Master Training Plan (MTP). 
a. General. 

1. Introduction. The importance of setting realistic career goals and preparing development plans cannot be overemphasized to employees, supervisors, and reviewers. Well-developed career goals, performance evaluations, training and development plans will prepare the ground work for effective individual career management. These responsibilities and the vigor with which they are pursued will be the keystone of quality staffing throughout the Army Safety Program. Training and career development plans for the SM career program have been development along functional lines. It expected that employees already have met the minimum position and grade level qualifications of the appropriate Office of Personnel Management (OPM) Handbook X-118 standards. Therefore, training will be designed to increase proficiency, to improve job performance, and to build qualifications for career advancement. The training philosophy of career management places equal emphasis on management support of formal on- and off-the-job training and development with self-development initiated by the employee. It is management's responsibility to ensure that each employee has the required knowledge and skills for job performance, or that each is given every opportunity to obtain them. However, itis primarily the individual's responsibility to acquire minimum qualifications for promotion or for entering new specialties. 

2. Self-development. This is individual voluntary effort initiated and conducted by an employee. Active interest in self-development usually indicates that an employee has a strong desire to achieve planned career goals. Each employee will be encouraged to do individual projects that will increase his or her knowledge and understanding of his or her occupation, improve competence in his or her area of interest, and offset any limitations identified in the career planning process. Information to help employees identify and plan relevant self-development activities is in the MTP. An employee will be encouraged to take advantage of: 

a. Available Army correspondence courses. 

b. Opportunities for study at nearby colleges or universities. 

c. Planning, reading, and discussion of relevant developments in the SM functional areas. 

d. Events sponsored by professional organizations. 

3. Equivalent training. An employee may take other training or developmental opportunities that would satisfy the objectives of training and experience guides. Requests for equivalency determinations of training and experience acquired outside those listed in the MTP will be forwarded to Commander, USASC, ATTN: CSSC-SS, after review and recommendations by the activity and MACOM CPMs. For each request, the employee will initiate a statement describing how the equivalency was attained. Justification will include a detailed description of the formal course or experience along with a comparison of the KSAs gained, as required in the MTP. 

a. The equivalency request will be forwarded to the activity CPM. The activity CPM will then recommend action to the MACOM CPM. 

b. The MACOM CPM will consider all of the facts and will forward a recommendation (in writing) to the SCPP/FC for a final decision. 

c. The SCPP/FC with return the decision through the MACOM CPM and the activity CPM to the employee that requested the determination. Equivalency determinations will be approved only when the employee has gained knowledge and experience equivalent to the training listed in the MTP. 

b. Other. Training courses listed in the MTP are related directly to the safety function. Mandatory, Priority I and II courses should be taken by all personnel at the grade levels designated. Recommended courses are optional. These courses should be scheduled when supervisor/employee discussions suggest that the classroom training is needed because the subject matter or skill cannot be easily learned through OJT. 

c. To do his or her job, each employee may require training above that normally prescribed for his or her particular grade. This depends on the nature, scope, and complexity of his or her duties and job assignments. When such training is required, the employee may attend training considered appropriate and needed to perform the duties of the position. 

d. An employee should be encouraged to take job-related courses on his or her own time at nearby colleges and universities to help broaden his or her job competencies. 

e. Supervisory training outlined in the MTP will be scheduled for employees that are newly assigned, likely to be assigned within a reasonable period, or considered highly qualified for supervisory positions (activity CPM judgment). Training includes a basic supervisor training course and other training designed to improve skills in working with people in the day-to-day work situation. 

f. Management-level training. 

1. Training at this level will focus on the development of higher level management skills. Major areas of emphasis include course in general, functional, and personnel management and communications skills. Technical training will be directed toward updating professional knowledge and at keeping the individual abreast of new concepts and advancements in the field. Appendix 4 identifies technical and management training for managers. 

