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PREFACE

The Federal Committee on Statistical M ethodol ogy was organized by the Office of Management and
Budget (OMB) in 1975 to investigate methodol ogical issuesin Federal statistics. Members of the
committee, selected by OMB onthebasisof their individua expertiseandinterest in Satistica methods,
sarveinther persona capacity rather than as agency representatives. The committee conductsitswork
through subcommittees that are organized to Study particular issues and that are open to any Federal
employeewho wishesto participatein the studies. Working papersare prepared by the subcommittee
members and reflect only their individual and collective ideas.

Severa membersof the Federal Committee on Statistical Methodol ogy proposed that asubcommittee
be organized to investigatetraining programsfor statisticiansworking infederal agencies. Therewas
interest among committee membersin different approachesused by the agencies, fedling that astudy
would provideingghtsand ideasfor other organizations. Severd membersof the FCSM met to clarify
thetopic — conceived as" Training Recelved by Statisticiansin Federal Agencies.” They devel oped
acharter for asubcommittee, identifying objectives, audiences, data needs, data collection strategies,
qudlificationsfor subcommitteemembers, and preliminary issuesto be addressed. A subcommitteewas
convened, the membership of which included acombination of agency managers, practicing satisticians,
agency training officers, and academic statisticians. The goal of the subcommittee wasto clarify the
issues, investigate the topic, and prepare areport for publication in the FCSM Working Paper Series.

After muchinitid discussion, the subcommittee re-named itself and focused its efforts on investigating
trainingin survey methodol ogy and Statistics offered to employeesof federa statistical agencies. This
report provides the results of the study — information on courses currently funded by agencies,
measures of employee satisfaction with their training opportunities, exceptional career devel opment
programs offered at some agencies, future needs, opportunities for collaboration, findings and
recommendations.

The Subcommittee on Survey and Statistical Training in Federd Statistical Agencieswas chaired by
Cynthia Z.F. Clark of the Bureau of the Census, Department of Commerce.
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SUBCOMMITTEE CHARTER: TRAINING RECEIVED BY
STATISTICIANSIN FEDERAL STATISTICAL AGENCIES

The objectives of the working paper are to:
N  Describe and compare survey and statistical training programs of federal agencies.

N  Assessthe strengths and weaknesses of survey and statistical training received by the federal
workforce.

N Provideguidelinesfor agency sdlf-improvementsof their survey and satistica training programs
and for interagency coordination and collaboration in providing survey and statistical training.

The major stakeholders and audiences for the report are:

N  The Office of Management and Budget's Office of Statistical Policy, the Federa Committee on
Statistical Methodology (FCSM — chaired by OMB), and the Committeeon National Statistics
(CNSTAT) usng summary informetion on the " state” of survey and satigticd training in the Federd
Statistical System asthey review and assess such training for the federa workforce and develop
strategies to meet current and emerging training needs.

N  Federd agenciesusng cross-agency comparisonsof survey and statistical training programsto help
plan their training programs.

N TheJoint Program in Survey Methodology (JPSM - acollaborative effort of the University of
Maryland, the University of Michigan, and Westat), supported by the Nationa Science Foundation
and other academic institutions and professional societies using information about survey and
statistical training providers to plan their curricula and programs.

The analysis requires three kinds of information about agency statistical training programs:

N  Descriptionsof agency training programs, including summary information about budgets, policies,
special training initiatives, types of training provided, etc.

N  Aggregateinformation on consumption of different typesof survey and statistical training by the
workforce of these agencies with demographic characteristics of that workforce.

N  Opinionsand perceptions of survey and gatigtical training including those of the management and
workforce of these agencies regarding strengths, weaknesses, and quality of existing training

courses, and unmet training needs.

Two methods are proposed for obtaining the required information:



N A survey to collect general information from all statistical agencies.
N  Case studiesto collect specialized information from specifically selected agencies.
The working group is to be composed of members exercising the following functions:

N  Agency training officersto addressthe availability and accessbility of agency training information
and to assist in making data collection arrangements.

N  Agency dtatistical managersto provide experience from those proposing and approving training
requests.

N  JPSM and other university faculty to consult on all phases of the study and on the plan and
preparation of the report.

Investigation of several issuesisrequired prior to analysis and data collection, including:
N  Clarification of "who are statisticians’ and "what qualifies as survey or statistical training.”

N  Determination of what survey or Satistical training information isavailable and accessiblefrom
federal agencies.

