 
ongoing, iterative review process. This analysis measures/reflects more on the process, 
experience and engagement of PDR particularly with regard to protected characteristics, 
rather than its effectiveness. It does however identify data that might be useful to gather, 
and comments on challenges for managers to ‘assess performance’ of staff with long-term 
absences, and that the stipulation for PDR conversations to be ‘regular’ may be vague and 
detrimental to some workers (which could equate this to a contingent 
benefit/disadvantage).

Reporting on a newly-introduced ‘public and personal safety training’, in August 2024, 
following a one-year pilot, the College outlined there was ‘a 9% reduction in the use of force 
by officers who took part in the new training’ within the region of the pilot. A
post-training survey also showed high participant satisfaction with the course, and that 
‘89% of officers said the course was relevant to the demands of their job’.

https://assets.college.police.uk/s3fs-public/2020-08/future-operating-environment-2040.pdf
https://assets.college.police.uk/s3fs-public/policing_vision_2025.pdf
https://www.college.police.uk/article/new-public-and-personal-safety-training-introduced
https://assets.college.police.uk/s3fs-public/2021-06/national-pdr-principles-and-process-expectations-eia.pdf
https://www.gov.uk/government/publications/policing-productivity-review-government-response/improving-police-productivity-a-response-to-the-recommendations-of-the-policing-productivity-review-accessible
https://apccs.police.uk/media/8526/policing-vision-2030.pdf
https://policinginsight.com/news/staying-on-track-with-the-policing-vision-2025-why-education-and-knowledge-are-key/
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3. Planning and delivery: There is an in-house national curriculum for leadership, led by the 
NCPL, delivered locally by individual forces. Authorised Professional Practice (APP), 
authorised by the College, provide currently 26 modules of training covering specific 
elements of policing.

The National Centre for Police Leadership (NCPL, through the College of Policing) ‘sets the 
standards for leadership and provides guidance, tools and development opportunities’ - for 
‘officers, staff and volunteers across England and Wales’ (link). The police leadership 
programme follows a set curriculum, set by the College of Policing but delivered by local 
forces. Forces access the curriculum via a ‘leadership centre catalogue on College Learn.’ 
This is then devolved, as ‘The delivery of training in each police force remains the 
responsibility of individual chief officers and PCCs, in line with the needs and priorities 
specific to the communities within their force area.’ (link)

Professional development and the set curriculum are underpinned by ‘licensed products 
includ[ing] ready-to-deliver training programmes, e-learning and learning standards’. (link)

As above, there are 26 modules of guidance developed by ‘approved professional practice’ 
(APP: link), authorised by the College of Policing. These were initiated in 2013, with a 
statement: ‘The College of Policing APP team has been working with forces on an 
awareness raising exercise to ensure that previous documents are decommissioned and 
forces are using direct links to the APP site so they have access to the most up-to-date 
national policing guidance’ (link).

4. Level of prescription: Everyone engages in PDR. Some programmes have
‘standards’ to be met for progression, with diversity encouraged in how these can be 
evidenced.

To move up stages in the leadership programme, standards for previous stages need to be 
demonstrated. Various online courses and resources are available, with example case 
studies, templates and PDR logs to demonstrate how individuals feel they meet the 
standards. At time of writing, 64 webpages are tagged ‘leadership development’: with each 
sharing evidence of why this competency or value is important, aligned to illustrative 
practice and empirical sources (link). Examples include ‘acting as a role model’, or
‘demonstrating fairness and respect’.

5. Targeting of investment: The ‘police leadership programme’ is for all, with targeted 
options for leadership and those from underrepresented groups, and two ‘fast track’ 
options.

As set out in the 2022-2024 business plan, the NCPL ‘will help ensure that all officers and 
staff, including those in frontline roles, are equipped with the leadership skills necessaryto 
look after their colleagues effectively and deliver a good service to the public’ (p. 15). To 
achieve this, the NCPL has a five-stage ‘police leadership programme’. Standards set in 
2023 required for all stages (link), are aligned to demonstrating leadership appropriate to 
role and context.

