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MESSAGE FROM THE VICE CHAIRPERSON

Dear Colleagues and Esteemed Members,

| extend my heartfelt congratulations to the Asia Pacific
Regional Office for Capacity Building (ROCB A/P) on its successful
publication of the Compendium of Training Management (the
Compendium). This not only sets the milestone in the training and
development of Customs talents in the A/P Region, but also
exemplifies the ongoing cooperation and collaboration between
Members and ROCB A/P as we strive towards a common goal.

Human capital always stands as the most important asset
to an organisation. To achieve the goal, we always need to equip
our Customs officers with the latest technical knowhow and essential management skills.
Thanks to the unwavering commitment and meticulous efforts of our dedicated colleagues of
the ROCB A/P, the active involvement of our Members, and the staunch financial support from
the Customs Cooperation Fund of Japan, we are delighted to have this Compendium that serves
as an invaluable guidebook for everyone.

The Compendium explores various facets of training and development. It encompasses
a wide range of topics including training policies formulation, training needs analysis,
development of training plans, designing courses and crafting training materials. It also
addresses training evaluation and contemporary issues, illustrated systematically with extensive
survey results and case studies. It showcases our best collaborative efforts and research
capacity of our region that have well reflected the exceptional work of ROCB A/P.

Capacity building is a continuous effort and we should recognise the fact that there is no one-
size-fits-all solution to diverse challenges we face. | strongly encourage Members to leverage

this invaluable Compendium to tailor-make their training policies and human resource
management strategies. Let us draw inspiratioc
continuous improvement) and remind ourselves to keep enhancing our regional Customs
community for the future. Thank you for your dedication and commitment to excellence.

Together, |l etds join hands and build a bright
Tsztat Chan
Vice-Chairperson
Asia/Pacific Region



MESSAGE FROM THE ROCB ASIA PACIFIC

Dear Colleagues,

We |

on Training Management.

come to the R

Afilntroducti ono, t h

As explained in the

i s C

Management in A/P Region was a Regional effort
made in cooperation with the WCO Secretariat,
RTCs in A/P Region and the CCF/Japan, and
with Member

wonderful collaboration

Administrations. | would like to express my sincere

appreciation to all the

stakeholders.

The

enhancement of domestic training is indispensable to secure sustainable development of an

Organisation. Also, for the WCQO, it is really beneficial to multiply the effects of international

Capacity Building efforts, if the beneficiaries disseminate the knowledge and skills to fellow

Customs officers with domestic training. In this effect, the WCO has issued several Toos relating

Human Resource Management (HRM) in Customs perspective.

TYPE OF TECHNICAL ASSISTANCE REQUESTED

Human resources and training

Legislative and regulatory framework

Information and communication
technologies (ICT)

Infrastructure and equipment
Institutional procedures

To be determined

Diagnostic and needs assessment

Awareness-raising

|
% 0 5

(SourceWCO Mercator Programme Repdrine 2020p.10

Share of technical assistance requested @

| I | | | | | |
10 15 20 25 30 35 40 45 50 55 60

Let me introduce one interesting figure from the WCO Mercator Programme Report

(2020). Mercator Programme is the WCO

flagship initiative supporting Members worldwide in

implementing the WTO Trade Facilitation Agreement (TFA). The Report illustrates the

implementation status of each country and

the TFA, which is an international treaty

asked them what was needed for them to implement

and its implementation requires revising Laws and



Regul atory framewor k. The most expressed assi
resources and trainingo, in order to apply th

My humble observation on this result is that the human resource is the foundation for the
change, and accelerates whatever efforts that a Customs try to achieve; the WCO is expected
to provide assistance in this very important aspect to its Member Administrations. | wish that this
Compendium will be utilised to accelerate the enhancement of training system in A/P Region,
so that Customs can achieve its strategic objectives.

The WCO is aiming at new Capacity Building Paradigm and it expects to see outcomes
from international capacity building efforts. | think this Compendium was issued at the right time,
but it is a living document and will be updated time to time to meet the needs of the Members
and the WCO.

Last but definitely not least, please allow me to acknowledge and congratulate the Project
Team of the ROCB A/P, Khun Amm (Thai Customs attaché) and Asuka san (Japan Customs
attaché), for your tireless efforts, commitment and enthusiasm which made this Project a great
success, for the future of the Region and beyond. Let me also mention that the data chart shown

in this Compendium was collected, analysed and made by Mr. Jaemin (Korea Customs attaché).

Jun Tajima,
Head of the ROCB A/P,
Supervisor of the Project
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I (NTRODUCTION

Regionalisation of the WCO Capacity Building

WCO Asia/Pacific Regional Online Workshop on Training Management
24 - 26 May 2022

Strategy makes identifying Regional needs

more effective and efficient. The theme of the
WCO in 2023 was fNu
‘s  Generation: Promoting a Culture of Knowledge-
sharing and Professional Pride in Customso
" That year, ROCB recognised the strong needs

~ of Customs Administrations which are struggling

with planning and implementation of their domestic training to nurture the next generation.
That is how the WCO Project on Training Management was launched and the ROCB A/P
published this Compendium as its outcome

In fact, prior to the launch of the Project, there were some movements behind it. The Meeting
of Heads of the WCO Asia/Pacific Regional Training Centres (RTC Heads Meeting) is
convened once a year to share the recent activities of each RTC and discuss the challenges
regarding the training management in the A/P region. In the course of the 19th RTC Heads
Meeting held in October 2021, how to enhance the training capacity was discussed in order
to ensure sustainable organizational development. Based on the discussion in the said
Meeting, the ROCB A/P organised the WCO Asia/Pacific Regional Online Workshop on
Training Management from 24 to 26 May 2022. This Workshop aimed to share the outcome
of AP RTC Heads Meeting with A/P Members, to share the expertise of the RTCs, national
and regional experiences of A/P Members, to promote the WCO tools including the WCO
Framework of Principles and Practices on Customs Professionalism (FPPCP), and to discuss

the way forward for continuously improving training capability in the AP region.

10



During the Workshop and the following evaluation on the workshop, developing Members
demonstrated their great interests in further improvement of training capability by sharing
RTCsd6 and Membersd good practices and Dbtgols.c
I n response to Membersd needs, t he ROCB
Project to contribute to enhancing A/ P M«

expertise.

This Compendium is the outcome of the said Project. In each Chapter, it shows results of
baseline survey, brief introduction of WCC(C

This Aone step forwardodo i s a sugg ecnovedonwar.r

The WCO produces wonderful Tools on Human Resource Management (HRM). They show
theories and good practices of some Administrations how to do competency-based HRM in
their Administrations. However, the level and the situations of training management varies
across Customs administrations, and there are a wide range of challenges to reach these
levels. This Compendium is a collection of practices, and examples of neighbouring
Administrations that can be a milestone for another; it might give better ideas what to do next,
to reach to the ideals that the WCO shows.

That is how Compendiums can supplement WCO Tools.

The ROCB is in a good position to produce a regional Compendium because we are closer
to Members and have better communications. The ROCB A/P also utilised Regional Training
Centres (RTCs) of the WCO on their knowledge at their heads meeting which we conduct
every year. In this sense, the ROCB A/P issues the Compendium as a living document, and
it continues updating the information by continuous collection of information relating to the

Human Resource Development.

The ROCB A/P wishes all Members of the A/P Region benefit from this publication in

enhancing its staff development.

ROCB A/P

11



CHALLENGES OF THE REGION

The WCO conducted a world-wide Survey (questionnaire) on Customs training management in
October 2023, aiming to collect and analyse information on the training experience or practices

of each Customs administration.

The results of the questionnaire were the fir
the devel opment of national Customs training
the Regional Offices for Capacity Building (ROCB). The survey results, at global and regional
levels, were presented at the 15th Session of the Capacity Building Committee and the 19th
Global Meeting of Regional Entities in February 2024.

For that purpose, the ROCB A/P conducted a detailed analysis of survey results based on the

reply to the questionnaire, focusing on the Asia Pacific region.

The following charts are the results in the aspects of the challenges faced during the training

preparation stage, implementation stage, and follow-up on training.
(1) Encountered in the training preparation stage

The chart shows that there are similar challenges in the A/P Region.

Securing the necessary budget 45%

45%

Analyzing the performance gap

41%

Collecting training needs

41%

Assigning appropriate trainers

Developing a responsive agenda

Developing appropriate materials

Selecting appropriate participants

Planning and scheduling training

Advertising and promoting enrolment

0 10 20 30 40 50
A 45%ind fAisecuring the necessary budget o,
A 45%ind fAfanalyzing the performance gap be
A 41%ind fcollecting the training needs fr
A 41%ind fassigning/engaging the appropria
A 36%ind fidevel oping an agenda that respon
A 32%ind fiDeveloping the appropriate train
A 23%ind fAiSelecting the appropriate partic
A 23%ind fAplanning and scheduling the appr
A 18%ind Afadvertising the course and promo"
A The three most recurring ones: 12
A securing the necessary budget, analyz:
and performance, and developing an ac




(2) Encountered in the training implementation stage

During the implementation stage, the challenges were related to how to encourage trainee
participation in discussions and their engagement in training. Trainers' delivery skills were also
identified as a challenge, as they are typically Customs officers rather than professionally trained
trainers. They are usually selected based on their expertise in the subject matter, rather than on
their teaching skills.

Encouraging participant engagement in discussions 64%

Imploving participant engagement in the training 59%
Securing the necessary budget

Improving trainers' delivery and facilitation skills

Training officers in remote areas

Delivering training under security restrictions

Others l
0

10 20 30 40 50 60 70

A 64%onsider oOencouraging participants to a
A 59%onsider oOmaintaining/improving particip
A 40%onsider O0securing the necessary budget
A 36%onsider oOmaintaining/improving trainer s
A 36%onsider oOensuring the training of offi
A 20%onsider odelivering training content un
A The three most recurring ones:
A maintaining/piampiciipmgits'i mnglagemeaitni ng cop
maintainingftirmpmevisngdel iveryddawiilng athenp
budget .
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(3) Encountered in the follow-up and monitoring of

training

The challenges around the follow-up and monitoring phase are the evaluation of training

effectiveness. During the Workshops conducted in AP Region during the project period, it was

repeatedly said that training is an investment, not a cost. If it is an investment, it is required to

have some fruits after investment.

Training unit has to be accountable for its effectiveness of the service they offer. The challenge

lies how they measure it in a persuasive way.

Evaluating training effectiveness

Using evaluation results

Encouraging use of learned skills

Evaluating participant performance post-training
Involving stakeholders in evaluation

Securing necessary budget

30 40 50 60

A 59%ace difficulties in oevaluating training
A 55% outilizing the evaluation results for fu
A 50% odencouraging participants to transfer an
training in their daily operationso
A 50% o0evaluating the participantsdé performanc
A 45% oinvolvingealtedraitmakefhol der sé
A 23%sécuring the necessary budget o
A The three most :recurring ones
A eval uattrianigni ng ed feendcoemagi ng pranstceéepaa
the knowjaidgeed during the training unitkhe
the eval uatfioorn fruetsuurlet st r ai ni ng cour ses.

From the next page, the Compendium will look into these issues so that the Administrations prop:

address their challenges in a more practical way.

14



1. TRAINING POLICY

1. Training Policy

Among the 64% who have a
training strategy document

93%

71%

71%

36%

36%

29%

have annual plans for
implementing the
training strategy

have training goals and
measurable objectives

have monitoring,
evaluation, and
adjustment framework

do stakeholder analysis

do an environmental
scan

have a training
contingency plan

Survey results

The

survey revealed

that

more than 20%

of the

Administrations that replied to the questionnaire do not have

training policy. This section shows that the WCO Tool clearly

70

o 3

Jo X~
J «

le

«zZ

a o _ 3 0 J « NX
J 2 -ilkustrates hgw Membeérs id A/F

Region provide for its training policy

-Z

|

WCO Survey on Training Management of AP Region in 2023

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

Training Policy

Training Strategic Document

W g5 g

73% of Members in AP Region have a training policy

Components of the training strategy

implementing the training strategy

training goals and measurable
objectives

Monitoring, evaluation, and
adjustment framework

stakeholder analysis

environmental scan

training contingency plan

I 93%

. 71%
P 71%
. 3%
e 3%

. 29%

0% 20%  40% 60%  80%

100% .
)



FUNDAMENTAL VALUES

Fig. 18 : Stakeholders in the training system for Customs

Information Systems
Communication Service

Internal Control and Audit

FUNDAMENTAL VALUES

Experts

Training Department
(National Customs School)
Education Committee

Human Resources
Department

FUNDAMENTAL VALUES

Training
Charter

S3NTVA TVAINIWVANNS

1. Training Policy

WCO Tools
1.