N  Determination of theresourcerequirementsneeded to compilethisinformation and thefederal
agency support forthcoming for this task.
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EXECUTIVE SUMMARY

Thefedera datistical agencies conduct many large and complex surveysto provide officid statistics
relevant toissuesof public policy. Theseagenciesrequireahighly technica staff to design and conduct
these surveys and censuses and to produce information of high quality. Although the agencies have
recruiting effortsto hiretechnicaly well-quaified individuas, many of theskillsneeded in satistical and
survey methodol ogy arenot routingy taught in collegeand university programs. Thus, theseagencies
frequently find it necessary to provide on-the-job and other training to develop statistical and survey
skills among their employees.

The Federal Committee on Statistical Methodology (FCSM) chartered asubcommitteeto investigate
the different agency approaches to providing training for their statisticians. The subcommittee
determined early in itsddiberations that the workforce under investigation should be more inclusvethen
mathematical statisticians, the primary constituency of the parent FCSM. The subcommittee also
concluded that information focusing exclusively on survey and statistical training for thisworkforce
would be uniquely relevant for agencies to usein their human resource development plans. The
subcommittee thus choseto focus broadly on survey and statisticd training for the technical workforce
composed of mathematical statisticians, statisticians, statistical assistants, operations researchers,
computer specialists, economists, and socia science researchers (sociologists, psychologists,
anthropologists) collectively referred to asthe "statistical” workforce at the group of eighteen federal
statistical agencies represented on the FCSM or on the Interagency Council on Statistical Policy
(ICSP).

The subcommittee reviewed training and development at its six member agencies— Bureau of the
Census, Bureau of Labor Statistics, Centersfor Disease Control and Prevention, Energy Information
Adminigtration, National Agricultural Statistics Service, Nationa Center for Education Statistics, and
the Nationa Center for Health Statistics. The information gleaned was thought to be relevant for a
broader audience; it is provided, in Appendix A, in the form of case studies. To provide more
comprehendveand cond stent information on thetopi ¢ of itsinvestigation, the subcommittee conducted
asurvey of the eighteen federa statistical agencies referenced above from data maintained by them.
Dataitemsfor the survey were suggested by the subcommittee's review of agency programs. The
subcommittee devel oped aset of questions on the employee's perception of training at their agency for
use in an organizational climate survey conducted at nine of the federal statistical agencies.

Threeother work productsemerged from subcommitteereview and discussions. (1) A literaturereview
onsurvey and satistical training was conducted, resultingin an annotated bibliography appendedto this
report. (2) A review of agency programs highlighted employee devel opment programsat NASS, the
Bureau of the Census, and the Centers for Disease Control and Prevention. These programs,
documented in the report, provide models for employee development. (3) This review of agency
programstook note of thefact that statistical agenciesalso providetraining to individuaswho are not
their ownemployees(includinginterviewers, datausers, dataproviders, and employeesof internationd,
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state, and loca government organizations). A description of thesetraining initiatives— thought to be
informative to other statistical agencies— isincluded in the report also.

From its survey of eighteen federal statistical agencies, the subcommittee discovered that:

N  The"satistical" workforceat the eighteen federal statistical agenciesiscomposed of computer
speciadists(32%), statisticians (26%), economists (22%), mathemati cal stati sticians(9%), and other
related job categories (11%).

N  Thenumber, type, and length of survey and Statistical coursestaken by employeesvaried greatly
by agency. Themagjority of coursesinvolved gtatistical analysisand statistical computing. Many
courseswere common between thefedera satistical agencies. Twenty-four percent of the courses
were offered by JPSM, 31 percent by other universities, 19 percent by SAS Institute, and 26
percent by other institutions or organizations.

N  Obtaining uniform dataon atistical training proved to be difficult. Agencies measure and define
satisticd training differently and many agenciesdo not maintain atraining database. Because of
these incons stencies, the subcommittee was not able to obtain good training cost estimatesfor the
purposes of comparing and contrasting training expenditures across agencies.

N  Employeesatisfaction withtheir overall training opportunitiesvariesamong theagencies. The
organizationd climate survey of ninefederal statistical agenciesindicatesthat whilethemgority of
employeesbelievethey receivetraining necessary to do their jobs, thereis some sentiment that
training opportunities are unfairly allocated or given alow priority in individual agencies.