https://www.college.police.uk/career-learning
https://www.gov.uk/government/publications/policing-productivity-review-government-response/improving-police-productivity-a-response-to-the-recommendations-of-the-policing-productivity-review-accessible
https://www.college.police.uk/career-learning/leadership/leadership-standards#2ad3ca71-e818-4d88-8bad-d92ba0554e05
https://www.college.police.uk/career-learning/leadership
https://assets.college.police.uk/s3fs-public/2023-08/Business-plan-2023-2024.pdf
https://www.college.police.uk/tags/leadership-development
https://collegeofpolicing-newsroom.prgloo.com/news/college-of-policing-app-at-your-fingertips
https://www.college.police.uk/app
https://www.college.police.uk/career-learning/licensed-products
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Referring to progress toward increasing diversity, in the context of the Police ‘uplift’ 
programme, to recruit 20,000 more police, a 2021 report on the State of Policing by Sir 
Thomas Winsor commented ‘Between October 2019 and September 2021, the police 
received 166,615 applications. By the end of September 2021, forces had recruited an 
additional 11,053 officers and appreciably improved diversity. Of these, more than four in 
ten new recruits were female and more than one in ten (who stated their ethnicity) 
identified as belonging to a Black, Asian, or another minority ethnic group.’ (link)

Coaching Offerings

Whilst coaching is available for all staff, ‘executive coaching’ is offered for ‘senior 
leaders taking part in the police leadership programme’, (link) and already at stage 5 
(the top stage), or those on the ‘Aspire leadership development programme’ - defined 
as 'Knowledge, tools, confidence and skills for senior leaders who identify as being 
from a group currently underrepresented in the service.’ (link), where senior leaders 
are ‘chief inspectors, superintendents and police staff with equivalent responsibility’. 
The Aspire programme is a precursor to stage 4 of the leadership programme.

Fast Track Programmes

The ‘fast track’ programme for serving constables is ‘a development programme and 
promotion mechanism to enable the most talented serving police constables to 
advance to the rank of inspector within two years.’ (link) The fast track programme for 
‘substantive inspectors’ offers ‘a two-year development programme enabling 
substantive police inspectors to advance to superintendent rank.’ (link). For both fast 
tack options, individual forces decide whether to participate and select potential 
candidates for national assessment.

6. Key career milestones: More ‘entry’ routes into policing have been added, with some 
fast-track promotion options (above). There are five stages in the leadership programme.

The five-stage programme demarcates milestones, though stages are not accredited.
‘Entry routes’ - have been expanded, with stage 1 of the leadership programme designed to 
ensure a mutual starting point, and ‘aimed at anyone who has not joined the police service 
through a policing education qualifications framework (PEQF) entry route’. 

The College of Policing’s ‘National Police Promotion Framework’ represents a ‘four-step 
promotion process for police officers seeking promotion to the rank of sergeant or 
inspector.’

https://hmicfrs.justiceinspectorates.gov.uk/publication-html/state-of-policing-in-england-and-wales-2021/#:~:text=The%20founder%20of%20the%20modern%20police%20service,%20Sir%20Robert%20Peel,
https://www.college.police.uk/career-learning/leadership/coaching
https://www.college.police.uk/career-learning/national-police-promotion-framework
https://www.college.police.uk/article/police-constable-pc-entry-routes
https://www.college.police.uk/career-learning/courses/fast-track-programme-substantive-inspectors
https://www.college.police.uk/career-learning/courses/fast-track-programme-serving-constables
https://www.college.police.uk/career-learning/courses/aspire-leadership-development-programme
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7. Modes of delivery: Most leadership training seems to be online via the College Learn 
Platform. Practice-based guidance, through APP, is also completely online. Coaching is in 
person or virtual. Immersive learning offers scenarios relevant to policing.

The police leadership programme combines resources on a platform, ‘open to everyone in 
policing’ - once registered - alongside ‘paid-for coaching packages, available to officers and 
staff at all ranks’ (link). Coaching can be virtual or face-to-face. The College provides a 
portal and app to support asynchronous elements of the five stages in the leadership 
programme, via College Learn.

‘Immersive learning’ is used to ‘Recreat[e] the reality of critical incident management using 
Hydra in the Cloud… [designed to be] interactive and can include audio, video, documents 
and role play… We design and deliver tailored immersive learning packages for our own 
courses and for forces across the UK. Our portfolio covers public order, sexual offences, 
cybercrime, safeguarding and multi agency collaboration.’ (link).

Launching the APP in 2014, the College announced ‘The feedback from officers and staff 
was that there were too many manuals and getting quick and easy access to them was not 
always simple. APP has been designed for use on smartphones and tablets so the latest 
content is available at the touch of a button while on the frontline. Content is easily 
searchable and all identified APP areas complement and are consistent with each other.’ 
(link)

8. Digital

As part of the NPCC’s Science and Technology Strategy, and with priorities to ‘engage, 
evolve and embed’ effective uses of technology nationwide, the element related to training 
indicates a need to ‘Deploy the solution, train people to use it, and operate it, including 
maintaining it and ensuring there is sufficient resilience’ (p. 11).