Training is one of the organizational development
solutions that Customs administrations must
emphasize in order to meet both organizational
and individual changing demands. Training should
always have priority and requires a strategic
commitment from Customs management. An
accurate learning strategy and training system
improves employee efficiency, effectiveness,
uniformity, confidence and job satisfaction, whilst

helping to achieve organizational goals. A wel

designed training policy should be aligned with

organizational goals and support competency

development.

Training should be a shared responsibility,
involving all levels of Customs officers as key
players, to foster a culture of continuous learning
and support strategic goals of a Customs
Administration.

(Source : WCO0.2015. Framework of Principles and Practices
Customs Professionalism (p.80), WCO 2019. Guide To
Implementing Competency Based Human Resource

Management In A Customs Administration Environment
(P.102-106))
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Mission
Statement

Values

Principles

Accountability
Framework

Ownership

<

Training
Policy

1. Training Policy

2.

The training policy is the expression of broad
intentions, fundamental justifications, basic
options, priorities and strategies of the Customs
administration in the area of staff training. This
policy determines how training activities are
conducted and it is influenced by the beliefs and
values of the Customs administration. Training
should be a shared responsibility, involving all
levels of Customs officers as key players, to
foster a culture of continuous learning and
support strategic goals of a Customs

Administration.

(Source : WCO0.2015. Framework of Principles and Practices
Customs Professionalism (p.83))
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1. Training Policy

. Me mber s O Pr ac thsecZ-é\ghree-Pillar Approach to

Training Course
Case 1 - Comprehensive Strategy for _ _ _ _ .

This Administrationds hul
Sustainable Workforce Development ] ) ] ) o

aim at strengthening desired skill of officials and
This Administration defined the purpose of ] ] o o

ensuring 4 tactical objectives, namely flexibility,
training in their Annual Training Plan;

international viewpoints, comprehensiveness,

VTo devel op knowl edge, abilities, skill s, and
_ and professionalism. Purf)ose of tralnlng is to
competencies of the offici al at evel t hat
nurture officials to carry out thelr tasks properl
align with position (skillsets) enabl % em
_ ) and promptly, respondlng to the C anglng
t efficiently perform their responsibilities.

environment surrounding Customs, and it is

cultivate appropriate mindsets of t he

_ ) ) provided in a three-pillar approach, namely off-
ficial f or effective job performance
the-Job training, On-the-Job training, and self-

0
V To
f
adapting to the context of changes.
0
f

devel opmént . Thi s i mi n i
promote the development oqof the potential
structure is in 3-type design, i.e. comprehensive
h-g g&l i ty human resources by N
training course, technical training course, and
e

transferring knowledge an expertise fTrom
_ management skill training course.
one generation to another, especially for
personnel approaching r~**"==~===* ==- -
2.B ting to Next L I
to prevent knowledge | o: AT . ) m
<o 1. Comprehensive 2. Technical 3. Management Skill
g O v e rnm e n t s e rv i C e Position Training Course Training Course Training Course
. Dirsctor Management Leader
Senior Manager
VTo enhance and develop ey H—— 1 s
i ector Practical Middle Manager
and wavw competencies n - —— l
H H Gluef = w 'ic;r;a ' unior Manager
support work in the dic¢ = “l NS L untorManse ir
Officer ntermediate
country, as wel | as ad NewyRecrut| .
y Officer
]
nor mal and the next nor
VTo encourage coheavelnaupme
. A 3.1 Training Contents
of the official t hat al B TR — f th
) ) ) Position Training Course Training Course Training Course
administration and supp .. -
. . . y Ability to solve issues
career paths of individ Deputy N &todisplayleadership
Director \\\\\\ _—— "
’ Deeper understanding and
VTo promote personnel d ¢ e etsbroeisbemitr b
di verse met hods, ens. STy —
i Offices knowledge
devel opment process is =
efficient, and effectiyv
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1. Training Policy

T Comprehensive Training MWdhisr sAdministraton provides training
Wi de range of knowl edgograngt @ ké quUisp itnhean t o per

vari ety orfelCutsedonmsreas roles in the general ope
f Technical Training Coenviregwent These programs are predominanty
Deep knowledge & skill sl nosnt rFeugcdtcoira s ct Bapj ect
of Custednmast ed areas 1T teach critical foundat:i
1 Management Skill TraifihgaCbupseactical skills
Management and | eaderslfi pekhnbwtedbnri &al and spe
skills T cover a wide range of d
T are constructed of in

related modul es

. Me mb €erso DI sc uﬂ S S%kéhol@er@ include trainers, operational

The benefits of having training policy work areas, legal and p

Based on the objective of ihahﬂhf‘giofnlbrht‘if?jéﬁ)%”tp%'mviir
guideline in training isinnecoeps:é'aéyifoq]ra|efefne\;:it|iMﬁm
HRM and review of effectipvreongersasmsandproiuc}rcotm@ their
of budget etc. appointment. This -2@lrOms

Training policy is essentmogeltowhereby 70% of the

_ _ fromthlkeob experience.
T standardize the objective of training

1 accountability to or ganlhe ebjectiyas of training can be better
i i illustrated by showing the benefit of the
T make clear visions for yhilifgu EsBecially the in-person training

_ o and/or induction training.
The contents, or the meaning of the objective

of training f Training wil/ of fer
- The objective of trainingpipsorttounfiitlyl ttohegadianp p
bet ween requirement for jgobd agirdaéetui € @ntwhat t he

of ficer 6s |l evel and adaptat hae rchameg e j ust 1
under advancing circumst amcdesS.standing. Il n add
T Technical training pr otvridiese e awi | | greatly
opportunity t o apply dtapwami @nidnt eracthen b
regulations in a | ogical awady .t byi hear,niang wel
the backgroundndoby t he | aswsnnecti ons among fe
learning the technique in application. whi ¢hai nees can | evi
participation in tra
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1. Training Policy

establish valwuable professional
connections.
The primary objective of the training is

to enhance and refresh knowledge and

skills. Additionally, the training aims to
ensure the uniformity in procedures
within the organizati on. Particularly for
t he i nducti on training, ai ms at

i ntroducing nlkwt he res wi't

organizational structur e, rol e, and
mi ssion, as well as, provide participants
with a fundament al understanding of

Customs rules and regul ations,

i nternati onal standards, and
conventions. Training can enhance
your confidence, hence increasing
pr odwicttyi in.your worKk
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1. Training Policy

I  One Step Forward

Training policy, the objectives of ‘training, i
showvtitkd on and commitment of the top executi Vve
also noted that objectives are there to be ac'l
objectives whether .they are accomplished

Some Administrations expressed their needs of
certain rules$sraobpneenpoet eERternational assistal
after receiving it

By referring to the WCO Tools and Membersodé pra
or enhance your Training Ptodiltenmrghodemehbdpmehnmi

Courtesy of Customs Administration of Malaysia
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2. ldentification of Needs

2. IDENTIFICATION OF NEEDS

Those who conduct assessment

68%

45%

45%

5%

U s dutdre Skills
Anal ytsassess
training needs, an
approach that
considers an
organi zat-i o
term goals and trends
in Customs and trade
to anticipate future
competency
requirements and
prepare employees for
evolving roles and
technologies.

Use6 Empl oy ee
Performance
Appraisalsd t o i
areas where
competency gaps exist

Use6Survey a
Questiontoai
gat her empl
input on what skills and
knowledge they

believe they need to
improve their job
performance.

Just6 Tal k to
Ar e gdMadager and
Staff) about problems
that could be solved
with training.

Survey Results

The WCO survey revealed that more than 40% of the
Administrations that replied to the questionnaire has
challenges in identification of the needs. At the same time,
as the chart below shows, the Administrations do some kind
of needs analysis. This section illustrates that the two
methods of needs analysis that WCO Tools introduces and

how Customs Administrations conduct in real life.

WCO Survey on Training Management of AP Region in 2023

Methods of training needs assessment

Future Skills Analysis to assess training needs, an
approach that considers an organization's long-
. 68%
term goals and trends in Customs and trade to

anticipate future competency
Employee Performance Appraisals to identify _ %%
areas where competency gaps exist "

surveys and questionnaires to gather employees’
input on what skills and knowledge they believe
they need to improve their job performance

45%

talk to Work Areas (Managers and Staff) about
problems that could be solved with training . 5%
requirements and prepare employees for evolving [
roles and technologies

0% 10% 20% 30% 40% 50% 60% 70% 80%

82 % conduct periodic training need assessments
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2. ldentification of Needs

I \\/CO Tool

Stages in the competency-based training process

Gathering and analysis
-
Competency ~
Post-training evaluation development Design and planning CEE=D
of training courses

Continuoy

o improvemen

Techniques for gathering competency needs

Observation methods Group methods

~ Participant observation ~ The training commitiee

— Methodical observation — The discussi
([

e ion group
— The troubleshooling group

-

Individual methods

Mathiods of ansiysis of Data gathering
ods of analysis of
existing data techniques
~ Interview
~ Questionnaire

~ Job descriptions
— Performance appralsal
— Productivity reports:

~ Competency analysis

Competency-based training process comprises
four stages in Customs Administration:

1)The gathering and analysis of competency needs
2) The design and planning of training courses

3) Delivery of training, and

4) Post-training evaluation.

This process is repetitive and aims for continuous
improvement by incorporating feedback from
evaluations after the training to refine future
training efforts. Effective training begins with
thorough needs collection and analysis to ensure it
addresses identified competency gaps and aligns
with organizational goals.

To identify and analyze training needs effectively,
it is essential to gather and examine data to
understand competency gaps. This involves
diagnosing discrepancies between current and
required competencies, identifying affected roles,
and prioritizing needs based on their strategic

importance.

The Competency needs analysis should be
conducted both at the organizational and at the job
levels. The organizational-level analysis mainly
focuses on the role of the Customs service, the
organi zationds priorit
expectations and the or gani zati onbo
the job-level analysis, competency gaps are
identified against the job profiles. This is achieved
through the use of questionnaires and interviews,

among other methods.

Source : WCO. 2019. Guide To Implementing Competency Based Human Resource Management In A Customs Administration Environment
(p.112-115), WCO. 2015. WCO Framework of Principles and Practices on Customs Professionalism (p. 87-88))

23



B Member s o

As the Survey shows, some administrations

does not conduct needs analysis.

Case 1 - Diverse Approaches to Needs
Analysis
Several administrations indicated that they had

no experience of conducting needs assessments.

2. ldentification of Needs

Pr act Cias é-/éDgta-Driven Approach to

Workforce Development

In this administration, a survey is disseminated
to each division at the end of the year, specifically
targeting the management level, to assess the
need of the training for the employee in their
division. The result from the survey will be used

to formulate the Training plan.

f I'n this Administration, training needs
, This Adminjstration conducts various training
are expressed directly from the
_ _ _ courses in accordance with |ts tramlng* strategy
individual to the person in charge
] ) gthere are mainly _three  training streams:
the training, who refers the indiuvi ual
) ) comprehensive training stream, area specific
to a training course that meets his or
training stream (e.g. Customs Valuation, ROO,
her needs.
o ] o HS, IPR etc.)), and management training
1 Some Administrations distributes o ,
o stream). In order to maximize the effectiveness
trainiingneed survey across all/l wor k

of these trainings, it is important that these

areas, all owing t he i nput from
_ training plans be shared and recognized among
empl oyees at vari ous l'evel nd
stakeholders The Customs Training Institute
department s. )
. _ _ _ develops "annual training plan" to effectively
T This Administration doesnot have the
o . _ achieve the strateg and in order for them to
specific job description KP1. The
) . properly address the latest needs and
Training depends on partr cul ar
_ challenges of the admrnrstratron |n the plan,
circumstances and the DG may
. _ circulates a survey to the HQ (CTB CCL) and
the Training Centre to conduct
. _ the Customs Training Instltute Branch Offices as
training. Nor mal | vy, the Trainin Wi
_ a first steﬁ every year The expressed needs
take place outside of king
H from those stakeholders on both policy and
or s.

Some organizations approach the

organizational-level analysis.

Organizational analysis means that, with

thorough analysis of Custom environment, the
Organization comes up with Strategic Plan, and

the lack of national

operational level are then carefully considered,
analysed, and reflected as necessary in the
annual training plan to be prepared as mentioned
B . ng Pl
then presented to the DG of the Administration

Annual Traini an
(President of the Customs Training Institute) for

approval for implementation. To catch up the
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recent trends, new courses such as Al
technology course have been implemented
flexibly.