N  Anassessment of employee career development at three agencies revealed both smilaritiesand
differencesin the approach to human resource development. The NASS utilizes Individual
Development Plans (IDPs) asameansof planning and monitoring employee continued learning.
The Census Bureau supports several programsthat are voluntary and competitive— onefor any
individudsinthe"satistical" workforce; the other exclusvely for mathematical satisticians. The
CDC recently implemented aquantitative career enhancement program that offers mathemetical
statisticians temporary reassignments as away to acquire new analytical skills.

N  Thereview of interviewer training highlighted the emerging needsfor interviewer training on new
technologies such as CATI, CAPI, CASI and its impact on training delivery and costs and
interviewer skills.

The subcommittee concluded that improvement of survey and saidticd training requiresboth (1) actions
by individual federal statistical agencies and (2) enhanced collaboration between them. Its four
recommendations are:

1. Elevatethe priority given to training within the federal statistical agencies.

2. Assesstraining needs and opportunity within these agencies.
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3. Create aformal approach to employee career development.

4. Enhance statistical literacy outreach to agency clientele.

CHAPTER ONE: INTRODUCTION

Thefedera datistical agencies conduct many large and complex surveysto provide officid statistics
relevant toissuesof public policy. Theagenciesrequireahighly technica staff to design and conduct
these surveys (including censuses) to produce information of high quality. Although agencieshave
recruiting effortsto hiretechnically well-quaifiedindividuas, many of theskillsneeded in satistical and
survey methodology are not routinely taught in college and university programs. Thus, agencies
frequently find it necessary to provide on-the-job and other training to devel op these skillsamong their
employees. Approaches to this skill development vary among agencies.

1. Mission of the Subcommittee

The subcommittee was charged with documenting and comparing survey and statistical training
programs of federal agencies. The subcommittee was asked to provide baseline measures of these
programs and to assess the strengths and weaknesses of these programs. The group was directed to
establish guidelines for agency self-improvement regarding these programs and for interagency
coordination and collaboration in providing them. It was expected that the group would discover ideas
that were worth sharing and identify areas of future need or improvement.

Thesubcommittee was asked to look toward the future by defining expected needs, resourcesto meet
those needs, and potential for collaborations between agencies. It wasaso asked to identify areas
wherethe Joint Programin Survey Methodol ogy (JPSM)* might enhanceits contributionsto thefederal
statistical agencies. The group was directed to prepare afina report documenting its findings and
making recommendations to improve survey and statistical training for statisticians.

Thisworking paper provides information to executives of federal statistical agenciesfor planning
individua agency programs and collaborating with sister agencies. It endeavorsto stimulate critica
thinking and providefor an increased exchange of ideasand information; the subcommittee desiresthat
its report lead to increased collaboration and sharing of resources.

2. M ethodology for the Subcommittee Study

The Joint Program in Survey Methodology is a collaborative undertaking of the University of
Maryland, the University of Michigan, and Westat in response to the Boskin initiative to improve
economic statistics.
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Thefirst issue the subcommittee faced was to define its scope. The group was directed to address
training received by statisticiansemployed by federal agencies. Severa questionsimmediately arose.
Who are statigticians? What training isrelevant to statisticians? What federa agencieswereinterested
in training received by statisticians?

The subcommittee undertook twoinitial review processesto addresstopicsreating toitsscope. Each
agency representative gave a presentation discussing the agency'srespectivetraining program. These
presentationsat subcommittee meetings provided background for thesubcommittegsfutureefforts. The
subcommittee conducted a literature review to find relevant research and evaluation studies.
Additionally the subcommittee applied concepts of the Human Resource Development model toits
investigation. Theseinitial reviews provided direction for the research described later in this chapter.

Thissection beginswith adescription of the Human Resources Devel opment model that setsthe context
for an understanding of workforce training and presents an overview of relevant aspects— concepts,
purposes, benefits, activities, and participants. Thisisfollowed by abrief summary of thetraining
programs at the seven agencies represented on the subcommittee and a description of the literature
review. The section condudeswith asummary of initid findings from the agency and literature reviews.

Human Resour ces Development Model. "Workforce training” relates to the field of human
resources management (HRM) — more specifically to human resources development (HRD). HRM
isgeneraly defined (Robbinsand Coulter) asencompassing the areas of human resources utilization,
development, and environment. The purposes of an organization's human resource devel opment
activities (Nadler) are to provide further information leading to:

1. Improved performance on theindividual’s present job.
2. Advanced preparation of an individual for an identified job in the future.
3. Genera growth not related to any specific job.

