TAPES                                  and                                   Long-Term Training

 1:  CPAC Courses

 2:  CPAC Video Library

 3: DA Mandatory Correspondence Courses

 4: Catalog of Army Civ Training, Ed, & Prof Develop

 5: Career Programs: Competitive Professional Develop

 6: Career Programs: TRADOC MACOM CP Managers

 7: Eustis Safety Office Multi-Media Training Program

 8: Army Management Staff College

 9: OLE

 10: PME

 11: National Independent Study Center 

 12: ALMC Correspondence Courses

 13: Army War College

 14: National War College

 15: Industrial College of the Armed Forces

 16: Secretary of Army Research  & Study Fellowships

 17: Army Congressional Fellowship Program

 18: Army Comptrollership Program

 19: Energy Mgmt: Prof Enhancement Program

 20: Maintenance Mgmt: Prof Enhancement Program

 21: Materiel &Dist Mgmt: Prof Enhancement Program

 22: Transportation Mgmt: Prof Enhancement Program

 23: Logistics Executive Development Course

 24: DOD Executive Leadership Course

 25: DOD Senior Executive Leadership Course

 26: DOD Leadership and Management Program

 27: Defense Systems Management College

 28: Defense Acquisition University

 29: AAC/AAW Civilian Training Opportunities

 30: Graduate School  (The Government’s Trainer)

 31: Fed Exec Institute-Center for Executive Leadership

 32: Fed Exec Institute-Leadership Democratic Society

 33: Aspiring Leadership Program (USDA)

 34: New Leader Program (USDA)

 35: Women’s Executive Leadership Program  (USDA)

 36: Executive Potential Program (USDA)

 37: SES Candidate Development Program  (USDA)

 38: Ball Congressional Development Program (USDA) 

 39: Government Affairs Institute, Georgetown U.

 40: National Security Management Course,Syracuse U.

 41: Program for Senior Executive Fellows, Harvard U.

 42: VRA Training Plans 

 43: ACTEDS Training Plans 

 44: ATRRS

 45: DCPDS 

 46: TACITS Training Survey 

 47: Training Acronyms 

 48: Training Files

 49: Training Legal Foundation

 50: Training of Non-Federal Government Employees

 51: Training Phone Numbers

 52: Training Web Sites 

 53: American Society of Training and Development

 54: Tapes and Long-Term Training

 55: Advanced Management Engineering College (AMEC)

 56: Army CFS Training Center
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How does one deal with the situation when an employee has been on LTT, his or her objective revolved around passing the LTT, and the employee has failed the objective?

The question arises because there is a belief that the employee cannot be put on a performance improvement plan (PIP) and that no performance action can be taken unless the employee is given a PIP and has an opportunity to demonstrate improved performance.

The best way to prevent a problem is to plan in advance.  Because failure to accomplish an objective is usually a basis for taking action against an employee for failure to perform a critical element of the job, the objective should be established with this in mind.  For example, if an employee MUST pass a course in order to perform his or her job, then passing the course is an appropriate objective.  If the course is not required for proper job performance, then passing the course may not be a relevant objective.  Certainly objectives related to the LTT should be established, since a significant part of the employee’s appraisal period will usually be involved.  However, pertinent objectives might be developed around attending class, completing assignments, making presentations, writing a report or presenting a briefing about the LTT on return to the regular job, maintaining enrollment, etc.  In this way, the employee’s career is not jeopardized by failure to pass a course that is not essential to his or her capability to continue performing his or her job.  This should reduce problems in future LTT instances.

What can be done when objectives were not developed properly in advance and the situation is now arising when the employee returns from LTT and has not passed the course?  First, remember that the Support Form (LTT usually relates to Senior System employees) is a flexible document and is meant to be updated and revised throughout the year as circumstances warrant.  If hindsight indicates that objectives may not have been thought out in advance, then objectives can be revised.  If an employee who performs well in his or her job has not shown the ability to pass LTT not required for job performance, it would be unfair to move the employee out of the job without either a change in objectives or a PIP.  Changing the objectives is usually a simple, easy way of dealing with this problem, but what if a decision is made that the objective will not be revised?  Then, an employee must be given an opportunity to demonstrate improved performance.  Certainly it is not normally possible to return the employee to the LTT and send him or her through the course again.  However, there are various ways to design a PIP.

The objective to keep in mind in establishing a PIP in this situation is that the employee need not repeat the entire LTT. Frequently, the employee will have passed segments of the LTT, and it will be possible, through contact with the school, to establish those areas in the course that the employee failed to complete satisfactorily.  The PIP should then contain objectives designed to assure that the employee has achieved an understanding of the areas that he or she failed to grasp on initial exposure to the LTT.  This means that the supervisor is going to have to guide and counsel the employee in areas that probably will be different that the normal work of the unit.  Perhaps the school can assist in this effort. In any event, while a PIP may be more difficult to prepare for such an employee, it is not an insurmountable obstacle.
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