Training practices: Training Scheme

(1) Comprehensive
course course

(2) Area specific (3) Management course

Manager/ Management Leader,
Supervisor z
Senior Manager
Assistant Advanced pmfesslonai : I
Supervisor Practical Middle Manager
- Advanced Theoretical I
Unit Chief Junior Manager
Professional
Officer Intermediate
New Recruit Mandatory selected officers
Training courses
. af m f
Course Loz AL .bﬂ - examphe
Course trainees
=Management Leader
Management Course 1 N =Caniti Darsign Tor Remnale officers
- Hirw R ruits durie
= Practical T-.\umng CoERE for
CnmpreheTswe 7 T30 Compnehensive Servioe
Course = hliddle-class officials courie
= Advvanced course ehc
= Custorms Valiation
. =ROO
Area Specific Course 22 ave - Past Clearance Audit
=HS #te
= Advvanoed Language course
Other Course 15 595 = Econamic Survey
= Aettiarting IRSEructors s
Total 46 1,892

TFPI0ZIT

Needs Analysis Survey

* Respondents: CTB*, CCL**, all regional Customs (through CTI*** Branches)
* Frequency: Once a year

* How: by sending a survey form
* Respond rate: 100%

*CTB: Customs and Tariff Bureau
** CCL: Central Customs Laboratory
*#** CTI: Customs Training Institute

88 =0

CTB & CCL CTI Central Office

a= & =g =H

CTI Branches  Line managers of CTI Branches CTI Central Office
L regional Custom J
about 1 month

CTI Central Office

+ Send a survey form
to the respondents
with instruction

* Explain the
purpose and how
to respond to the
respondents

2. ldentification of Needs

Some implement job analysis

Job analysis is to measure the gap between
the competencies required for an individual to
hold a position and the actual competencies of
an individual, with a view to targeting and

prioritizing genuine training needs.

Case 3 - Job Analysis for Targeted Skill

Development

T Some Admi ni strati on
performance appraisal
address specific skil

T This Administration s
of training needs [
c o0 n d u afolb angysis to analyse the
specific competency t h at they r

The traininga Cleatttrer st
head of each divisior
the specific training
their empl oyees. Af t
feedback, t hey wi ||
di scussions with the
design the training p

T I n t his Admi ni strat.i
appointed by the head
expertise and mastery
carrying out the task
t he uni t The appoi
responsi bl e for assi
i mpl ementing alhesimneef
training courses.

f This Administration o
Performance Appraisal
conduct Training Need
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2. ldentification of Needs

6. This Administration stardfs ttheipr evioces syear , 1

training needs identificatcah byfcoeduetgiung e a
an organizational needssudbmaltyshe laenmadr ni ng nee
performance needs anal ysinse.edl nfcolrudtehdeiirmm dfhfei ce/ p
performance needs analbyshsornganttlati onal and
competency assessment ofanhbhkbyempl ogeasbst samst hwei In
t o analsypseec itfhiec competenchetphottkraely for the next
are |l acking. the training center [ f
It is done with the for mami Iflor elnggaargné np nNedewdsst b s
Assessment (LNA) survey d®Omiganszanbtoonak subjec
LNA and Performance LNA, dekigh ithel tdasning pro

competency gap analysis ner nosition and

d | h
H Needs Analysis is the .
of fice ) ' process of identifying ‘Orgilrgzeﬂ:lsond

. performance gaps by
.Regarding the competen ( gathering and analyzing

. . data and evidence.
speci fic set of compet Performance
Needs
description s clear|l

i y on
Work .
heads of each port and Environment ‘Lﬁirgér;g'
performance of their ¢ hineds —
supervise based on their observation. Once

the ewviadmahas been determiThed, Atmeni stration wu
compet ency as sess meaend innovative HR syc¢
forms are provided to all ©Ofé&ioengndePidsi iudrm ma
Heads to rate their subor @ifriates, nmonvde st hteo a n
result wi || be forwardedstwattehme alnnatleyrd ens t he
Training and Devel opment Xinvwiwslieodnge( IrelgDh) red ano
for the identi fleantmiomg ofThsep escyisftieem al s o manag
needs and the | TDD wi Il dMhteamr mhnef ftiheer 6 s qua
l earning and devel opment pErxpdmrams ong bée syst el
prioritized fTdiri snewxotulyde arssi gns necessary mod:
effectively bridgen tahe exXTihd tsi nagd ngianpi st r ati on
specific competency. met hods to conduct T
.For the organizational needSsuramey y6mTdS)asiFder st ,
from reviewing the strategdicr dulraetced oaamamrfg talel s

agency for the year and t hiendnmnnvuiad s arlepoatp aci t
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requirements. Secon.,NFérrbelleart%@ Di s ¢ L
questionnaire among aKle)ll Fagté)rg §h%6inongPa{[ni?‘1g I{Ie%ds
gather training needs of each directorate.
Third, organize meet iMgMPers Wpighlighted. yagoys; faglors that
heads (e.g. humanSirgend dug¢andt !y influence &
enf orcement, corpor dqeds. These i@céuqle Bofitigal, economic, social,
revenue and servntag) eghgologicale rpgulatery, apd, epyironmental.
needs of their cl ust ehese faciors arg key drivegss thay ipfluegce
are then anal ysed t o ragnggengedsatojganizatiopgl, pasitipral, and
needs and accor di nglingividgaldeyel. 3 n n y a|
training schedule is ' ' '
i mpl emented in the fo E.l;hn .\ ’ mm'“
each year in order to
training sdhddwlme.t hepa __ %% ”. i
training schedul e, t e et [
organized at any ti me Q/ v \‘
special requests of an’' wommmee Clmote Crane, Wit
The way of requesting assistance from donor
Case 4 - Needs-Based Training Prioritization How : The Way of Collecting Needs
and External Collaboration 1. Identify the needs based on the regular
This Administration receives the annual need (weekly/monthly/yearly) ~ report  from
survey from several organizations including the frontline.
WCO. The training unit forward those surveys to 21 dentify the needs
gather the need from each division. Once they questionnaires to each
collect the feedback, they will prioritise the needs 3To fill the gap betwe
depending on the frequency of the topics in the and current performanc
feedback. If the Administration has expertise in certain benchmark(neesc
that topic, they arrange the training by 4To identify the need
themselves. However, if they lack the expertise future l'i kes such |
on the identified needs, they will request devel opment should be

assistance from organization who has expertise

in that area.

2. ldentification of Needs
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2. ldentification of Needs

Who : Identifying and Collecting Training
Needs

Based on the performanc,'
of ficer, HR identifies
the poor performance ofg
Based on the dobtsebaad i
as ASYCUDA WORLD, iden8

which should be priorit

I n conducting needs survey to all of ficers,
Courtesy of Customs Administration of Cambodia

is recommended ¢ halt omlahiagenrs

i nput t heir own needs,

the team, in or deefrf ecot ifk

organi zational absorptic

Members suggests the involvement of
training unit in deciding the trainees to
respond to their needs:

In Administration where only HR personnel
have the right to deci

training, all owing th

trainin unit and takin S u estions befor
9 9 Courtgy%f Customs Adminlrs]trationo Malaysia

makiagdeci si on, can p ide mor e
opportunities for offi
training.

Some Administration ha
the Training I nstitute
select trainees. HR se
consultation, which hif

training.

Courtesy of Customs Administration of Korea
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2. ldentification of Needs

I  One Step Forward

, ldentifying gaps between the organisational go
cruci al, and documentingvitabhsi hhermatiramnnf og
cour ses. Al so, this may serve as an explanat ol

administrations when training programs canhnot
I n conducting job analysi s, there are two ty
performance appraisal and the other is sending
The | atter may be i mproved by appaihret innege dssubj e
| f an Administration tries to be precise, it i

the Annex 3 of WCO Framework of Principles a

Courtesy of Customs Administration of China
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2. ldentification of Needs

What are the competencies?

While many Administrations define competencies by job description or expectations by Customs, this
Administration follows national policy on capacity building. The government body responsible for capacity
building defines the competencies for civil serigrin a two competency models: Behavioural and Functional

Competencies.

Competency Model - Behavioural Competencies

The Competency Model consists of 13 Behavioural Competencies split across 8 Core Ci ies (and 28 d sub-themes) and 5 Leadership
Competencies (and 13 associated sub-themes)
| Corel Leadership?

1. Self-Awareness 2. Personal Effectiveness

Self-Analysis .
Self Confidence S(re_ssManagemem
* Resilience

Purposefulness . flien s
self-Learning Navigating Ambiguity

* Analytical Thinking
* Attention to Detail
= Systemsthinking

e 5. Outcome Orientation
4. Communication

6. Collaboration

9. Creativity & Innovation

+ Lateral Thinking
¢ Transformation
Orientation

11. Collaborative Leadership

10. Strategic Leadership

= Global Mindset

« Forward Thinking

* Executive Presence
*_Sustainable Mindset

12.Team Leadership

+ Active Listening * Goal Setting * Relationship Management N
+ Reading & C hensi . * Diversity & Inclusion “ Influencing and . g'rl:'r‘irﬂl?:nstructive
+ Verbaland Non-verbal *+ Initiative and Drive ¢ Knowledge Sharing Negotiation Feedhgtk

Fl + Commitment to Qualit .

wency ] Y Conflict Management + Inspiring Others
. Skills
S . . 1. Core Competenciesinclude 2. Leadership Competencies area 13. Decision Makiny
7. Service Orientation 8. Operational Excellence fundamental skills, knowledge, and specificset of skills, behaviours,and g
N P i attitude which are expected to be attitude that are associated with

* Empathy + Planning &P by all official effectiveleadershipand k i
* Responsiveness * Resource Management the hierarchy of the t f their . ;:i:lﬂ.::nmn:‘:g
" Service Excellence (wrt * Process Excellence ecosystem for contributing to teams. These competencies are

Citizens) - C P effective publicservice delivery. essential for leaders to achieve

inspiretheirteams,

Competency Model - Functional Competencies (1/2)

arganizationalgoals, fastera
positive work enviranment,and

The Competency Model consists of 21 F ional Comp jes and 68

| sub-th:

1. Citizen Centricity 2. Policy Architecture

Design Thinking. * Research& Need Analysis
Citizen Partnering & Collaboration * Policy Design / Amendment

PEST (Political, Economic, Social, * Policy Implementation

Technological) Consciousness = Policy Monitoring & Impact Assessment

3. Cabinet Note Preparation

Rulesof business (AoB /ToB)
Cabinet Note Writing

4. Government Program

Formulation

Research & Need Analysis
Scheme/Program Design
Feasibility & Risk Assessment
Implementation & Outreach

5. Project Management 6. Public Procurement (GFR)

* Procurement Mgmt. through GeM

* Procurement of Services / Goods /
Works

* Contract Management

* Vendor / Consultant Management

* Project Planning
 Project Implementation
* Project Evaluation & Menitoring

9. Financial Mgmt.

- Budget ion & Impl

Expenditure Management
Government accounts
PFMS Portal Management

10. Digital Fluency

* Digital Tools { M5 office, Excel, PPT & Al
tools) & Platforms
* Digital Service Design

7. Material Management (GFR)

Maintenance and Disposal of materials
Inventory Management

11. Data Analytics

DataManagement
Data Analysis & Visualization
Dataled Decision making
Data Use and Governance

8. Monitoring & Evaluation

« Creation of M&E Framework
« Evaluation of outcomes / outputs

Competency Model - Functional Competencies (2/2)

The Competency Model consists of 21 F I C ies and 68

d sub-thi

12, Establishment& HR

* Handling Establishment Matters

* Handling mattersof Reservations

* Handling Fundamental Rules
/Supplementary Rules

* Handling mattersof Prevention of
Sexual Harassment Policy

+ Handling performance appraisals

* E-Office

* File/DAKManagement

* Office Procedures

* Noting & Drafting of official
Communications

+ Technical Proposal / Report writing

13. Office Management 14. Handling Parl. Matters

* Submission of briefs, supply of
information

* Maintaining records of
parliamentary matters

15. Handling RTI Matters

" RTIResponsiveness
 RTIRecords Management

16. Grievance Redressal

* Conduct Rules

Provisions on Suspension

* CPGRAMS Portal Management Proposal preparation for disciplinary
* Public Grievance Handling proceedings

+ Handling prosecution cases

* Preventive Vigilance

17. Vigilance Administration 18. Litigation Management

* Legal Know-How
* Court case management
* LIMBSPortal Management

20. Change Management

* Change Readiness
+ Change Implementation
+ Change Impact Assessment

21. Administration Matters

* Handling Allowances &

Reimbursement

Handling Leave and Travel Handling

Miscellaneous Matters (Car,

Residence, Parsonal Staff atc.)
Official Language

Communication Management

Dissemination of Information
Handling social media
Management of in
websites.

ation on official
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3. Annual Training Plan

3. ANNUAL TRAINING PLAN

Survey results

0
100% 7% 82%
80%
60%
40%
20% 9% 50
0()/0 _ I
annual training section dedicated no dedicated section only for
plans based on to training section administrative
training strategy management purposes

The WCO survey reveals that nearly 80% prepares Annual Training Plan. Which means that over 20%
do not have one, and it is noteworthy that some Administrations which do not have Annual Training
Plan expressed the strong need of drafting one. This section shows reasons why they thought it is
acutely needed, with the WCO Toolsand Member sd practices and di

I \\/CO Tool

The annual training plan is crucial for effectively building the capacity of Customs officers by integrating
the involvement of key internal and external stakeholders. This ensures that the training system is
competency-based and promotes lifelong learning throughout the organization. It is developed based
on a thorough analysis of competency needs collected from various sources such as strategic plans,
missions, and audits. The training plan must include three types of actions: addressing immediate
adaptation needs, supporting the successful implementation of performance contracts, and maintaining
professional qualifications. By organizing training activities around these priorities and conducting them
during working hours, either in a classroom or via e-learning, the annual training plan ensures that staff
development is aligned with both organizational goals and individual needs.