Thethreedefinitive purposesof HRD areachieved by distinct and separate setsof learning activity areas
— training, education, and development. Each activity areahasits own unique definition, focus, and
timewhenthelearningwill likely be utilized. Table 1 describesand characterizestheseactivity aress.
Although the primary focus of this study is on training, the report addresses some education and
development programs. Dueto the scarcity of academic programs preparing studentsfor the range of
survey and statistical skills needed in survey organizations, al three activity areas are particularly
relevant.

An organization benefits when it conducts HRD activities through:
N Increased Productivity - by enhancing the job performance of competent employees.

N  Reduced Turnover - by managing a career development process through which qualified
employees progress in a planned and orderly movement to fill key functional roles.

N Enhanced Employee Satisfaction - by giving employees opportunitiesto develop their skillsand
knowledge; also, by providing the perks and rewards of certain off-site HRD programs.
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N  Attainment of Organizationa Gods- by increasing employee understanding of the organization's
grategic plan and the manner in which particular jobs contribute to achievement of itsmission and
resulting benefit to society.

N  Enhancement of the Quality of Work Life - by enabling employeesto adjust intellectually and
psychologically to changes in the work environment.

N  Sustained Employee Competitiveness - by maintaining a level of employee currency with
technological changes.

N A Climate of Organizational Growth - by refreshing employees learning skills with frequent
developmental activities.
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Table 1: Training, Education, and Development Model of HRD

HRD Activity Focus / Purpose Time Financial Fiscal Learners Support
Area/Definition Focus Resource Risk System
Training Present job Now Expense Low Learners are - Learners,
selected by supervisors,
All learning - Acquire new competencies (when the supervisors managers and
related to the learner and managers HRD staff all
present job - Enhance present skills returns to who are agree on specific
the job) aware of the learning goals.
- Learn new technology learning need
or problem - Supervisors
- Solve specific learning- ensure that
related job problem learning will soon
be used on the
job.
Education Future job Soon Short term Medium | Learners are - When the new
invest- those being job and super-
Specific learning - Learn about a different job in | (usually ment considered for | visor are known,
to prepare the same organization one week new or differ- HRD staff can
individual for a to one ent jobs or provide
different but - Increase career develop- year) promotions reinforcing
identified future ment and enhancement processes and
job opportunities materials to
transfer of
- Get a promotion (upward learning.
mobility)
- When the new
- Enhance internal staff job and/or super-
mobility (lateral mobility) visor are un-
known, HRD
- Reduce turnover staff can provide
some rein-
forcement to
minimize learning
loss.
Development Individual/ Organization Sometime Long term High More develop- | - Because there
invest- mental oppor- is no intention to
Individual growth opportunities ment tunities are support specific
Learning for the through challenging learning available for learning on
growth of the upper level present or future
individual, Organizational climate of employees jobs, no support
unrelated to learning, growth, vitality, and and leaders. system is
specific present readiness to create positive All employees needed.

or future jobs;
leads to greater
organizational
readiness for
future changes.

futures and manage change

No sharp focus on need or
subject matter

should enjoy
some develop-
ment.

- There should be
a generally
positive cultural
value placed on
learning, growth,
and managing
change.

CHAPTER ONE
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Because providing HRD experiencesrequiresfinancia resources, each activity areacan be described
aseither an expense (with the expectation of immediate organi zationa benefit) or asaninvestment (with
the hopeof organizational benefit at someunspecifiedtime). Aswithany financid transactionfor goods
or services, HRD activities have an inherent element of risk; i.e. what, when, and how much will the
organization gain from paying for HRD activities? Federd statistical agencieswill haveto assessthe
most effective ways to obtain aworkforce with the required skills for producing official statistics.

Review of Agency Programs. The HRD model sets the stage for investigation of the training
programs of the seven agencies represented on the subcommittee. The presentationsinformed the
committee of thefull range of HRD activities occurring in the individual agenciesthat encompassed
training, education, and career development. The presentationséicited many good ideasto whichthe
subcommitteewanted to give broad visibility. This, because of their potential applicability to other
organizations. Thus, case studies of these saven agency training programsare provided in Appendix
A. Subcommittee knowledge of these agency training programs led to recommendationsfor agency
collaboration presented in Chapter Six. Highlights of each agency review are given below. Staff
numbers are from FY 1996.

