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Under this heading will appear the text of proposed rules
and changes. The notice of proposed rulemaking is
required lo contain an explanation of any new rule or any
change in an existing rule and the reasons therefor. This is set
out in the Purpose seclion with each rule. Also required is a
itation 1o the legal authority to make rules. This appears fol-
lowing the {oxt of the rule, after tho word "Authority.”
Entirely new rules are princted without any special symbeoi-
ogy under the heading of propesaed rule, if an existing
fule is to be amended or rescinded, it wili have a heading of
proposed amendment or proposed rescission. Rules which
are proposed to be amended will have new matter printed in
boldface type and matter fo be deleted placed in brackets.
A: important function of the Missouri Register is to soficit
and encourage public paticipation in the rulemaking
process. The iaw provides that for every proposed rule,
amendment, or rescission there must be a notice that anyone
may comment on the proposed action. This comment may
take different forms.
f an agency is reguired by statute 1o hold a public heating
before making any new rules, then a Notice of Fublic
Hearing will appear following the text of the rule, Heasing
dates must be af least thirty {30) days after publication of the
notice in the Missourf Register. If no hearing is planned or
required, the agency must give a Nolice to Submit
Comments. This ailows anycne to file statements in support
of or in opposition to the proposed action with the agency
within a specified {ime, no less than thirty {30} days alter pub-
lication of the notice in the Missouri Register.
n agency may hold a public hearing on a rule even
hough not required by faw to held one. If an agoncy
aliows commends fo be received following the hearing date,
the close of comments date wili be used as the beginning day
in the ninety- {80-} day-count necessary for the filing of the
order of rulemaking,
f an agency decides to hold a public hearing after planning
not fo, if must withdraw the earlier notice and file a new
notice of proposed rulemaking and schedule a heasing for a
date not less than thirty (30) days from the date of publication
of the new notice.

Proposed Amendment Text Reninder:
Boldface text indieates new matter,
{Bracketed text indicates matter being deleted.

Title 1-OFFICE OF ADMINISTRATION
Division 26—Personnel Advisory Board and Division of
Personnel
Chapter 6—Management Training

PROPOSED AMENDMENT

1 CSR 20-6.010 fManagement Training! Leadership Development.
I'he board is amending scctions (1)-(4}, deleting sections {3)-(14),
amending the purpose statement, and amending the ruke title.

PURPOSE: This amendment modernizes this rule 1o assist state
agencies in developing and maintaining effective feaders.

PURPOSE: This rule prescribes [guidelines and] standards [as
required by section 36.610, RSMaj regarding mandatory train-
ing for lpersons emploved] emplayees in fmanagemernt] Teader-
ship positions fin} within stafe agencies {within the executive
branch of state govenrnnent other than elective offices and

the institutions of higher learningl. These [gwidelines and]
standards provide a framework for developing and maintaining lead-
ership effectiveness consistent with the mission and wneeds of each
fdepartment] agency.

(1) Delinitions, As used in this rule, unless the context clearly indi-
cates otherwise, the follewing terms shall mean;

(A) Supervisor, a persun [directly and irrrnediately] responsible
for plannisg, orpanizing, directing, coaching, and evaluating the
work of employees {to accomplish a fimitad function or activi-
i,

{B) Manager, & fperson responsible for various general tnan-
agoment processes cluding activities such as general pro-
geam planning, development and coordination, or the argani-
zation, direction ard evaluation of major program functions
and operations or a combination of thesel supervisor who
dirveets the work of other snpervisors, monitors and evaluates the
propress of an organization, and makes adjustments in ohjee-
tives, work plans, schedules, and commiteent of resources; and

(C} Executive, ffor the purposes of this rule, Execulive shall
be defined as senior level Managers including Division
Director, Deputy, Assistant Director, or thair equivalent; aod]
& manager wlo scrves at the top levels of an agency or division.

D) For puiposes of this rule, the terms Supervisor
Manager, and Executive shalf include all positions in Unifarm
Classification and Pay (UCP} agencies which the Division of
FPorsonne! finds to involve substantial supervisory or admit-
istrative responsibilities, and shali also inchlide comparable
Dasitions in non-tJCP agencies of the state. The final defer-
mination of such comparability shall be made by departiment
directors after careful review of information furnished by the
Division of Personnel of the jobi clussiffcations and approxi-
mate number of incumbents considered ]

{2) {The professional development of supervisers, manageis,
and executives is of paramount impartance ta the successfiid
completion of state husiness. Therefore, each department in
state government shall estabfish programs, systems, and
procedures, gs necessary to mplernent, administer and
enforce the standards for training personnel in the positions
as defined in this rule. A department may request techinical
assistance fremm the Division of Personnel concerning the
implemertation and administration of the guidelines and
standards. A department afse may reguest formal fraining
courses and othet management-SUpErvisary traiing pro-
grams fram the Division of Personnel or may establish after-
native training programs. Fach department shafl provide
training which it reguires without cost to its employeas.
Departmemts may reimburse employees for additional joh-
related fraining courses in accordance with uniform state
policies  and  procedures  issued by the Office of
Administration and the departinent’s own policies and pro-
cedures which are not in conflict and which provide uniform
treatment of emplfoyees.] Training Program Policy and
Development, Ageucics must provide for the developmnent of
emplayees in supervisory positions. Agencies must issue written
policies to ensure they—