[Source: WCO. 2019. Guide To Implementing Competency Based Human Resource Management In A Customs
Administration Environment (p.109)]
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B Me mb e Pracbices

The primary purpose of this section is to show
what kind of elements Member Administrations
have for Annual Training Plan. It tells us what

they want to achieve with the Plan.
Case 1 - Annual Plan

This Administration makes the annual training
plan as below:

Case 2 - Annual Training Plan and

Budgeting

This Administration has an Annual Learning and
Development Plan together with cost estimation
which includes everything that a project will be
buying, categorized into either goods, services,
or infrastructure. (There is precise estimation on
the side of the screenshot below.) This
Administration spends 0.70% of the entire
agency budget for training.

PROJECT PROCUREMENT PLAN [PPMPXCY 2634)

ENO.USER, U INTERIU TRAINING AND DEVELGPUENT OrMSIOn

SCHCDNE LESTOE o ACTRES
o wom ae aon s [ o] s ot v e

|- 1 1

co0€ GENERAL DESCRIPTION w00t | BaTC) wr

ESTMATED
BUDGET

EENE R RN RN

2024 Name of the Courses Mo | Place period Rema
January | Mol issues 60 Training school One week 8 am t0 9.30 am Priorif
H.S 60 Training School One week 8 am to 9.30 am Priori
Legal Knowledge 60 Training schoal One week 8 am t0 9.30 am Priori
Feb MACCS Polish training 50 Training School One week 8 am to 9.30 am Priorif
Polishing training for €l and DCI of 40 Preventive Div.. One Month 7 am to 9.am Priori
Preventive Division
Customs Valuation Training 60 Training School One Week 8 am to 9.30 am | Priorit
Knowledge of RKC 60 Training School 3days 8am to 5.30 am Plan
March | Data Warehouse system applying 50 Training school 1day8amto9.30 Priori
Legal concept 70 Training School One week 8 am t0 9,30 am Priorit
HS 60 Training School One week 8 am to 11.45 am_| Priorit
Anti-smuggling combating system 60 Training School 2 days 8 am t0 9.30 am Plan
H.S 60 Training School One week 8 am to 9.30 am Priorif
April AEC 60 | Training School 3 days 8 am to 9.30 am Plan
May MACCS Polish training 50 Training School One week 8 am to 9.30 am Priorif
Legal K 60 Training school One week 8 am to 9.30 am Priorif
H.S 60 Training School One week 8 am to 9.30 am Priorif
June Data Warehouse system applying 50 | Training school 1 day 8 am to 9.30 Prioril
July Legal K 60 | Training school One week 8 am to 9.30 am__| Prioril
H.S 60 Training School One week 8 am to 9.30 am Priorif
Customs Valuation Training 60 Training School One Week 8 am to 9.30 am Priorif
MACCS accessing Training Al | Training School Onedavgamtoll.45am | Plan

3. Annual Training Plan

Case 3 - PDCA-Based Approach

This Administration develops their annual
training plan using the PDCA (Plan-Do-Check-
Action) model as below. The process begins with
distributing a need survey to both headquarter
and regional customs office as mentioned
n2. l denti fi

centre will analyse the survey result through

cation of

internal discussions, drafting an annual training
plan based on their insight, and submit to the DG
for approval. During the planning phrase, they
consider the several key factors including
incorporating the new needs to the existing
courses, aligning with policies, and the capacity

of the training centre.

PDCA cycle

* Consider environmental aspects
* Reflect the needs from HQ, regional Customs, etc.

LAN
* Consider solutions, new Annual Training Plan

methods Course Syllabus
* Request necessary (Coordination Div.)
budget CTION 0
New approaches Lecture, Case Study,
(Trainer, Training Div., Discussion, Role-play, etc.
Coordination Div.) (Trainer)
HECK
Training Evaluation

(Coordination Div.
Training Div. Trainer)

« Evaluate the paper tests, etc. to measure the effectiveness of the training
« Evaluate the questionnaire for further improvement

Annual Training Plan

Oct. to Now. Dec. to Jan. Feb. to Mar. Mar.
Needs "
m

* Conduct a » Assess the » Draft Annual * Finalize and get

needs survey result of the Training Plan approval from

to CTB (=HQ of survey through  « Have discussion  President of

Japan Customs)  internal on the draft CTI{=DG of

and regional discussion at with Japan Customs)

Customs the CTI stakeholders
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Case 4 - Systematic Learning Model (SLM)
with ADDIE Process

In the process of the training designing and
development, this Administration applies a
systematic learning model (SLM) that governs
how they develop learning for the Administration.
The SLM uses the ADDIE process.:

I

Analyse Determine if a training need exists, the nature of that need, and
how that need can be met.

Design Determine the stakeholders, learning outcomes, content and
delivery methodology of new learning products.

Work with stakeholders, SMEs and trainers to build the new
learning products.

Implement  Deliver the new training to participants.

Develop

Determine how effective the training has been. Continue to
evaluate to capture updates and changes.

Evaluate

g Environment
o

Design

Desin fepor @

Develop Training
and Assessment

ANALYSE DESIGN

lear
a

the

ADDIE MODEL

is an instructional Materials

design approach to
DEVELOP > :]
- T

building effective
learning solutions

Trial Learning
Solution

Conduct V. | Pilot Evaluation T/v—
ﬁ Evaluation . b Report £ #

Training

Plan and et Deliver Management
B Prepare for 3 fing  Leaming g X repor A Package on
Evaluation it S . WaAL OurPeople

Case 5 - Structured Development of a
Comprehensive Annual Training Plan

A comprehensive training plan document serves
as the blueprint for developing the annual
training plan. This  Administration has
incorporated the following essential elements in

their training plan document:

3. Annual Training Plan

1. Performance Review and Environmental

Analysis
This Administration begins their planning
process with a comprehensive review of

previous

year 06s

perfor mar

Following

this process,

they conduct an

environmental scan to understand the business
context and future directions for the upcoming

year.
2. Strategic Map

A three-year strategic framework has been
developed to serve as the foundation for the

development of training plan.

Mission To Train and Prepare Reliable Customs Officials
with Innovation and Expertise
Vision Global Customs Academy for Leaming and Growth
Core Values Sense of honor and priority / Change and innovation
Communication and cooperation / Responsibility and dedication
 Strategic Goal 1 Strategic Goal 2 Strategic Goal 3 || Strategic Goal 4

Fleld-oriented Advancing learning | | Digital-based platforms Agile innovation

training for future infrastructure to train global talents management
customs talents

3. Strategic Tasks

This section converts strategy into action by
identifying specific actions required for each

strategic goal.

Field-oriented training for
future customs talents

« Ethical public officials
+ Competent personnel
+ Smart K-detector dogs

. Strategic

Digital-based platforms to
train global talents
« Future digital manpower

« Self-directed learning
* Global K-customs education

« High-quality content
+ Top-tier competency of faculty
+ Best learning infrastructure

Advancing learning
infrastructure

Tasks

+ ESG-based responsible

« Agile and flexible organization
« Safe and healthy workplace

Agile innovation
management

management
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4. Curriculum Details

4.1 Education Plan

This section demonstrates a summary of the

year's training program

Plans for 20xx
[Catego No. of No. of
o ICourses s [Trainees

Onboarding X X X
nternal g 4gic Leadership X x x
Subtotal X X X
Basic X X X
. Practical X X X
[Fechnical Advanced X X X
[Subtotal X X X
Elective X X X
Digital X X X
[Global (Global Experts X X X
[Tailored Customs House Training X X X
ISpecialized Canine & Handler Training X X X
[Subtotal X X X
E-Learning X X X
[Total X X X
Extemal |Global Intemational Customs Officials Training X X X
IGeneral Public E-Leaming - X X X
In-Person Learning X X X
[Total X X X
IGrand Total X X X

4.2 Course Modification

This section outlines necessary updates and

changes. Those includes changes from
previous year's curriculum,
Course Key Modification
New Course
(Course Expansion
ICouse reduction
Revise course title
Discontinued course
4.3 Course Classification
Organize programs into four categories:
1. Basic Training
. No._of
Course Title Target Officials HuEel ITimes E:c';:ees Remarks
Cohort ’Tota[
Cnboardi
(Cnus?g; éngm cials) Grade 7 and 9 X X X
Onboardi
(ch]!cgla‘gallggts) Grade 9 * X %
Onboarding
(Specialized career  [Group C X X X
officials)
Onboarding
(Customs analysts, [Grade 7-9 X X X
etc.)
Onboarding
(New Deputy Grade 5 X X X
Directors)
Total X courses, x times, xxx people

3. Annual Training Plan

2. Technical Training

No. of
Course Title Target Officlals  [2Ur2U0N iy g | Tralnees arks
(Days) ST —
(Cohort
Basics of
Practical Trade |All officials X X X X |[Required
Operations
Basics of Officials in charge of
Export and Import fexport and import x x X x  [Required
Logistics clearance
Newly assigned
Basics of
officials to the export
Efggrr;nacned Import and import clearance X X X X |[Required
ivision
Newly assigned
Basics of Express officials to the
cargo C\eargnce Xpress cargo X X X x  [Required
clearance division
Drug Enforcement (Officials responsible
[Techniques atthe or export and import x x X x  [Required
Clearance Level clearance
Customs Border Officials in charge of
IMonitoring Practice surveillance X * X ¥ [Required
Kﬁlﬂc;‘r;[sg&zn;nfg [Anti-terrorist agents x x X x  [Required
Officials who
Export and Import completed the course
LLogisties Practice of export and import X x x x  [Required
logistics
Officials with work
fexperience in
clearance over two
Export and Import ears or those who
Clearance Practice  [completed the basies | * * x x  [Required
of export and import
clearance within 3
ears
Officials who
Express Cargojcompleted the basics|
Clearance Practice of express cargo| Required
clearance
Baggage  ClearancelBaggage inspection
Practice E\ma\s Required
Total Lu courses, xx tlmes, xxx people

Example of Technical Training (Clearancy

3. International Training

1) Internal Officials

No. of
ICourse Title Target Officials P Times isini e Remarks
(Days) Each Total
Cohort
IAccredited Customs
Experts Selection All officials X X X X
Successful
candidates of K-
IAccredited Customs ACE or those x X X x
Experts Practice subject to
supplementary
course
Introduction to
IAccredited Customs )All officials X X X X [Required
Experts
Experts Resolving
Overseas Clearance Al officials X X X X |Required
Issues
Total X courses, x times, xx people
2) International Customs Officials
No. of
Course Title Target Officials AMEALOD Times fliaiides Remarks
(Days) Each Total
ICohort
WCO RTC-RDTC International X X X "
inars, etc. ICustoms Officials
Total X courses, X times, xx people
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4. Public Training

No. of
Course Title Target Officials [CUration iy oo |_Trainees o arks
(Days) Each
ITotal
[Cohort
pecial Course for
Separate
ustoms Brokers N X X X
E’estScreenin ) iselection process
pecial Course for s
eparate
[Customs Brokers i X X x
(Training Course) [pelection process
[X-ray interpreters
of other
IX-ray Image organizations % " %
Interpretation Training  |(including
government
departments)
o WAir Force
IClearance Training for
|Air Force Logistics :ecrr:l:%r: of X X X
[Command clearance
Individuals in
ICustoms Valuation charge of customs X X X X
work
Individuals in
ICustoms Drawback charge of customs X X X X
ork
Practical Training of 'fsot:’g lﬁg:ﬂ;’:’c‘:
Issuance of C/0 o of o Korea Ghamber [ x X x
ICommerce and Industry ?nfd(f’oslt'l:ymerce and
[Training for Mangers of
import/Export Logistics  Import/Export X X X X
Managers Logistics, etc.
|Total x courses, x times, x people

4.4 Monthly Training Course

The calendar provides an overview of all

learning activities throughout the year,
optimizing participation and resource utilization.
Include Monthly training schedule, Program

dates and duration and Target participants.