9. Time: No figure has been found; some APP training suggest numbers of hours per officer 
per year for areas of training; some programmes have set durations.

No overall figure known for how much time people can/should spend on professional 
learning, though some indication has been found for individual training, for instance through 
the APP referring to training launched in August 2024: ‘Our new public and personal safety 
training guidance will support forces to deliver this training to a consistently high standard. 
This includes every officer receiving at least 12 hours of training in this area per year.’ (link)

Additionally, PDR is a requirement, where the process should be at least annual but involve 
‘regular conversations’ and ‘high-quality ongoing dialogue between an individual and their 
line manager’, in order to 'give everyone adequate time to conduct PDR, and should be 
streamlined so nobody spends too much time on admin or evidence gathering' (link).

Some programmes have set durations - e.g. ‘fast-track’ programmes are two years; the 
Aspire Leadership Development Programme is four days; ‘Immersive learning exercises run 
in live time… Activities can last between one and five days depending on the learning 
objectives. (link)

https://www.college.police.uk/career-learning/leadership
https://www.learn.college.police.uk/Account/Landing
https://www.college.police.uk/career-learning/immersive-learning
https://assets.college.police.uk/s3fs-public/2020-11/C175I0920_PDR_Principles%20and%20process%20expectations.pdf
https://www.college.police.uk/article/new-public-and-personal-safety-training-introduced
https://science.police.uk/site/assets/files/1253/npcc_science_and_technology_strategy.pdf
https://collegeofpolicing-newsroom.prgloo.com/news/college-of-policing-app-at-your-fingertips
https://www.college.police.uk/career-learning/immersive-learning
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10. Continuous improvement: With the College of Policing’s overarching responsibility for 
workforce development, and a What Works Centre monitoring evidence (link), a focus on 
leadership, career-long PD and boosting core skills was stated as critical to the College’s 
business plan, 2022-24 (link). The recent ‘Policing Vision 2030’ (link) identified a culture of 
continuous improvement as one of its five pillars (see Figure 5.2). APP guidance training 
explicitly incorporates evidence from academic, policy and other sources.

‘The College of Policing is the What Works Centre for Crime Reduction’ (link) - to review and 
share back with the workforce evidence on efforts to reduce crime, creating guidance on 
the basis of this review, and sharing successful practices and implementations (as in the 
2022-24 business plan, see Figure 5.3).

APP guidance-based training is highly referenced to policy documents and academic 
research - with references included at the end and evidence explicitly integrated in training 
and guidance material. Overview summaries of the evidence base are included -for instance 
within training guidance on professional development regarding
‘vulnerability-related risks’, it states:

‘The evidence was based on 64 studies. Of these, 34% were based in the UK and 53% were 
based on interviews with victims of domestic abuse and serious sexual offences, police 
officers, police staff and other support providers. The 64 studies in this guideline originate 
from the following thematic evidence summaries: knowledge and awareness (44 studies); 
communication and encouraging disclosure (30 studies). Numbers may not add up due to an 
overlap of studies across multiple themes.’

This research  was prepared by Riikka Hofmann, Sarah Pemberton, Alison Twiner 
& Marta Stryjniak, Faculty of Education, University of Cambridge for Government 
Skills. To learn more about this work, please contact: 
gscu.comms@cabinetoffice.gov.uk

https://www.college.police.uk/research/what-works-centre-crime-reduction
https://assets.college.police.uk/s3fs-public/2023-08/Business-plan-2023-2024.pdf
https://www.college.police.uk/guidance/vulnerability-related-risks/professional-development
https://assets.college.police.uk/s3fs-public/2023-08/Business-plan-2023-2024.pdf
https://www.college.police.uk/research/what-works-centre-crime-reduction
https://www.npcc.police.uk/SysSiteAssets/media/downloads/publications/policing-vision/policing-vision-2030.pdf
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Annex 1: List of Dimensions

Approach: what is the approach taken to workforce planning and skills strategy - does the 
organisation/sector have a workforce plan that looks at skills, and/or a skills or capability 
strategy? If yes, how often is it refreshed, and by what processes? Is there any information 
on how L&D is planned and delivered in relation to workforce plans or skills strategies?

Money: What are others investing? What is an appropriate measure to use e.g. total 
investment, per capita investment etc.? How does the UK CS compare to others using this 
measure/s?

ROI: Return on investment / how effectiveness of training is measured

Planner / Provider: Degree to which planning and delivery of learning and development is 
centralised versus decentralised; balance of in-house delivery versus outsourcing e.g. via 
commercial contracts. Is learning and development handled within organisational HR, or via 
a different model (e.g. a separate organisation or college, within a different specialist 
function etc.)?

