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The International Trend of Senior Civil
Servants Training

Yuang-Kuang Kao™

Abstract

In order to frame the training program for Senior Civil Servants (SCS), it is
crucial to clarify what the competences and competencies of SCS are. In general,
courses training for SCS focus more on modules of management skills and
leadership.

In this article, the author aims to first clarify the relationship between
administration reforms and the establishment of SCS. What follows is the
discussion of competencies for SCS and the training purposes of SCS in most
developing countries. Finally the author suggests that even though the structuring
of SCS is under process currently in Taiwan, it still needs to tackle the contextual
issue of Taiwan's SCS, which is related to the debate between career-based system
and position-based system in Taiwan's SCS system. Otherwisg, the training

program seems to face obstacles to be programmed appropriately.

Keywords: Senior Civil Servants (SCS), leadership, management, competence,
competency

* Minister Without Portfolio of the Examination Yuan.
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