Remoted Learning

ICourse Target Officials Date 0. ofRemarks
ICustoms Clearance Transferred staff in X X Required
he export/import
Customs clearance
field
Drug investigation All officials X X Required

In-person training

ICourse ITarget Officials Date No. ofRemarks
Trainees

ICustoms Service New recruits X X Required

Introduction (Customs

IOfficer)

Basic of Customs Auditor X X Required

Investigation

Example of training calendar in February

4.5 Course Details

3. Annual Training Plan

Course Title

ICourse Objectives :

[Target Officials :

INumber of Participants :

Dates and Times :

Schedule IContent I(ilu;::lso)n
Day 1 pxx

Day 2 pax

Courtesy of Customs Administration dflongolia
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3. Annual Training Plan

Il Me mber s O Di s ¢ uSemgMemperg discussed that annual

Members first discussed whether their training plan contributes budget
training was conducted according to an allocation on training:
annual plan, and challenges on training

without proper planning:

Some Administrations does not have a executive, clear
training plan. ¢ |
Challenges  arise  especially for essentia
unscheduled/incidental training. , Based on the annual
After the needs anal ysi She ainr?tu@rlneflr/aeixntienrgnal
plan is compiled.
venue.
Members discussed about difficulty in
securing enough budget against the Some Members argued that annual
needs expressed: training plan contributes to allocating
_ _ trainers: _
Budget is a main concern for carrying out

training courses, but Tidr@add@ed s &rt€o NtOHe €asy

The main pur poste aadfnitnhge
is to secure the budget

annua

principle of ensuring tRa&ndgaltibmainiynge pdfan
public funds by the MacWdy stAR, f ehesee the

should be a plan that PBhRildn ©od thg deli
considerations. trainers.

very

Many trainings are requli rAendd utad bHe atianui gthgt pH watn

yearly budget is limited.information to di

We usually request donor&O0¥gdiN@qwRddtangte medt s
.ng.
training plan is avail a

the top level to authoriZe&l®alser O Buddd et

recto
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3. Annual Training Plan

I  One Step Forward

., There can be many theories for encouraging hayv
which do not have Annual Training Plan but the
Wor kshop as you see the fAMember s 6 pdriascctuiscsailo nboe
the Pl an.

., For practical reasons, it is worth referring

enhance the Annual Training Plan of your Admin

Courttesy of Customs Administration dbri Lanka
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4. Designing training course

4. DESIGNING TRAINING COURSE

45%

45%

41%

41%

36%

32%

23%

23%

18%

find Asecur.i
necessary bu

find Aanalyz
performance gap
between goals and
performancedo

find Acoll ec
training needs from
stakehol der s

find Aassign
the appropriate
trainers/tea

find Adevel o
agenda that responds to
the needso,

find ADevel o

appropriate training
materials to achieve the
goal so

find fiSel ect
appropriate

find Aplanni
scheduling the
appropriate training
peri odo,

find Aadvert
course and promoting

the enrolment of
participants

The three most recurring ones:

V Securing the necessary

budget, assigning/engaging the

appropriate trainers, and

developing an agenda that

responds to the needs

Survey results
About 36% of the respondents of the WCO survey shows

concern over the development of training courses that

responds to the needs.

Challenges Members encountered in the training preparation stage

Securing the budget ~ IEEEE———— /50
Analyzing the performance gap 45%

Collecting the training needs 1%
Assigning trainers/teachers 41%

Deve|0ping an agenda I 360

Developing the training materials 32%
Selecting the participants 23%
Planning the training period 23%

Advertising the course ~ T 130/,

0% 10% 20% 30% 40% 50%

WCO Survey on Training Management of AP Region in 2023
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4. Designing training course

I \\/CO Tool

The objective of designing and planning training courses is to develop methods that address the
competency gapsidentified during the needs analysis. This involves making various decisions anc
addressing key questions to create a successful training activities plan, such as defining training
objectives, identifying course members, scheduling dates, determining duraion, choosing the
location, and establishing the budget. The training plan reflects the choices of an organization's
management regarding the allocation of resources for developing individual and collective
competencies of the officials. It is recommended that the internal or external trainer be closely
involved in this stage to decide on the training delivery methods and content.

(Source: WCO 2019. Guide To Implementing Competency Based Human Resource Management In A Customs Admini
Environment (p.117118))

e

Courtesy of Customs Administration dfidia
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I Me mb e Pracbices

Case 1 - Implementing the First In-House
Training Program

For many vyears, this Administration relied
heavily on external donors to provide training for
its employee. A significant shift occurred in 2018
when the Head of Administration made a
strategic decision. He assigned the training unit
the task with developing and conducting a

4. Designing training course

The Administration continued to develop its
training capabilities. In the following year, they
launch a second, more specialized training
program. The key features of the second training
program included:

Objectives To enhance skills and equip officer
in the area of enforcement with
knowledge and skills necessary for

refresher training program for employee, their work
mar king the orgarnowardgtni onts + 11 50 o cp
employee development. The training unit began Target Employees working in the area of
by studying WCO tools, which are available on Officers  enforcement
WCO website. They also researched on how the :
. . . Duration Two weeks
other organizations conducted their training
programs, gathering best practices. The training Content  The curriculum included physical

unit designed a refresher training program with
the following key elements;

Objectives To refresh empl oy
and align their practices with
international standard

Target Technical Officer
Officers
Duration One month, with the flexibility to

extend hours for specific topics
based on trainerf¢

Content Necessary topics including WCO
tools and practices from other

Customs Administration

Trainer Experienced subject matter expert
within the Administration

suppression techniques

Trainer The Administration requested
assistance from embassy to
provide an expert in this field.

Design an effective training program requires
careful consideration of various challenges.

1. Operational impact

The absence of employees during training can
significantly affect daily operations, particularly
in small customs houses where workforce are
limited and the absence of employee can affect
the workflow.

2. Budget Constrains

Limited resources often make it difficult to gather
employees from various office at the
Headquarters.

3. Trainees Background

Trainees may have varied levels of experience;
some had attended external workshops. This
can be a challenge to design a program that
effective for everyone.
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4. Designing training course

Case 2 - Innovative and Collaborative Modul e| Tot a Traini Acti vi
Hour Met hod {
Approach Discipli 156 |Demonstr{Swi mmin
Endur anc Si mul ati (Sed&fen
This Administration has a well-established play f?:f’;:ﬂ
training center and systematic approach to Academic 150 |Lectures
Training Si mul at i
planning a training course. The design process Administl 60 |Assignme|Public
Training Speakin
is a collaborative effort that involve multiple Tot] 366

stakeholders. The following design process

shows their strategy for designing training 3. Executive Approval
program. Before implementation, the program is
1. Trainer presented to executives for approval. This step

that the traini li ith th
The process begins with finding the right trainer ensures tha € training aligns Wi ©

A

L organizationb6s strategic
or resource person. This first step ensures that

t ial level.
the program will be led by the trainer with the Ob Mmanagerial leve

necessary expertise and experience. Case 3 - Key Considerations in Designing

an Effective Training Courses
2. Course Outline
This administration pays particular attention to;
Once the trainer is identified, the training center
V Who are the key stakeh:q

i mpacted by, or have st

collaborates closely with the trainer to develop

course content, define clear objectives, and
: . . |l earning?
determine the most effective methodology. This

coll aborative approach i ryt \é\”&?tat e ttrhee CItermaoignre"’lrloc‘)hsI ¢
. : - 3 i ) N i ?
expertise with the course specific needs, baudienced2qlngiprs?

ensuring the program is tailored to achieve its V What are the learning «
?
goals. the | earner 7
V What content i's needed

For example, the training to meet th

Objectives: To produce customs officers with V How will the content b
integrity, discipline, knowledge, ability, and skill; wh o ?
and are committed to make the vision and

mission of Customs a reality.
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4. Designing training course

V. What assets and mat er They Wilise @ rruthber @f rebogirces when
created? developing training, including:
V. Does the learning need y aqrbpcaraess®do softwar
V. Does the training need {yopopherpPephpapated or
refreshed, and how oftem?Trainer and Participan
V' How will the training materials be evaluated? V Task books / workbooks
When they decide on delivery methods, V Videos
they need to consider: V- Animations
. : . | mager
o the availability of tra\llnersg ar¥d |l earners to
_ , V Virtual Real ity
conduct training
V Practical rainin [
o the risks associated with tthe tra-lrnallng g (
and demonstrations)
gap/ need
. . V Software trainin envi
o the type of skills being trained g
_ V LMS ??I_ine assessments
o the number and | ocation of o icers who
require the training Case 4 - Designing Training with the 70-20-

o the prioritisation of

ot her needs

These considerations allow them to better
determine what delivery method is most suitable;
eLearning, Instructor-led training or a blended

approach.

In planning a programme, it is necessary to
consider the operational impact by leaving the
office, especially for long period of time / Head
of check points for small customhouses limited
budget; difficult to gather officers nationwide to
the capital city guidance for materials; those who
have experiences in taking Workshops abroad
has good quality but others are not the same

level.

¢ 1f Modg! for Lifghopgteqingnar ed t o

The 70-20-10 model of life-long learning
proposes that 70 percent of learning comes from
experiential engagement, i.e. from experiences
on-the-job; 20 percent of learning comes from
working with others or relational development
through interaction with others; and 10 percent
is informational learning or formal training. This
is an effective model vis-a-vis life-long learning
but a learning designers should not limit themself
thinking that they only have the power to engage
with 10 percent of their learning process, which

is formal training or filled with instructions.
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The designers will engage with the learners for a
short span of their working life, such as 3

months, and the online learning module can stay

4. Designing training course

Case 5 - Partnership with External

Organization

When other Administrations have the same

with them for a longer time. What the trainees or training objectives, they form a strategic

learners practice in these 3 months of training is partnership to develop joint training curriculum,

a behaviour that they will carry on after the appoint instructors or facilitators, and mutually

training engagement ends. Thus, the designers share training costs to ensure effective allocation

have to handhold the learners to help them of resources. Several training that needs specific

develop behaviors of practicing the 70-20-10 skils and special equipment will be more

model of life-long learning and thus, the training effective and efficient if they do this partnership

design should reflect the 70-20-10 practice in its with external partner, rather than provide itself

actual learning tasks and milestones. . . :
9 independently. This can also increase cost-

Online learning ecosystem enables learners effectiveness and time-efficiency.

stay engaged with after the workshop. The Collaboration with Academic Institutions and

designers have to make sure that they do not Other Organizations

ask too much of the learner to spend on

. , o In this administration, their Customs College
completing milestones on learning; just need to

interact with learning for three purposes: plays a crucial role in designing and executing

training courses to support staff development.

recalling inandmaakbnqhegoﬁ\é

aeycollaborates with various institutions

structions for a s mt%l |$rovi('ileC br(i)fevsé.io%a?( aﬁdh %téndatrdlt}e%y

n replicate at thei Erain\lﬁé) lresl(OLE)r(:Ies"’.l THe Customs College has

PEET Sheel chredi{eorl b@ the'Codncil for Accreditation

rough the online ¢ Ocﬂ?,&%gdgrﬁictaXd’Vocgti8nal5@aﬁfi5aﬁons as an
eir doubt s,

-~ ® O

e
n
a
ngagwingh their
h
h

—

achieve rgpeet%ltbrs unde? dthee Haﬂoﬁarﬂ CQ%alifications

their llearning proc fra?ngworlz. 'Phics gcélre%itgtionaensures that all

community of support

training programs adhere to high-quality
action gtanéalfaisr, OaLfig%ng Qith the structured

based on the praglliffon Srhmeldhe appiiéd' {o “tdadnifig
at the end of t he

refl eonhi hbeir

qui z

wee lﬁrbgrams across the nation. The council plays a
key role in assuring the quality of academic and
vocational training programs, reinforcing the

effectiveness of training initiatives.
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This
Advisors system composed of professionals

administration adopts an Honorary

from regulatory bodies and university
professors. These advisors provide guidance
and advice in the development of educational
programs, ensuring that the training content
aligns with industry standards and meets the
evolving needs of the profession. Through their
the

administration aims to

the

expertise,

continuously  improve quality and

effectiveness of its educational initiatives.

This Administration has introduced a training
system tailored to the three stages of new
recruits, probationary officers, and permanent
officers,

offering educational programs in

collaboration with external institutions.

For New Recruits, training incorporates various
perspectives from Law Enforcement, such as
Sociology, and Psychology to enhance their
enforcement capacity. In

Studies

particular,
Psychological in Law Enforcement
covers subjects such as The Application of
Psychology in Law Enforcement, Interviewing
Witnesses, Suspects and Vulnerable Groups,
and Conflict Management. Meanwhile, Social
Studies in Law Enforcement offers courses on
The Application of Criminology in Law
Enforcement and The Ethical Issues of Law

Enforcement.

Additionally, the Administration provides part-
time study opportunities for probationary officers
of fi

degree in fields such as Criminology, Public

and per manent cer

S

4. Designing training course

Administration,  public  Policy, Financial

Technology and Big Data Analysis. For
management-level officers, a one-year full-time
program allows them to obtain a master's
degree. Furthermore, executive officers can
enrol in a Public Administration Program at
universities, while senior-level officers can
participate in the Senior Fellowship for Public

Servants program. These initiatives contribute to

strengthening the
leadership capabilities.