Level of prescription/mandation versus optionality/self-directed. This might include issues 
like whether there are formal curricula, examinations/assessments, or mandatory 
accreditations. How do they identify what skills, knowledge etc they need, and how is this 
brought into planning learning and development? What are the different modalities of 
optionality versus prescription here e.g. mandatory accreditation linked to a very specific 
curriculum and assessments (e.g. health) might be at one end of the spectrum, and entirely 
self-directed learning at the other.

Targeting of investment: Balance of investing a lot in a small group of ‘high potentials’ (or 
similar) versus investing a little bit in everyone. Is there any work which may be done to 
promote opportunity and progression for colleagues from underrepresented groups to 
redress inequities?

Key career milestones: What are the key career milestones where staff receive additional 
investment, particularly on leadership? What is the rationale for this and the form this 
support takes? How is induction managed? Is there a specific framework or support for 
people earlier in their career?

Modes of delivery and balance between in-person, online, hybrid and a/synchronous modes 
of delivery, and reasons for this. Uses of physical colleges/campus for in person delivery. 
What types of training are targeted through different modalities, or which learners? What 
is meant by online? Is there a specific, physical college or similar?

Digital: How are they responding to, and making use of, new digital technology in terms of a) 
preparing the workforce for digital changes; and b) leveraging new technology to support 
learning and development?

Time: How much time is set aside for learning and development? Is this allocation set for a 
specific type of learning (e.g., formal, informal)?

Continuous improvement or continuous quality improvement.

0.

1.

2.

3.

4.

5.

6.

7.

8.

9.

10.
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Annex 2: Additional detail on learning at the Australian Public Service
One-APS Learning Ecosystem

Secretaries board
Promote APS values and contribute to APS capabilitiy. 
Identify strategic priorities for APS performance.

APS Commissioner Foster and contribute to leadership, high quality L&D and 
career management in the APS.

APS Learning Board
Lead the implementation of the L&D Strategy and Action 
Plan. transforming APS L&D aligned with APS priorities, and 
optimise performance of the APS Academy.

Senior leaders
Shape an organisational learning culture. Role model 
commitment to development. Govern and invest in 
workforce development.

APS Academy
Support and enable the APS workforce to develop common 
APS craft capabilities through a networked operating 
model.

Agency L&D teams
Provide agency workforce with access to learning 
experiences to build skills and knowledge which are specific 
or common to agency function.

Agency Business teams
Contribute to agency workforce development to enable 
employees to build technical and specialist skills and 
knowledge. 

Specialist Development Hubs Enable the APS workforce to develop specialist capabilities, 
such as diplomatic tradecraft or national security.

Professions
Lift expertise and deepen capability in specific diciplines, 
initially data, digital and HR. Provide viable professional 
career paths for APS employees and meet long-term 
capability needs of the APS.

External partners (Industry 
and Academia)

Partner with the APS to design, develop and deliver learning 
initiatives and experiences. 

Managers
Enable and support development opportunities for people, 
aligned to individual and organisational needs.

Teams
Contribute to an environment of trust and knowledge 
sharing to enable collective learning and performance.

Individuals
Identify individual capability needs and take responsibility 
for development and career.

Source: Highly Capable, Future-Ready: APS Learning and Development Strategy

https://www.apsc.gov.au/sites/default/files/2021-07/Australian%20Public%20Service-Learning%20and%20Development%20Strategy.pdf
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L&D feedback on APS academy
Australian Public Service Commission, 2024a, p. 87:

1. There is no one consolidated user record for learning across systems. This would be 
valuable for L&D staff to be able to more easily track and understand what their learners 
are doing across the APS learning ecosystem.

2. There is no self-serve ability for agencies to create and pay for group bookings. As a 
workaround, this is done by a request to the APS Academy team who complete the 
process manually. It is a complex problem due to limitations of financial application 
integrations. Note that this is a problem that is being worked on.

3. Facilitators need to manually confirm learner attendance for live events. For IT security 
reasons, the MS Teams integration blocked. Note that some other agencies enable this 
feature.

4. Convoluted process for invoice management. When large payments cannot be made by 
an agency credit card, they need to ask for an invoice (e.g. payment for in-house agency 
training, SES courses). The APS Academy team need to collect the information needed 
and the request goes to the Finance team to raise the invoice, give it to the agency and 
make sure it is paid.