Bureau of the Census (Department of Commerce). The Census Bureau has a staff of over 3,000
professionds— including statisticians (e.g., economic, demographic, survey), computer programmers,
andindividuasclassfied inother series. The Census Bureau supportsacademic training for staff onan
individual course basisand for JPSM students on ahaf-time basis. It has also sponsored in-house
dtatistical courseson topics such asvariance estimation, time seriesand categorica dataandysis, taught
by Census Bureau staff expertsin thesetopics. Four years ago a mathematical statistician career
development program wasinitiated. 1n 1986, the CensusBureau developed asevera day orientation
program and asix week courseentitled Professional SkillsDevelopment. All professona employees
took the course during their first year of employment at the Census Bureau. During the coursethe
employeesdesigned and conducted asurvey, giving them hands-on experiencein al aspectsof asurvey.
The orientation and Professiona Skills Development courses have not been held inthe past three years
for lack of asufficient number of entry-level employees. Plansarecurrently being madeto revisethe
overview course.

Bureau of Labor Satistics (Department of Labor). The Bureau of Labor Statistics has a staff of
2,500, of whom 1,620 arein quantitative series— mathematica statisticians, Satisticians, economists,
computer specialists, statistical and computing assistants, and psychologists. BLS hasatraining plan
for mathematical statisticiansbased onsix technical itemsof "Knowledge, Skills,and Abilities' (KSAS).
BLS identified three KSAsfor supervisory positions and three more for management positions. For
all of these KSAS, requisitetraining was also identified. BLS has st prioritiesfor different levels of
training. Training needed to perform the current job had first priority; training that was expected to have
an impact on how the current job was done had second priority; training expected to have an impact
on future jobs had third priority. Priorities are considered in determining training digibility. BLS
providesor supportsboth in-house (taught by employeesor contractors) and academictraining. BLS
supports employees attendance in JPSM courses and degree programs as well as other academic
course training.
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Centersfor Disease Control and Prevention (Department of Health and Human Services). CDC
has approximately equal numbersof statisticians (52) and mathematica statisticians (67) and alarge
number of computer speciaists(289). Itsprofessional work force alsoincludes sizable numbers of
psychologists and sociologists. These staff numbers are exclusive of one of the CDC centers, the
National Center for Health Statistics (described below). Apart from the Applied Statistics Institute
managed by the NCHS, CDC offers courses specific to its program area (e.g. Introductory
Biostatistics, Epidemiology for the Non-Epidemiologist, Introductionto Methodsfor Public Health
Program Evaluation, Utilization of Data by the Public Health Manager, Marketing Information to
Policymakers. How Statisticians can produce what Politicians Want). CDC aso offersmore standard
survey and statistical courses(e.g. Basicsof Survey Research, Introduction Smal AreaAndyss). CDC
has recently developed a Quantitative Methods Career Enhancement Program to develop the
capabilities of their mathematical statisticians.

Energy Information Administration (Department of Energy). The professiona workforce at EIA
includesindustry specidists, operationsresearch and ysts, economists, survey statisticians, mathematical
statisticians, computer specialists, and others. EIA participatesin formal classroom training at
universities (including JPSM) or from outside vendors. Special training courses, provided by the
Stati stics and Methods Group, addresses specific needs of individuasworking in the energy industry
(e.g. Determinantsof Long-Run Energy Demand, | ntermediate Econometrics, Commodity Pricing of
Natural Gas), and needs of survey statisticians.

National Agricultural Satistics Service (Department of Agriculture). The professional staff at
NASS are classified as agricultural statisticians, mathematical statisticians, or computer scientists.
NASS has designed severd career development programs and training programs for al its employees.
All employeeshave Individua Development Plans (IDPs). IDPsare standardized for each professiona
seriesbut alow for individudized training and devel opment opportunities. The agency offersaforma
week long orientation program and a series of agricultural survey and estimation training programs for
all itsstatisticians. These courses cover specificsof agricultural survey design, datacollection, and
processing at severa experiencelevels. NASS haslong supported aprogram of full-time academic
training a the graduatelevel in mathematica statistics, computer science, and survey methodology. An
adminigirativerecord of thetraining provided by theagency ismaintained inatraining database (referred
to as TRAI) at the USDA's National Finance Center, a computer processing facility.