Induction Training Delivered

by University

Social
Studies
‘approach in in Law /
Enforcement /
y

Psychological
Studies

% Communica
|| e by ) in Law (' o0
Enforcement /’ Wstening

Customs with

Standards

Aligning Operations

International through various

collaboration

This Administration is focused on strengthening
the technical skills and expertise of its staff
through customs technical training, aiming to
improve the efficiency of their Customs
operations and align them with international
standards. Specifically, technical training

both
domestically and internationally, are provided to
epsure, gustoms Rfficeés ur}ﬂ%rséapde a}n% gan

effectively respond to the latest regulations and

programs on customs operations,
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technologies. Additionally, training is extended
to external sectors such as the private sector
and other government agencies, contributing to
the development of a broad collaborative

network.

Furthermore, the Training and Assessment
Committee is responsible for the overall
management and oversight of staff training and
development, ensuring the  continuous
evaluation and improvement of training
programs. This committee plays a crucial role in
enhancing staff performance and driving

organizational development.

Additionally, the Customs Training Institute
offers a Diploma in Customs Studies and
specialized technical training, providing a
platform for officers to acquire the necessary
skills for their roles. Through these initiatives,
customs officers deepen their specialized
knowledge and enhance their ability to carry out
their duties more efficiently.

These efforts are essential for improving the
expertise of customs officers and enhancing the

guality of public service.

4. Designing training course

Il Member so6 Discu

Members discussed about the tips in

designing a training course :

Set the goals. For

pr-eest t o measur e t he

especially tfroari niinndgu.c tlinc

t o t hteesptr,e conduct t est
measure the

trainings.

I n order to enhance t he

i s important to set r
outcomes required for
cour ses:

refresher

, When developing traini
i mportant to involve di
the internal and exterrt
training unit, and sub
These stakehol ders ar
contribute their exper

nclnunes ¥yeof the course.

, It i's important to have
cour se design proces
compliance with | aws,
organi zati onall pol i
organi zations showed

do not have | egal of f
organi zati on.

., The involvement of dive
training devel opment i
of ensuring the incl
cour ses. For exampl e,

AMaster Trainero who
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4. Designing training course

through foreign donords dsesdtseanmeg cbUbolseasnet w
the Master Trainer Progr gmMnej.cers can be an ef
., When conducting workshopgsy Wikihh wdiodd®@fe shar i
countryods assistance, AfmimgiysyPeathiedpf ul
to create group work assignments and
ropeéay scenarios and nraoannca t ham
to donors to better r Designing Training, targeting Gen-Z
the trainees. This Administration found that Gen-Z
Members also discussed around the tips MEAES NS FEENEEng ©F e
. motivation for effective service delivery
for successful training :
attitude. Apart from knowledge, what
. Sel ect the —appropri a customsneedsis soft skils.
effective training. T The method taken is flip learning i reverse of
trainees, set triemaiitsh & the role. Students become teacher (active
iseffective.

It is unavoidable to discuss about the

budget in designing training :

To save the budget, various methods such

as e-learning, OJT, webinar should be

utilized.

,In the event that the
is insufficient, i1t m
seek assistance fron
establish an HR excha
t hat all ows foreign
coll aborate with | oce

designated period. T

learning approach) and take ownership of
their learning with the use of case studies.
Grading is done also by the peer in
additions to the faculty.

Training Centre equipped itself an
immersive learning centre = multi-sensor
approach, because it was found difficult to
train adults with traditional approach; it has

been proven very effective.

For that purpose, trainers are the most

important aspect.

(more details are in Annex 1 of this

Compendium)

willbalsmwouci al i n negotlating and
coordinating alternative these
training programs. Additionall vy, I f
f or mal training iIs wunavailabl e,
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4. Designing training courses

I  One Step Forward

, Training design is a dynamic work and requires
made Members encourage involvement of stakehol

trainers.

Even an Administration does not have stakehol de
international organisations ar ound -pheorws o nh eayn dd evsii

technol ogi es.

The Tools provides an extensi ver egpapiran alf Warokgs hac
proven the effectiveness of fnADecisions to be tak
to i mplementing Competency Based HRWMneinnt al pGugset olr
with a group exerci se. I't is encouraged to re

considering its improvement.

Courtesy of Customs Administration of Horigpng, China
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5. FACILITY

5. Facility

73% have a dedicated facility for
training Customs officials

Those with a dedicated facility,

have a training centre
0
75% exclusively for Customs,

0 share facilities with other
38% governmental services

19% have a Customs University

Those with No dedicated facility

1 Use convention centers, hotel
venues

1 Use the conference room inside
the respective customs office

459% nhave dedicated
trainers/teachers

419% have as Customs officials
organize training courses.

4% have as non-Customs
officials

459 donodot have dedi

but ask Customs officials working in
the section related to the training topic
to be the trainers every time they
organize training courses.

14 9% nirefinvite external

trainers/experts whenever they
organize training courses

Survey Results

Customs university
Shared facility with other
govermental agency
Dedicated training center for
0,
Customs

0% 20% 40% 60% 80%

Invite external trainers/experts
o e s ®
Customs officials
Dedicated Trainers/teachers

0% 10% 20% 30% 40% 50%
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5. Facility

I \\/CO Tool

Determining the scope and level of utilization for a facility involves assessing its capacity and
ensuring it meets requirements effectively. It is generally recommended to aim for a 60-80%
utilization rate, based on HR forecasts. The process starts with evaluating existing facilities
through SWOT analysis* and then identifying additional needs. Specific facility requirements are

categorized into: 1) Training spaces, 2) Living spaces, and 3) Other spaces.

The WCO Tool has extensive description on the facility. Please refer to the Framework as shown
here: [Source: WCO. 2015. WCO Framework of Principles and Practices on Customs

Professionalism (p.95-98)]

*SWOT analysis

SWOT stands for Strengths, Weaknesses, Opportunities, and Threats. Developed by Albert
Humphrey in the 1960s and 1970s, it is a planning tool used to analyze internal and external factors
affecting a project or organization. SWOT helps in setting objectives and identifying factors that can
support or hinder achieving them. It can be used quickly for basic assessments or in-depth for
comprehensive analysis. Despite its apparent simplicity, effective SWOT analysis requires
significant time and resources, as well as a team effort. Incorrect assumptions during the analysis
can lead to delays in decision-making. Utilizing SWOT is crucial for driving change and strategic

planning.

[Source: The Chartered Institute of Personnel and Development]
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B Me mb e Pracbices

Case 1 - Training Facilities and Methods

They have developed a comprehensive training
infrastructure that combines physical facilities
with digital platforms to meet diverse learning

needs.

Total land area of 10,026 square meters and a
total building area of 20,225 square meters, 12
floors, 50 meters high, and is equipped with
modern facilities and tools for workshop and
conference management. In addition to large
and small conference halls and workshop
rooms, it has a library and laboratory, music and
dance studios, accommodations, a sports hall, a
soccer field, restaurants and cafes, and a large

parking lot.

Classroom

A spacious facility capable of accommodating
70 i 80 trainees, equipped with the latest

digital learning tools.
Computer Lab

A lab providing hands-on experience with
software and technologies relevant to their

work
Online Learning Platform

Tools for remote learning and skill

Development such as CLIKC!, WTO, UNTAD

5. Facility

They also employ a blending of traditional and

modern  training methods to ensure

comprehensive learning.
1. Virtual Training Platform

They conducted session through a virtual
training platform for certain areas such as HRD
Perspective, Allied ACT, Regulatory Compliance
(Import policy and export policy).

2. e-Learning System

The Administration has developed an e-learning
system accessible for both Taxpayers and Tax
officials. This system serves multiple purposes,
including
awareness of tax payment. The system features
learning modules, assessment tools, and
certification. Some courses are offered free of

charge.

3. Virtual Learning

The organization employs webinar-based
distance learning across different regions of the
country. This approach is particularly effective
for various especially when
introducing new laws and regulation.

programs,

Courtesy of Customs Administration dflalaysia
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Case 2 - Customs University: Advancing

Education

This Administration has a Customs University.
23,000 square meters training centre with 115
guest rooms, 27 seminar rooms, dining areas for
300 participants, gyms & electronic library,
advanced technology and equipment. The
university works closely with their customs office
with direct jurisdiction, constantly adjusts and
optimizes its disciplines and majors to enhance
the education quality for future customs talents.
The University regularly studies the needs of
customs reform and development and provides
customized and high-quality capacity-building

activities for customs teams.

B Me mb e Discéssion

Facility i haves and have nots

It is always nice to have cutting-edge facilities in
your Customs Training institution. However, it is
not always the case: about 20% of responded
Customs in A/P Region do not have their own
Training facilities, according to the ROCB survey
in 2022. A participant argues that the training
facility serves as the pillar of the training system.
It will be ensuring the effectiveness the quality of

the training and shape the learning experience.

However, those Administrations which do not
have the training facility and have limited
resources, they will organize the training by

utilizing the conference room or multipurpose

5. Facility

hall. Some Administration spend their budget on

renting the venue.
Facility and the number of participants

Managing a large number of participants can be
challenging, especially when resources (i.e.

trainers and budget) are limited.

During the discussion, an Administration
showed their practice that they divide them into
batches and conduct the training of each batch

at different times throughout a year.

An Administration which has large area or island,
establishing regional Training Centre can help to
overcome the geographical barriers. It will
minimize the travel expense which will help in
providing more opportunity to the employees in
the regional office to have access to the training.

, Either conducting the
regi onal Training
trainees into batches,

the course must be cons

anot her aspect,

trainerascitlo t ate t he
(especially when the
dedicated solely to t
responsibilities),

the office(s) quite of

of fice work and t hat

cooper ateilorn ol ¢ he tr ai
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Facility T must have

The training facility generally consists of
classroom that can accommodate both large and
small group of participants. These classrooms
equipped with essential equipment such as
computers, screens, whiteboard, and internet

connection.

In considering essential elements, training
institutions also need to consider having facilities
to encourage life-long and inclusive learning for
Customs officers, making the most of the

experiences during the COVID-19.

The webinar, e-learning and internet platform
have been utilized to enhance the distance

learning.

However, the cost of the training facility is not
only the construction costs, but it includes the
ongoing maintenance cost and operational
expense. The frequency of the training should
also be considered whether to have the facility,

both f@Amust filgaowad tondhave 8~

training is not conduct frequently, renting the
training facility could be a more economical

option.

5. Facility

Courtesy of Customs Administration dndia
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5. Facility

Facility T good to have ., Broadcasting room

To better facilitate the training, the following Establishing a broadcas

facilities are considered atshéﬁga%daltiotpavoef(‘) webin

., Accommodati on broadcasting environ
The Trainingi@ehuséevehyclWhaweadening the interne

the dormitory within the bTetatienri nlyr cedcaef i wigl le g
minimize the need for pathiecippoadiustti ovi tiyawdl t he

from and to the venue. dhi sheaviddmeantdsifesa c tt ih@n
participant to maintain ¢omcearter am@aiyonm ncoenhbhe.

training. This -effkcti;j S
option cgntsheleaddi ti on: =
when renting the acco
the Training Centre. P
Sport facility

I n some training progr ;i

building the capacity _

in specific area, it would be advanageous
. . Courtesy of Customs Administration of Sri Lanka

to havectihed ty such as the swimming

pool, the physical traini : _fi

shooting range.

Canteen

Having the canteen in the
will help the participant:
having to |l eave the venu
when the Training Centre

from the townods facilitie:cs

Unless certain number of participants are
expected, i.e. frequency of the training, the
service provider may be difficult to find; or if the
Training Centre is in the remote area, it might be
difficult to find service providers around.

Courtesy of Customs Administration of Horigpng, China
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5. Facility

I  One Step Forward

, The Tool, WCO Framework of Principles and Pr ac
has ample infdé&damati oy, osuglygest s Customs to det
utilization of the facility. As it is cited a
tot al annual trainee capacity of the fatbBhtty

l earning environment may reduce the number of

Al so, as the Workshop dhaceassdi amnmdafvgogedd ne.e dii

determined to best utilise the facility with |
, I'f your Administration is considering building
information with existing training centre, wh
environment . You may take a |l oak @apadbiet i BBo
Entities in Asia Pacific Regiond that ROCB ma

t he Region, you may contact the ROCB for suppo

Courtesy of Customs Administration ¢fdia
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5. Facility

Learning Management System (LMS)

Some Administrations are considering establishment of Learning Management System

(LMS). For their references, here is an example of one Administration.

Al

if the training is online or in-person. The instructor-led training may be delivered in-person
in a classroom or via online platform; and it is captured in LMS. An ° | X3

-« B

Learning Management System (LMS) is a database that is used for keeping and
maintaining employee’s training and qualification records.

Employees information such as their name, employee number, email address, address
information feeds from HR system to LMS.