APS continuous learning model

Source: Australian Government, 2021
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Annex 3: Additional details on Canadian Public Service
Figure A3.1

Source: Government of Canada (2024e)

https://www.csps-efpc.gc.ca/about_us/currentreport/dp-pm2024-25/index-eng.aspx
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Figure A3.2

Source: Government of Canada (2021b)

Table A3.3 - Detailed description of courses mandates per role 

https://www.canada.ca/en/treasury-board-secretariat/services/performance-talent-management/performance-management-program-employees.html
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Table A3.3 - Detailed description of courses mandates per role 

Audience Courses

Newly appointed 
public servants

Who We Work For - the course on how the government works and w role the civil 
service plays
Values and Ethics Foundations for Employees - foundational public sector values and 
ethical behaviours
HR-to-Pay Stabilization Training - information on the pay system

First-time 
managers

Values and Ethics Foundations for Managers - how to apply values an ethics in cases of 
issues of workplace well-being
HR-to-Pay for Managers - on decision about employee pay
HR-to-Pay Stabilization Training - information on the pay system 
Introduction to Organization and Classification - concepts of classification and 
organisational design
Performance Management for the Government of Canada - performa management 
principles and practices
Authority Delegation Training: Using Public Funds Responsibly - an overview of the 
expected practices for the sound management of pu funds
Authority Delegation Training: Practising Responsible Procurement -procurement 
process and the materiel management life cycle 
Authority Delegation Training: Managing People Effectively - strategic human 
resources-related decisions
Authority Delegation Validation Assessment for Executives - guidance exercising their 
delegated authorities through a series of multi-faceted scenarios that build upon the 
courses in the Authority Delegation Training Program

Functional 
Specialists 
–Financial 
Officers

Key Concepts in Financial Management - financial management cont and key elements 
associated with financial and expenditure management
Applying Key Concepts in Financial Management - this course conne the theory covered 
in the previous course with the more practical aspects of public financial managem

Functional
Specialists –
Materiel
management
specialists

Introduction to Materiel Management - basics about the functional ar
of materiel management
Overview of Procurement - more in-depth understanding of the procurement process 
and its dierent contractual phases
Overview of Real Property Management - overview of federal government real property 
assets, how they are managed and the legal and policy requirements around them

Functional
Specialists –
Procurement
specialists

Procurement Fundamentals - basic concepts and responsibilities related
to government procurement projects
The Procurement Process - the basic activities and considerations that are involved in 
the Government of Canada's procurement process
Overview of Materiel Management - the challenges of materil management within 
government and the objectives of the Directive of the Management of Materiel
Overview of Real Property Management - opportunities to measure and improve asset 
performance
Indigenous Considerations in Procurement - federal procurement policies, obligations 
and considerations that can be applied to increase opportunities for Indigenous 
businesses in Canada

https://catalogue.csps-efpc.gc.ca/product?catalog=FON304&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=FON301&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR409&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR411&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR418&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR402&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR401&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR411&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR403&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR419&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR210&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR216&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR254&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR152&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR451&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR250&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR109&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR133&cm_locale=en
https://www.gcpedia.gc.ca/wiki/HR_to_Pay_Stabilization/Training
https://catalogue.csps-efpc.gc.ca/product?catalog=COR137&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=FON302&cm_locale=en
https://www.gcpedia.gc.ca/wiki/HR_to_Pay_Stabilization/Training
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Table A3.3 - Detailed description of courses mandates per role 

Audience Courses

Functional 
Specialists – R 
property 
specialists

Introduction to Real Property Management - comprehensive overview of real property 
management 
Overview of Procurement 
Overview of Materiel Management

Functional
Specialists –
Project
management
specialists

Overview of Procurement
Introduction to Project Management - key concepts and players, different project 
management approaches, and the four stages of the project life cycle: initiation, 
planning, execution, and close-out
Project Management in a Government Context - review the various policies, directives 
and procedures currently in place to further develop their competencies in planning 
and managing government projects.

Source: Government of Canada (2024c)

Table A3.4 - Key Leadership Competencies

Source: Government of Canada (2016)

https://catalogue.csps-efpc.gc.ca/product?catalog=COR412&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR403&cm_locale=en
https://www.canada.ca/en/treasury-board-secretariat/services/professional-development/key-leadership-competency-profile.html
https://www.canada.ca/en/government/publicservice/learning/treasury-board-mandatory-training-inventory.html
https://catalogue.csps-efpc.gc.ca/product?catalog=COR412&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=TRN322&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR403&cm_locale=en
https://catalogue.csps-efpc.gc.ca/product?catalog=COR418&cm_locale=en
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Figure A4.1

Source: The Swedish Board of Student Finance (CSN) (2024).

Annex 4: Additional detail on Swedish Civil Service
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Figure 5.1

Annex 5: Additional detail on UK Policing

Figure 5.2
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Figure 5.3