National Center for Education Statistics (Department of Education). The workforce at NCESis
primarily composed of educational statisticians and mathematica Satisticians. NCES hasatraining
program for staff to provide skillsin satistical design, andysis, and project management. These courses
are either taught by agency staff with a particular expertise or by outside experts. The agency aso
supports staff attendance at JPSM and WSS short courses. To promote effective and correct use of
NCES data, NCES has devel oped a unique program of training for external datausers. Data users
often are aso data providers; thus, the training also assistsin improving dataquality. Instructors are
internal experts or known expertsin afield.

National Center for Health Satistics (part of CDC in Department of Health and Human
Sarvices). The NCHS professiona workforce includes health statisticians, computer specidigts, and
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mathematicd datisticians. The Applied Statistics Training Ingtitute sponsors short-term (2 1/2 day)
training courses across the country focusing on dataissues related to current public health concerns.
NCHS supportsacademic programsfor itsstaff, including participation in the JPSM coursesand degree
program. NCHS a so conductsin-housetraining by bringing in vendorsto teach technical courses. The
agency hasdeve oped itsown training database and has systematically collected informationontraining
costs since 1995.

LiteratureReview. Theliterature review of workforcetraining of statisticians drew on resources
available from members and from the Internet. It encompassed training within industry aswell as
training for government statisticians. Statistical agenciesin other countries were contacted and their
resourceswerereceived, e.g., thetraining and devel opment handbook for methdol ogistsdevel oped by
Statistics Canada. The subcommittee adso learned that the Washington Area Alliance for Educationin
Survey Methods periodicaly prepares aconsolidated List of Graduate Course Offeringsat American
University, George Mason University, Georgetown University, George Washington University,
Univergity of the Digtrict of Columbia, JPSM, and the USDA Graduate School. Thisreport'sannotated
bibliography abstracts the papers and documents that were reviewed. Referencesto these papersare
giveninthereport. Severa themesemerged fromtheliteraturereview, including: aneed for changes
inthe academic training programs that facilitate internships with government and industry; appropriate
settings for both undergraduate and graduate programs, broad-based training in theoretical aswell as
applied statistical skills; and training in oral and written communication with non-statisticians. The
authors suggest interdisciplinary training for Satisticiansthat would include training in computer science,
project direction, general management and supervision, and consulting.

Findingsfrom Initial Reviews. Thereview of selected agency training programs|ed the subcom-
mitteeto concludethat thetraining relevant to itscharter included both survey and Satistica training for
the collection, estimation, and publication of officia statistics. Theaudiencefor survey and satistical
training included quantitative agency employeesin abroad set of professional classification series
(henceforth referred to as "datidticians') and the statistical assistant series. The subcommitteg's agency
and literaturereview dsoidentified needsfor training " statisticians' inareas such asgenera computer
software— word processing, Spreadsheet, database; genera office skills— writing, presentations,
teamwork, project management; persona development; and management. Because these genera
categories of training would not differ intrinsically for "statisticians' from other members of the
professiona workforce, the subcommittee did not include these types of training within its purview.
Trainingin statistical computingwasdeemedtoberelevant for "satisticians' whenthedatistica content
was an important factor in the course material.

Thereview indicated that the focus of thesubcommitteg's effort should be the primary federd Satistical
agencies. These were defined to include those agencies represented on either the OMB chaired
Interagency Council on Statistical Policy (ICSP) or the Federd Committee on Statistica Methodology
(FCSM). Table 2 providesalist of thefederal statistical agenciesreferred tointhisreport, indicating
their relationship to the ICSP, the FCSM, and the Subcommittee on Survey and Statistical Training for
Federal Agencies. Information from thefinal report might also be relevant for other federal agencies
with asmaller contingent of statisticians.
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Severd of the agency presentations described career development programsfor satisticians, including
two specifically designed for mathematical statisticians. These career devel opment plansincluded
aspectsof al threeHRD activities— training, education, and development. Becausethese programs
have been effective at their respective agencies (and might well be adapted to other agencies), the
subcommittee felt that other agencies might benefit from knowledge about these career devel opment
programs and their integration of HRD activities. A description of three specific programsis provided
in Chapter Four.
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Table 2: Federal Statistical Agency Representation