We have two portals:

- Learning Administration (Administration portal) — where administrator login to create

and setup training courses

- My Learning (User portal) — where employees login to register for classes, access online

training, check their training history.

Ta

«

« X

«

03 ]

for those as well.

LMS Data
Structure

=> Learning Items (Courses)

—> Curricula (group of courses for
qualification needs)

=> may have an expiry date

= required or optional items

-> Programs (group of courses)

'O3JO

«zZ

-«Z7Z

OlJO

257

’ «9 X«TXT

JAEI BJIMKX

O|3

Z -3

Learning Item
Course

Sub-
Curriculurmn

(Instructor-
led, onling)

The above refers to Curricula and Programs. Curricula and Programs are made up of 1 or md

courses. Aurriculumcan be a qualification, once the officexempleteall training courses part of

that curricula, they get a completion record against the qualification



5. Facility

Instructor-led
Training

All Instructor-led training delivered internally is
scheduled in LMS as a class

=» Create a class Instructor Facility

= For each class, we have start and end date, instructors,
facilities and/or locations)

- Register students (manually or via My Learning) Register Student
-

Administrators can register students or students can -
register for a class via Student portal Active B
g cancelations, waitlists

= Add completion records (at the end of training)
= Take attendance (optional)

- Notifications (Automated) Completions

-2 System sends notifications when student is registered,
cancelled or waitlisted in the class

Incomplete, Not yet

Completions
P demonstrated

There are some otherfunctions in this LMS.

Approval process for enrolment to a class
a8i NX3 X«3-K° Z-3 J N-A3" X £ J A" X3 °-.30
T PE " °oX2a CJ °K ~©°° o] X -iNXs3 « 9] X 25? $}
YE °oXa ~ X«T J« X33 K ©°- ©°o| X 3 ~ A° X3 [F =~ -3
OV A° X3 £ "~ -3 ©°o| X« J°°3 . /X" ©°] X 3X2AX"°
OYE °oXa A°TURXZZO|XXz ~©°3J4-« ~©°9Jo A" z3.a
3 X° -3 4«z

-_

This LMS offers multiple reports:
AWVM3J « «z A« °© NJ« N| XN! 2AJK "NJIA-« ~°Jo A"
TYZ °| X 2AJK "NJ4-« |J° J« XE° B3E TJOXW ©°])

J°°3-JN| «zVY
iYz J 2AJHB " NJIA-« )77z« XT °- J« -1i NX:3
N- A3 X" ©°] XE «XXT ©°©- N-2a°KXe°oXx « -3TX3 ©°o. ]

One step forward

C .« TXAXK-°23X«° -Z 25?2WwW ° " «XNXTTJZE Z-3 ¢
C °| ©°| X 25°?2Y 25?2 2JE | JAXQXA@NA -« J-«d NKIX:
T2 « ~937J4-«Y
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6. Trainer

6. TRAINER

Survey results

Challenges members encountered in the Training Preparation Stage
41%f i nd fiassigni appreamraigatneg theei ner

Challenges members encountered in the Implementation Stage

36%consider fAmaintainidgliwmprepifagi

I \\/CO Tool

Trainers in Customs must have specific technical knowledge and skills related to their position in the
administration, but they should also cover broader competencies, including leadership and management.
They need relevant professional experience, effective training skills, and strong motivation for continuous
improvement. Trainers should actively update their knowledge and participate in courses and short-term
programs to stay current. A diverse trainer profile, including senior Customs officers, academics, and
experts, enriches trainees' perspectives and expertise. Ensuring high-quality and ongoing trainer

development is crucial for improving both individual and organizational performance.

[Source: WCO. 2015. WCO Framework of Principles and Practices on Customs Professionalism (p.85-86)]
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: curriculum, teachin m ¢
B Me mb e Pracbices g
deliver training to you
Administrations assign field officers for it the mentorship progr
temporary trainers
Case 2 - Building Expertise: Qualifications
The ROCB survey in 2022 shows that more than and Development of Full-Time Customs
half of the respondents say that they do not have Trainers
dedicated trainers in their Administrations.
. . - This Administration has fdiime trainers and the
Instead, they ask field officers to conduct training
. following is its ideal trainer for Customs
as temporary trainers.
Administration:
Case 1 - Strategic Trainer Allocation and
Knowledge Transfer: Ensuring Sustainable Qualification Description
Capacity Building Relevance Work Prior work experience in
Experience their Administration
Several Administrations say that appropriate
. . . . . Expertise in Customs Knowledge and specialize
trainers will be assigned concerning their in the excise, customs, and
qualification and field experience to cope with law enforcement
the training needs. Advanced Educaton @ Mast er és degr
a relevant field
A Among t hem, an Admini stration conduct s,
under the leadership of| EHedmrapes 5 nGerfigragesays; o
consultation with 1int e skzeal t r a i ERp@tite B devdloPing
. . training materjalg (Modules
facilitators on best way forwardpjpes,bkaress
i ssues as a team.
. Active Professional Active participation in
A With the challenge of |&fagefet! N9 SeQifard, wdrkshbps, and
most of the valuable and e x p er i°Bepeev@ngprogram
of ficers will soon be retired, therefore, this
] ) ) This Administration works with external experts
Administration set up a train the rainer
to measure the current level of trainer capability.
program to transfer their expertise to the
_ _ They then upgrade and reduce the gap by
junior staffs before retirement. . o
) ] ] ] _conducting various _in-house training,

A This Administration hires temporar.i retired
) dissemination, and training for trainers.
trainers as volunteers to provide he course
on certain subjects such as HS, wvalwuation,
and customs procedures. Retired teachers
teach courses at the Training Center, and

di scuss i mportant topi cs such as

6. Trainer
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Case 3 - Strategic Management of a Trainer
Pool: Ensuring Excellence

Although this Administration does not have full-
time trainers, it demonstrates its commitment to
excellence through an approach to manage a
pool of trainers. The Pool of Trainers is
structured into three distinct categories: 1)
Understudy, 2) Resource Persons, and 3)
Subject Matter Experts (SME), each categories
having specific qualifications that trainers must

meet.

The Administration is committed to the ongoing
development of its trainers through the Train-
the-Trainer (TOT) workshops. These workshops
focus on enhancing delivery and facilitation
skills.  Participants gain knowledge and
techniques for effective lecture delivery, and
appropriate materials. By conducting the TOT
the

its trainers are

workshops at least once a vyear,
Administration ensures that
consistently updating their skills and stay up to
date with the latest training methodologies. In
Addition, the trainers in this Administration are
given priority for attending international training
Thi s

knowledge and enhance their expertise in their

sessions. wi | |

respective fields.

6. Trainer

While the Pool of Trainers covers a wide range
of topics, certain areas may require specialized
knowledge beyond its in-house capabilities (e.g.,
civil service-related trainings). In such cases, the
Administration sources subject matter expert
from other agencies and private entities to fill

these gaps.

Case 4 - Developing and Managing Trainers:
A Comprehensive Approach to Customs

Training Excellence

They have 10 Full-time trainers selected from
officers at the Supervisor or Assistant Supervisor
level from regional Customs, along with visiting
lecturers from Headquarters and National
Centres (e.g. HS Centre, Valuation Centre, ROO
Centre). Additionally, they hire trainers
externally for specific courses, including those
from universities, police department, coast
guards, other Ministries, private companies, and

language schools.

For the trainer development program, Trainers

can engage in outsourced trainings, self-

development through books, videos, and
observing lectures by other Training Centre
ﬁa(langrsq The;tl cr:]ar? updz;[lter tﬁeilr Qn%v(/le%gse by
ng
attending meeting organized by

readi
national
centres, and observing frontline operations.
Additionally, regular meetings are held to share
teaching methods. Trainers are evaluated based
on feedback from trainee through questionnaires
and direct reaction, along with peer reviews with

other trainers.
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6. Trainer

The O6Train the trainer 6 Poleg theydirst apply o bacesne & teamer,lthem g
techniques, voice training, and case method partner with mentors and deliver training under
exercises. the supervision of the mentors. Once approved,
thtey receive financiaballowagnce gnd can deliver

T During the Train the

. r in ndently; every twi rs, another
they discuss al so tornaltrheercs?quses dePede ¥eey oaleasaoe

Tr ai ner s shar ed t hei trg'%eﬁ or?sler\c/)esh thet'r hcl%sees tP r‘thCk the
quality of their trainit&g.
v’ari es

gualification of trainers epending on the
l evel of the course and 285 TrangriAfsgssmentiol Qualifve r |
they all agree that the #5UWd%¥er should undergo

training. Some shared t harhis Admifistrationmigpleinéne gomgrehgngive i

a chal Ibeengae ftuol | t i me tr ai evaeluatioh systémutiae covels &y aspects to
are all the practiti oner ,ensOr®the hiyhest standards o tradingagliality. r a i
l'i ke academic i nstitut i Tranérsundérdoenonthlyevaluatichsthatcdver
involved how to moti vat eteachirgyt o neffecttvdnéss, c e rprotessiondle

a trainer, which comes wdedelbpméng soributidn toSingtitutiohal goalss
such as make itpasha go o0 dndc ainée éngagement. The assessment

Curriculum of Train the Trainer Course process includes classroom observations to

deter mi ne trainer 6s r ead

Teaching with

! Orientation - Voice raine. cyce Method responsibilities or areas that requiring further
2 Teaching techniques (techniques on lecture, group discussion, Preparation for i
exercise and case study, lecture planning) day 4 exercise development before assum"‘]g fu”
3 Teaching techniques (techniques on lecture, group discussion, Preparation for o i i
exercise and case study, lecture planning) day 4 exercise responsibilities. The trainers are assessed in the
4 Exercise (demonstration of lecture by trainees with feedback from trainers at CTI .
Central Office} following aspects;

Evaluation

5 Case Method Exercise A
meeting

Subject Matter Expertise

Case 5 - Structured Trainer Management Teaching Experience

System for Full-Time and Part-Time Communication Skills

Instructors Passion for Teaching and Learning

In this Administration, they have trainer Interpersonal Skills

management system for both full-time and ‘I’ Innovative and Creative Thinking

part-time trainers. Full-time trainers apply for ‘I’ Commitment to Continuous

. . , Improvement
dedicated positions focus on teaching and P

. . , | Cultural Sensitivity and Inclusivity
undergo regular evaluations. Part-time trainers -

References and Feedback

who perform training in addition to their primary
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[l Me mb e Discassion

Essential qualification

The essential qualifications for effective

trainers are as follows;

skill,

experience,

skill,

technical

Communication good listening

operational passion,
computer skill, interpersonal skill, leading skill,
facilitation skill, mentoring skill, a high level of
empathy to understand the trainees, critical
skill, skill,

adaptability, confidence, willingness, open mind

thinking analytical thinking

and integrity etc.

The essential qualifications for effective

trainers include personal competencies.

How can these skills

Cultivating the essential qualifications is more
about gaining experience than teaching. The first
step is to try teaching in small groups and then
gradually move on to larger groups. The first-
time trainers teach, they will be in a small group,
and then in a larger group. In this process, it is
crucial to motivate each other by creating a
buddy or

predecessors give advice

mentoring system and having
to prospective
|l ecturers.
t ax returnsao

examples for case scenarios.

ATobacc ericedmu g gdl ingnleqa%ersair?cld

coul d be

6. Trainer

Wh a t skills should t

1. Mastery of Subject Matter

There is an argument that trainer must possess
extensive knowledge and skill in the subject
matter they are teaching to provide accurate
information and effectively

Admitting that the

respond to
participants' queries.
fextensiveo Knowl ekge
some situations that these experienced officers
Also,

argument that full-skilled trainers are need to be

are not available. there is another
developed gradually and not all the trainers may
t he

an argument that, in practice, the developing

not be Aimastery of
trainer may conduct a part of training while more

experienced officer is in the back-up to respond

2. Pedagogy
It is recommended that the trainer should have a
solid understanding of pedagogy.
However, it is arguable that normal Customs
officers know about pedagogy. Therefore,
alternatively, they should know the strategies for
engaging adult learners. Additionally, the trainer
should be able to utilize various methods of
instruction to meet the unique needs that vary
mo uding alm xfnsive range of
FEerac%iﬁge nr%e?hgdolo%igs To° rTéﬁectively

communicate with trainees.
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3. Public speaking

The trainer should possess effective
communication skills, including the ability to talk
confidently in front of an audience. This requires
mastering public speaking techniques such as
maintaining eye contact, listening intently to the
audience, and fostering participation throughout

training sessions.

4. Facilitation

The trainer should possess the ability to
effectively facilitate the training session,
professionally establish an appropriate learning
atmosphere, and effectively motivate and
encourage participants to actively engage in the
workshop. They should also demonstrate
patience and flexibility in the situation.
Furthermore, they should demonstrate empathy
and attention towards the needs of the
participants.