(A) Provide training within twe (2} months of an employee’s
initial appointment io # supervisery position that inclhudes, but is
not limited, to:

1. Professionat Developinent and Performance Management.
‘The pracess of developing and impiementing a work environment
in whick employecs arc assigned responsibilily, enabled to per-
form fo the hest of their abilitics, aad held accouniable;
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2. Employmeni Laws and Legal Issues. A working ueder-
standing of the laws that affect the workplace and the responsi-
bilities supervisors have with respect to those laws;

3. Diversity, The practice of creating and maintaining a
workplace calture that values trust, respect, and inclusion of all
entployees; and

4, Cyber and Workplace Sceurity, An snderstanding of enr-
rent threats and strategies supervisors should use to combat these
risks;

(B) Provide training within six (6} monthy of an employee’s ini-
tialt appeintmend to a supervisory posifion that includes, but is
not lintited to:

1. Mentoring and Ceaching. The ability to provide an
employee with construcfive teedback that is information-specific,
issuc-focused, Dased on observations, used to improve perfor-
maitee, and aceelerales the enployer’s professional developnient;

2, Iulerviewing., The ability fo inferview und hire employ-
ment candidates by using best practices and a general under-
stunding of the overall hiring process;

3. Project Management and Continuens Iniprovement, The
ability to identify opportunities for improving the efficiency and
effectiveness of work, develep project plams te implement
changes, and manage resuelfs; and

4, Communication, The ability to communicate with
emjHoyees and other stakeholders in a way that is clear, persan-
alized, transparent, empathelic, colluboraiive, and inspiving;

(C} Maintain knowledge of the above fopics on an annual basis;

(I3} Institalc a structure for supervisors, managers, and execu-
tives fo dedicate time toward professional development no less
than an average of one (1) hour each week; and

(¥) Design and implement leadership development programs
that are aligned with poidunce from the Division of Personnel,
fuster a govermment-wide perspective, identify and devclop falure
leaders, and support agency business inifiatives and goals, All
training efforts shall strive toward best practices for leadership
competencies and modern training fechmgues.

{3) ffor puiposes of coordination, the departments shaif
annuaily review their projections of training needs for per-
sennel in these positions. The inforination provided wifl be
used by the Division of Personnel, State Training Advisory
Councif (STAC), and individual agencies in developing train-
ing programs and odririnistering the guidelines and standards
comtained in this rule.f Reecords of Training Program
Participation. IEach agency shall adopt a standardized methodol-
aiy prescribed by the Division of Persennel for measuring and
reporting the efficiency, effectiveness, and oalcomes of training
efforts. These records shall be submitted to the Division of
Personnel either through a common electronic platform or by
other means on nu less than an annual basis.

(4} fEmployces entering into the positions covered by this
ritle are required to compiete a minimum of forty (40} hours
of fraining within their first vear in the pasition. Thereaftor,
employees are reqtifred fo maintain at loast sixtecn {i16]
hours of continuing Competency Based Training annually.f
Coordination and Goveroance, Te facilitate communication and
cortingouy improvement, cach agency shall designate and main-
tain one (1) talenf development manager or executive, and one
(1) business muanager or executive, who shall participale in an
inter-agency consnltative group, The group will be led by the
Bivision of Personnel. Meeting trequency and duration will be
determined by the Bivision of Personnel for the inter-agency
group in erder 1o achieve the following objectives:

(A) Ensure agency and state-wide talend devclopment pro-
grams are curtent accerding to the standards prescribed in this
rule;

(B} Ensure this rule remains relevanl to overall manuasement
priorifics und aligned with current werkforce development needs.
The inter-agency gronp may provide input to the Divisien of
Personnel vegarding amending this role; and

(€C) Develop and maintain recommendations 1o assisl agencics
in complying with the rule.

I8} Trafning in any of the twenty-four {24} competencies will
count foward fultiffinent of the training rufe reguiremesnts.
However, fo provide a framework for developing a broad
spectriun of effectiveness in the areas of supervision, man-
agerme, orgarizational development, and leadership, train-
fng must be received in more than one {1} curnpetency each
year.

{6} in cases of promotion, whethar it be from Supervisor fo
Manager, or Manager to Executive, ft shalf be at the discre-
tion of the departtment fo determine which of the two {2}
thresholds of hours applies: efther the sixieen {16}-hour
threshold or the forty (40} -hour threshold,

{7} in cases of lateral transfers between agencies or within
an agency, it shall be at the discretion of the empioying
departmont to determine which of the two (2) throsholds
applies; efther the sixteen (16]-hour threshold or the forty
{40}-hour threshold.