Member, Member, Representation,
Interagency Federal FCSM
Council on Committee on Subcommittee
Statistical Statistical Meth-| on Survey and
Policy odology (FCSM) Statistical
(ICSP) Training
Agency for Health Care Policy & Research (AHCPR) X
Bureau of the Census (BoC) X X X
Bureau of Economic Analysis (BEA) X X
Bureau of Justice Statistics (BJS) X
Bureau of Labor Statistics (BLS) X X X
Bureau of Transportation Statistics (BTS) X X
Centers for Disease Control & Prevention (CDC) X X
Economic Research Service (ERS) X
Energy Information Administration (EIA) X X X
Environmental Protection Agency (EPA) X
Federal Reserve Board (FRB) X
Immigration and Naturalization Service (INS)
Internal Revenue Service Statistics of Income Divisior X
(IRS)
National Agricultural Statistics Service (NASS) X X X
National Center for Education Statistics (NCES) X X X
National Center for Health Statistics (NCHS) X X X
National Science Foundation Division of Science X X
Resource Studies (NSF)
Social Security Administration Office of Research X X
and Statistics (SSA)
Smithsonian Institution X
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Subsequent review and discussion of the material presented by the agenciesidentified aneed for a
common data set to make comparisons between agencies. Subcommittee members compared their
agency training databases, discovering that their ability to extract datavaried widely. Nevertheess, the
subcommitteefelt that it would be desirable to attempt to collect assimilar information aspossibleon
the scope and cost of agency survey and gatistica training for employees, and on the number of agency
participants.

I nformation on agency survey and statistical training programs conducted for abroader audience-that
of data collectors, data providers, and data users— was an initialy unexpected aspect of the agency
presentations. The recipients of thistraining were individuals who were at some agencies federa
employees, at others, nonemployees. Theaudiencewascharacterized asindividualswho participated
inthe agency survey or statistical processes or received agency statistical products. They included
interviewers(either employeesor nonemployees), collaborators(clients), dataproviders, datausers,
researchers, employeesof other government (local, state, federal, international) organizations. The
subcommittee felt that more information on thesetraining activities could be of interest to the federa
statistical agenciesin designing and developing their broad survey and statistical training curriculum.

3. Study Approach

The subcommittee recognized that it needed to know more about agency training databases to
determine what information might be collected to compare agency programs. A subgroup next
investigated agency training databases to determine what information was available. The NASS
Training Information Database (TRALI), in particular, isquiteextensive. It includes participant data
elements name, socid security number, dassification series, gradelleve, postion title, duty location and
phone number, home address and phone number, organizational unit; and course dataelements: title,
course objective, course start/end dates, duty hours, non-duty hours, tuition cost (registration fees,
books and materias, other), vendor (name, address), course address, training purpose code, training
type code, training source code, training specia interest code, payment method, indirect costs. Other
agency training databases were less comprehensive. On the basis of the information thought to be
available at most agencies, the group specified measures relevant for comparisons between agencies
— averagetraining cogts and average number of training opportunities per employee; amounts and kinds
of training provided and to whom; total cost and cost as percent of program budgets.

The group devel oped asurvey questionnaire (Appendix B) to send to the previoudy identified list of
federal statistical agenciesto collect information on agency training. Each agency wasrequested to
provide FY 96 dataon training cogts, survey and statistica course attendance, and numbers of attenders
for "statistical" employees. "Statistical employees’ were defined as:

N  mathematical statisticians (GS-1529),

N  statisticians (agricultural, economic, demographic, health, education — GS-1530),

N  survey statisticians (survey methodologists — also GS-1530),

N  quantitative social scientists (economists, sociologists, psychologists, anthropologists),
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operations researchers (GS-1515),

computer specialists (GS-334),

student assistants (GS-1599).

statistical assistants (GS-1531).

Survey and statistical courses were grouped into Six categories.

= =2 =2 =2

statistical analysis (e.g. Analysis of Complex Survey Data),
sampling (e.g. Applied Sampling),

other statistical courses (e.g. Probability),

statistical computing (e.g. Introduction to SAS),

= =2 =2 =2 Z=Z

survey methods not otherwise classified (e.g. Questionnaire Design),
N  other (e.g. Survey Management).

Information on course attendance was obtained and categorized by course type, participants
classification series, and grade.

The subcommittee recognized that the dataiin agency training databases would not provideinformeation
on employee satisfaction with training opportunities— for present work assignment, for kegping up with
technology, and for career development — or employee's perception of the value of the training.
Agency databases would only document what courses had been taken. An opportunity to collect
information on employee perception arose in connection with the 1996-97 JPSM Practicum,
Organizationa Climate Survey of Federa Statistical Agencies, conducted at nineof thefederd Statistical
agencies. Through aninteragency process, the subcommittee proposed questionsfor this survey that
would provide insight into employee satisfaction with training.