5. Presentation

The trainer should thoroughly analyze the
content, and adhere strictly to the primary
objective of the course. Expertise in delivering
presentations and creativity are essential skills
for a trainer. Furthermore, the presentation
should have an organized structure, simplicity,
and ease of understanding. Presentation skills
facilitate
that they are good to have, but not a must

because they are tactical way of delivery.

traineesd und

6. Trainer

How to devel op

While the background qualification is essential,
the Members emphasized that developing
effective trainers also relies on gaining hands-on
experience. They identified an approach to

develop effective trainers
1. Start with Small-Scale of Training

Assign new trainers to teach smaller group or
conduct shorter sessions. This approach allows
them to build confidence and refine their skills in

a less pressure environment.
2. Progressive Scaling

When trainers have experiences and increase
their confidence, gradually increase the size of
their participants and the complexity of the

content.
3. Buddy System and Mentorship

Implement a system where new trainers are
paired with Mentors or buddies. This system will
provide platform for feedback and guidance.

Courtesy of Customs Administration dfidia
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6. Trainer

Securing good trai ner s Motivating employee to become trainers

T Administrations have

n

ncouragin mpl to t n trainin

% Fog %gu% g Ip(())ynee oon ak[e hoe aining
. : responsibililties in addition to thei{ reqylar work

centives to motivate 'employees to axe

20 e;chaleggino. Members propoped geyeral,

on training roles in ] _

responsibilities. The Str%%%glfesnto Wo(;cl\éat& s‘?mp\lf(\?)ée% o cg)encome a
. . . train?r.

of fering financi al al'l owance to

compensate for the add.iRecognhtienlandiRewakds and

preparati oun rteidmef orre q IFnﬂeian{inB agsystem that values and rewards

duties. the additional responsibilities of trainers. This

T .The certified AMast er L ihaiddEimha?ackhdwdghéht po§rams,
known and utilized asSpefoéntebisddcefties, 8@ Srdmotions.
administration and, where appropriate,

_ . _ 2. Professional Development Opportunities
nei ghbouring countries.

9 I'n this Administrati o@ffer exclugivg gagess tg @qdvanceq learning
no dedicat md afi mlelr s, PRPYUNItigss international  training  and
trainers is register e@nfefepcgsip bgogdendheirexpgrise
of ficers. Based on t3h®reet AdPahceniefts o f
training, the trainers are selected from

Design and develop career paths that
this pool ) -
incorporate training roles. Demonstrate how
r———-—tsqu‘“u: serving as a trainer enhance their professional
: 3 &

Courtesy of Customs Administration of Korea

development.

i 3
.tb;
E PL
e

e

Courtesy of Customs Administration ¢iong Kong, China
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I  One Step Forward

To ensure the continued excellence of

instructorsé teaching skills after
, Provide funding and resources to support

recognition programs and positive

Courtesy of Customs Administration offtha

Conduct Regul ar Obsetrhviprade b g s obSehedti ens

6. Trainer

nstructors

t o

ni ng

trai

Recognize and Reward Trainer s: Acknowl edge
feedback
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7. Training Material

7. TRAINING MATERIAL

Survey results
Challenges members encountered in the Training Preparation Stage

32%f i nd i De v aprogiatetminingtmaterialst o achi eve

I \\/CO Tool

The Guide To Implementing Competency Based Human Resource Management In A Customs
Administration Environment introduces the development of training materials in a step-by-step process,
to generate the most significant learning in the shortest period of time. In particular, it recommends
reviewing existing training materials before developing new ones, avoiding duplication of the contents,
and effectively managing resources to develop

provides an overview of the training scope, lesson plans and guidelines on the use of training materials

ma t

and development of Participantds Handbook which i

other information required by the participants will also contribute to achieve the objective of training.

Training aids are all items and facilities, including printed documents, equipment and technology, used
to facilitate the communication of ideas, principles, concepts, facts, observations and all other information
and data necessary to achieve the training objective(s). Categories of training aids include visual aids

such as flip charts and samples, or multimedia aids.

Training aids are all items and facilities, including

printed documents, equipment and technology, used

Establishment
of the course
confents

to facilitate the communication of ideas, principles,
concepts, facts, observations and all other information
and data necessary to achieve the training
objective(s). Categories of training aids include visual

aids such as flip charts and samples, or multimedia

aids.

Source: WCO. 2015. WCO Framework of Principles and
Practices on Customs Professionalism (p.99-101)]
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I Me mb e Pracbices

Me mber s o Practice i

Materials

Usually, training materials are owned and
governed by Customs. For those cases, different
Administrations utilize varying strategies for
developing training materials, which can be
categorized in three different approaches. Each
approach demonstrates unique organizational
structure and priorities in developing the training

materials.
Case 1 - Adopting Pre-Existing Materials

Some Administrations draws on a range of
resources, including legislation, procedural
manuals, case studies, materials shared at
international workshops and WCO tools as
training materials. These materials are
sometimes

adapted to meet specific

organizational needs.

Case 2 - Dedicated Material Development

Team

In some Administrations, the process of
development of training materials is a
collaborative effort undertaken by a dedicated
team. These teams work to create
comprehensive training content. Once the
content is developed, these materials are
presented to senior management for their

endorsement.

7. Training Material

Case 3 - Structured Committee

eve me nt _
committee-based approach. In this model, a

Certain Afiministration adopt a n}ore structured,
D op 0]

committee is established, head by the executive
in charge of HRM at the managerial level. This
committee provides overall direction and
oversees the sub-committee, each composed of
subject matter experts in specific area. These
sun-committee are responsible for determining
the content of the materials. The actual draft of
training materials is carried out by various
division in the Headquarter, under the
supervision of the relevant sub-committee. The
main committee conducts a review every two

years to ensure the content remains relevant.
Case 4 - Direct Development by Instructors

In this Administration, trainers who are in charge
of each subject (e.g. Customs Valuation, HS,
ROO etc.) are responsible for compiling the
standard textbooks. When trainers compile
them, they can consult with relevant sections
such as HQ and centre (e.g. HS centre, IPR
centre etc.) Based on the level of trainees,
several versions of textbooks are compiled.
These textbooks are used not only for trainees
but also utilized for all frontline officers through
Customs intranet system. The contents of
textbooks are reviewed once a year. In addition
to the standard textbook, trainers utilize other
materials such as power point, mini-test etc. by

their own initiative.
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Case 5 - Development by Faculty

Vessel Induction — Completion Presenter
To be completed in the first 24 hours of joining the vessel Date Initials
Ships Logbook
©  Signing on to the vessel
Cabin Location
©Cabin location and introduction to cabin buddy. Location of bedding etc

© _General etiquette when livi on board
General Ship Information

o Induction and Walk-through of
o Complete ABF Flest Safety Fa

©  PATeamBF T Quals - Training -
jermenfABF COC Safet

Han
Restricted Areas
O CER. Armoury and Magazine restrictions
Café and Meal Times
o

Meal times and considerations when serving food

lose proximity to others

&l (including all spaces/voids)
ion Check List (from W1 A1031)
kages? CapeiShu

© Appropriate dress within the cafe
© Crew use machines including coffee machine, microwave, toaster,
sandwich press
© Access to food/drinks for crew
© Scullery and clean up procedures
© Garbage separation
Recreational Time
©  Rec room stiquette and crew use TV instructions
) iate gym use and i ions when ing activity on a
moving platform
Smoking Areas
© Confirmation of smoking areas on board & the responsibility for cleaning up
Emergency Procedures
©  Walch and Station Bill
©  Location of Muster point

© General Alarm Demonstration

© Actions on hearing an alarm
CCTV

© General syst overview and camera |

t on board. (specific trai

Emergency Escapes and Exits

© Access locations of the vessel

© Cenduct EGRESS drill from cabin and work place.

to ensure situations
vided later)

This administration implements on-the-job
training. In the training, a task book is issued to
the officer which outlines a set of measurable
tasks which must be completed over a set period
of time when gaining on-the-job experience in
operational environments. The task book is
signed by their operational supervisor and is
submitted to the training department for final
review. Task books are linked to the core
capability units and role specific capability
blocks. They contain assessments for
completing documentation, writing reports,
systems training, carrying out activities and
participating in events. Task books are normally
accompanied by an evidence folder, whereby
the officer collects various forms of supporting
documentation and submits this as part of their

evidence of completion for that particular task.

Member sé6 Practice 1in

If the materials are owned and governed by

Customs, the revision processes are not really
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complicated. If it is not, updates are not that
easy.

The procedure of revision is usually the same as
the development of materials. For example, if the
development was done by Committee, the
review is done by the Committee; If it is done by

instructors, the review is done by the instructor.

Revision cycle varies. It can be on request basis,
annually, or once in two years. Usually once the
laws and regulations change, or new initiatives
are implemented, or even when they conduct

training, materials are updated accordingly.

Online learning materials may be bit more
complicated to revise. In an Administration®
online management system, alarms are set at
three years after its launch so that modules can

be reviewed on a regular basis.

Case 6 - Flexible Material Management and

Trainer Support System

The trainers in this administration are
responsible for updating their material. Staffs at
the Academy will work co-ordinately with the
trainer and assist them to revise the material.
Trainers have flexibility to utilize and update the
training materials, with no obligation to utilize the
same training material for a particular course, as
long as the training outcome meets the learning
objectives. They use two trainers for one subject,

one is a lead trainer and one is a backup

Re (;asisigtqncg ﬁraingrf If tmadlfrag Itrqinsqiss not

available, so the backup trainer can continue the

training.
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Case 7 - Pilot Testing and Continuous

Improvement

This Administration adopts the idea that pilots /
user acceptance testing. The pilot must be
conducted to confirm that the materials
developed are fit for purpose, and that any
changes to materials are addressed prior to the
training being implemented. Trainers must be
supported to familiarize themselves with the new
materials and advised how feedback will be

captured in the evaluation process.

In this Administration, a regular review is carried
out once a year, and also whenever there is a
change in the law or a request for improvement
from the experts. They use their management
training material and evaluation report for the
maintenance. Furthermore, the experts who
have used the materials are contacted to discuss

areas requiring improvement.

Case 8 - Collaboration with Other Ministries

in Training Material Updates

In this Administration, Ministry of Justice
regularly review and update the training
materials. Trainers are responsible to prepare
for their own materials. Trainers utilize the
guidelines and tools developed by relevance

departments or agency such as WCO.

7. Training Material

Me mbersoé Practice in Ut

and CEN

WCOb6 s training materi al
e-Learning platform CLIKC!, provide useful
information on legal aspects and the recent trend
for free of charge for Members. Despite its
language limitation in English and French, it is

encouraged to use them.

Here are some cases on how Members utilize

them.

There are many Admini
CLi KC! and CEN with n
S o m dave advantages because their

official language includes English.

Many administrations do not use
English as official language.
AnAdmi ni stration used
CLi KC! and provided ac
encouraged them to u
they find tF
t ool require a | ot of
t hat

institubas!|l mag t hem.

Nowadays,

anymor e. However,
Some Administrations t |
tools to their | ocal |
Origin, HS,
GED guidel i ni

transl ate them on volu

Cust oms

commer c e,
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. M e mb e Discﬁssion Lack of proper storage and management of

training materials

Members identified key challenges in managing

- . . I n some Administration
training materials and proposed practical

. are not kept a ropri a
solutions. P PP P

change, the new train:e

Ensuring the quality control of training create the new materi a

materials materi al ar e not kep
| mpl ementr eavi pawerprocess whpeprreopri atel y.

ot her trainers or a dediCoheaetactd ngommicenée al i zed
evaluate training materi aslystem for storing all

Gather feedback from traflThiagepauvutesi pamwt train

t o gianisnights into the effattsivaeagegsesotirce and
the materials from the usaerdd sc opiesrisspgeecntciyve.n tr a
, Conduct annually review of the content to
ensure information r enméernatsonnegidity tingtati@an d
relevant . , Whil-te&rning has many

. - particul arl y -dfnf etcetrinvse 1
Enhancing Participants Engagement

and the ability to rea
, I ncorporate regul ar knowé,epggip%lp]gglf there ar.
sessi®emhamce | earning retiend iiof; &Nfet environme

A

mai ntain participantés acatnidveooerrbgea}gernéegqto.ns_
Design interactive eIemenDtesves|uocph 4% a% "'nd %Py mat e

di cussi on, case —csrtudiess,ofzt\qvgrehatn,gat can func

exercise.

s
s
€ connection.
Develop training materials with a <clear,
dmriendly design to reduce cognitive
ad and hel p participants focus on
arning.
, Tailor training content based on traineeds

backgrounds and experience
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I  One Step Forward

To ensure the continued excellence of i nstructors

The procedures on the development and rev
Admini stration. The i mportant aspect is how
who have expertise |l ook at the material draf
Engaging retired trainers/lecturers can al so

has another aspect of facilitating seamless

Courtesy of Customs Administration of Horigpng, China

Courtesy of Customs Administration dflalaysia
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