2. SM manager position are defined as those in which incumbents: 

a. Direct the work of an organization. 

b. Are accountable for the success of specific line or staff programs. 

c. Monitor the progress of the organization toward goals and periodically evaluate and adjust goals. 

d. Direct an organization and are held accountable for the success of specific operating programs and activities. 

3. No specific grade or organizational criterion fits every situation; however, the following guidelines may be used to identify SM management positions. 

a. Positions are usually at or above grade GS/GM-13. At the division/installation/MACOM level, GS-12 positions may also qualify. 

b. A manager's organization is usually subdivided into two or more units led by subordinate supervisors. 

c. Deputy positions will be included when the responsibility for managing the total organization is divided between the manager and the deputy, or when the deputy assists the manager in all phases of the work of the organization. 

4. SM managers should identify those nonmanagers with a high potential for success in management positions. Any individual identified should be targeted for management development in his or her IDP. 

g. Developmental assignments. 

1. Lateral assignment. Assignment for developmental purposes will be encouraged as a major feature of career management. 

2. Special developmental assignments. These assignments include long-term training (LTT) when employees are assigned full time for more than 120 calendar days for specific developmental purposes. 

a. A training assignment may use Government or non-Government facilities. In determining the eligibility of candidates for LTT, the proposed training program must directly relate to present or future work assignments and to the planned executive or career development of the employee. LTT assignments may be scheduled for selected SM employees based on Career Program Planning Board (CPPB) recommendations. 

b. DA policy is to use LTT when such assignments are more suitable for training objectives than short-term assignments. Employees already participating in recognized apprentice, cooperative education, or career intern program will be excluded from participating in LTT. 

c. The objectives of LTT and education are to: 

1. Develop selected high-potential employees (with substantial management knowledge and skills) through education or developmental assignments. These will be high-potential employees with academic and work experience that has been limited to a particular specialty. 

2. Extend an employee's professional knowledge when there has been a technological or scientific advancement. 

3. Learn about significant developments pertaining to the Army mission or to the career program. This will expand an employee's knowledge and background. 

4. Acquire knowledge about another functional area or specialty when job responsibilities tend to be interdisciplinary in nature, or when capstone developmental assignments are involved. Capstone developmental assignments prepare top-level managers to mange specific line or staff programs. 

3. Special academic programs. Any incumbent manager and high-potential nonmanager will be encouraged to take courses at nearby colleges or universities. This will enhance his or her professional and management capabilities. Recommendations for academic programs will be made on the employee's IDP. Activity and MACOM CPMs should encourse and actively support these programs, especially since participants will enroll in job-related courses. 

4. Employee status during training. DA policy is to avoid, whenever possible, any adverse action against employees that are on LTT or other educational assignments. Before action is initiated to cancel the terminate employment under reduction-in-force procedures, the employing and the MACOM CPM will make every effort to place the employee in a comparable position consistent with the employee's mobility and SM career program staffing needs. 

a. When assigned to LTT, an employee will remain on the rolls of the employing activity that arranged for his or her participation in the training, or will be assigned to a HQDA LTT space, as appropriate. 

b. During the employee's absence for training, the supervisor should consider arranging for temporary reassignment or temporary promotion of an employee to fill the vacated position. These assignments give employees broad developmental experience and an excellent opportunity for OJT. This may substantially benefit the activity. Also, these assignments give management officials a chance to observe (directly) the performance of selected employees in a tryout situation. 

5. Program resource. Support of LTT is primarily a command responsibility. Commanders are responsible for planning, programming, and allocating the necessary personnel and funding resources for identified requirements. Budget Program Element 878751 (ACTEDS) will be used to program funds for LTT assignments. HQDA will issue specific guidance each year on various aspects of the LTT program, including budgeting. 

h. Individual development plan. The IDP summarizes relevant on- and off-the-job intern, intermediate, or senior-level training and development that can reasonably be arranged for employee within a period of 12 to 15 months. OJT special work projects for development will be emphasized. Training involving a significant amount of temporary duty (TDY) and loss of work time will be planned in a limited and priority basis. 