Tohighlight the subcommittegsinitia findings, the subcommittee organized asession at the November
1996 conferencejointly sponsored by the FCSM and the Council of Professional Associationson
Federd Statistics (COPAFS). The sessonincluded apaper ontheinitid activities of the subcommittee,
presentations on severa agency career development programs, and apanel of senior agency executives
discussing statistical training needsinthefuture. The documentation for thissession wasincorporated
into the report.

Asafollow-up to the pand presentation on statistical training needsin the future, the subcommittee
sought additional agency executive ingghts onthese needs. Asaresult of these two efforts, inaghts
were obtained from BoC, BLS, NASS, and NSF from panel participation, and fromEIA, NCES, and
NCHS through response to an interview questionnaire.

Information was prepared on interviewer training. Federal agencies have different arrangements for
securing aninterviewer workforce. Some agenciesdirectly employ their interviewers(BoC, BLS);
some agencies contract for their interviewer workforce (NASS, other federal agencies). NASS has
an arrangement with another organization, the State Departments of Agriculture, who supply NASSwith
interviewers. Theinformation oninterviewer training by three agencies— BoC, NASS, and BLS—
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wasincluded to provideinformation on statistical components of thistraining that weredesirableinthe
conduct of surveys. Thisinformationwould provideamode for agencies contracting for datacollection
with BoC, NASS, BLS, or aprivate organization.

I nformation was a so requested on training of nonemployees. Thisinformation helped to provideatotd
picture of each agency's survey and satistica training programs. Additiondly, it would provide insght
ontheoutreach effortsof agenciesin quantitative and survey literacy. Committee membersthought that
sharing of thisinformation between agenciesmight provideideasfor more effectivefederal Satistical
system quantitativeliteracy. Agency survey and satistica training programsdirected toward employees
might thus be augmented.

Whilethe study approach was multi-faceted, each facet had limitations that presented chalenges. The
survey questionnaire collecting information on agency training was saf-administered, for example, and
respondents had only limited opportunity to clarify the information request. Both training and training
costs are defined differently across the agencies, leading to inconsistenciesin the reported data. In
addition, for nine of the nineteen agenciesreporting on agency training, the information on employee
perception of training (information obtained from the Organizational Climate Survey of Federal
Statistical Agencies) covered al typesof training for all employees, not just statistical training and
training for statistical employees— thefocusof thisreport. Detailson thelimitationsare presentedin
these chapters.

4, Organization of Study

The major component of the report consists of the two formal survey data collection efforts— the
survey conducted by the subcommittee discussed in Chapter Two and the analysis of the training
guestions contained inthe JPSM Practicum Survey presentedin Chapter Three. Chapter Two includes
information on training for both agency employees and nonemployees. Chapter Three reports on
agency employee perceptionsabout thetraining they currently receive (al training, not just Satistical).
Chapter Four presentsinformation on three statistical career development programs. Chapter Five
describesinterviewer training at the Bureau of the Census, the Nationd Agricultural Statistics Service,
andtheBureau of Labor Statigtics. Chapter Six highlightsthe recommendationsand findings of thesub-
committee, including potential uses of the survey results, recommendations to improve training
opportunities, identification of areasof collaboration acrossthe statistical system, and training to address
future needs.

Thereport'sannotated bibliography abstractsthe materia collected in the course of the agency literature
review. Appendix A has case studies of seven federad statistical agency training programs. Agencies
representedinclude: theNational Agricultural Statistics Service (NASS), the Bureau of the Census
(BoC), the National Center for Education Statistics (NCES), the Energy Information Administration
(EIA), theNationa Center for Hedlth Statistics (NCHS), the Center for Disease Control and Prevention
(CDC), and the Bureau of Labor Statistics (BLS). Appendix B containsthe Federd Statistica Agency
Training Survey Questionnaire. Appendix C containsthetraining questionsincluded on the 1996-97
JPSM Practicum Organizationd Climate Survey of Federal Statistical Agencies. Appendix D provides
the Questionnaire on Future Training at Federd Statistical Agenciesused to solicit ingghtsfrom Senior
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Agency Officids at selected statistical agencies. Thisinformation was used in conjunction with
comments made at the November 1996 COPAFS Seminar to profile future training needs.
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