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also add the proposals we have designed to meet the training needs

identified, and some proposals concerning related development needs.

At this‘point we should like to make two general observations
as an introduction to our study of training needs. First, the criticisms
we report should be kept in perspeckive. - Many of the comments we heard,
both'iﬁ the group problem solving ses%ioﬁé and‘in the intefviews, re-

_flected adversely on'Departmental policies and practices. Thesé criti-
cisms, however, were lafgely focused on early assignments in an officer's
career, particularly the probaﬁionary peribd.and to some but allesser
exteqt the first posting abroad. 1In general, ho&ever, the}dfficers
interviewed appeared reasonably content with the service and geﬂera;ly

satisfied with their work and the opportunities which the career offered.

Secondly, Qe would like to indicate that ouf analysis of
training needsbhas nog‘suggested any major departure from pfeéent methods
of developing foreign éervice officers. In general we can supporﬁ the
main characteristi;s of the Department's present approach to officer
development. We see a strong need, however, for extending certain
trainingvactivitieé and a pressing requirement to iﬁprdve Departmental

practices which are relevant to personnel development.

D. . TRAINING PROPOSALS

The gggrehticeship Programme

The deveiopment of foreign service'officeré has fraditionf
ally been a career or professional apprenticeship process. For the
individual officer this has involved the build up of a judgment capabil-
ity in FSO work thrbuéh.knowlédge and experience gained on the job.

The process involves successivelyvmore complex and demanding assign-
ments as the officer's'judgﬁent capébility has developed. »Thevkey

factors in this process have been the experiencé of the officer on the
- 105 -

7
b,
e
&
5
3

4
S
e -

AR W,
il UL

ot

3