(8} incumbents in all positions covered in this rule are afso
requited to take a Core Curriculum consisting of perfor-
mance managemerndt, diversity, and pravention of unfawfuf
discrimination. Diversity and prevention of unfawful discrim-
fnation pragrams shall be required of incumbents in alf posi-
tions covered in this rule, and every effort shall be made {a
meot these reguirements every two (2} years but not 1o
exceed three (3} years. The format and time frames of these
pragrams shall be determined by the departments. STAC wil
provide guidance to departmentts regarding the content of
these programs as/when needed.

{9} 15 support its effectiveness, each department shall
ensure through its programs, systems and procedures that
equal employment ocpportunity and upward mobhility objec-
tives are implemented as part of its supervisory and manage-
ment carcer development process. Each individual employee
shall have responsibility to effectively use, for personal seff-
growth and career development, the training opportunities
provided.

{10} The twenty-four (24) competencies identified by STAC
are as foflows;

{A) Accountability: The alility to accept alf responsibiilities
of the jobr and assigned tasks. Cormponents of this compe-
tency can include holding self and others accountable for
delivering quality products, assuring effective controls are
developed and/or maintained so organizational icegrity is
maintained, acting decisively to modify activities fo better
promote customer service and/or quality of programs and
pursting alf assignments with the phifosophy that the
resgonsible individual must follow through to completion
the project is (o be successfui;

{6} Computer Literacy: The ability 1o use pravided comput-
er techriofogy tv enhance the guality of work and programs.
Compaonents of this competency can include possessing suf-
ficient knowledge and commfort concerning computer appfices-
tions and telecommunications. It also includes the ability to
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interact effectively with inrternal and extemal contacts and
o stay informed about technological advances and their
notentisl impaet or value to work activities,

{C} Creative Thinking: The abifity ta develop now insights
into situations and apply innovative sofutions that make
improveinents. Comnponents of this competency can include
the ability to cncourage innovation and creativity amang oth-
Brs;

(D) Customer Service: The abifity to remain focused on
understanding, amnticivating, and responding to the internal
and external needs of customers. Compeoneonts of this com-
pelency can include the ability to see customer satisfaction
as the number one priority and to maintain sensitivity to the
requirements of customears through personal invelvement
and a continuous drive for feedhack;

{E} Decisiveness: The ability to make timely and effective
decisiuns with available information or knowledye arvd with-
In your awn authority. Components of this competency can
include the ability to take calculated risks even in uncortain
situations, perceive the impacl/implications of decisions, and
assume responsibifity for the resufts of decisions even if
unpopuiar

{F} Financial Management: The abifity to administer finan-
cial resources in a manner that iuséills public trust and
aceomplishas the departiment’s mission. Components of this
competency can include overseeing affocation of financial
resources, preparing and/or justifying budgets or expenditure
requests, and overseeing procurement and cordracling pro-
cedires;

{G} Flexibility: The ability to accept change and to cope
with job pressure and stress. Cornponents of this competen-
cy can include the ability o sdapt befravior and werk meth-
ods in response to new information, changing conditions, or
unexpected vhstacles. It includes the ability ta actively solic-
it information and views from others and use the input to
make change occutl, and adiust to multiple demands end
shifting priorities with minimal disruption and stress;

fH} Influencing: The ability to persuade others to buy into
a coursc of action. Componemts of this compoatency can
include the atifity to network with key individuals or groups
ta secarnipfish gowsls and gromate the arganization to others,
and W inspire others so as to create enthusiasm and & desire
to succeed within others;

{f} integrity: The ability fo behave in a professional, fak,
and ethical manner toward others and instifl mutus! trust and
canfidence. Components of this competency can include the
abifity to foflow through on commitmonts, act in a manher
consistent with valuaes, demonstrate a sense of responsibifi-
ty and commitment to sound ethics, and encourage high
standaids of hehavior in others;

S} Mediating: The abifity to address and resolve conflicts
that arise in an effective, impartial manner. Companents of
this competency can incliude the ability to take steps fo pre-
vent potential situations which could resuft in unplessant
confrantations, and handle confrontations which arise before
they have a negative affect on others and the vryanization;

(K} Mentoring: The abifity to eoacli and chaflenge others
to achieve their potential. Companents of this compestency
can inciude the abllily to serve as a rofe mode! far continu-
ous fimprovement throughout the organization, devefop lead-
ership in others by sharing knowlfedgs, experiences and
opparturities for growth, and provide timely and specific
feedback that reinforces or eficits desired hefiavior;

{t} Negotiating: The ability to build a consensus and
accomplish goals through give and take actions.
Cornponents of this cormpetency can inclade the ability to
gain cooperation from cthers to obtain information and iden-
tify and understand the interosts of others;

A1} Political Awareness: The ability to identify fnternal and
external politics that impact the work of the organization,
Campanents of this campetency can include the ability to
approach cach problem situation with a clear perception of
organizational and political reality, It includes the ability to
build and strengthen internal support bases, and get under-
standing and sugpart from management;

(N} Perceptiveness: The ability lo recognize the inpact of
one's own behavior on others. Components of this compe-
tency can include the ability to censider and respond appro-
priately to the needs, feelings, snd capabilities of differant
people in different situations, show a genuine fnterest in oth-
ers and their successes, and treat othors with respect and
digniity;

{0} Planning: The abifity to estabiish cornprehensive and
realistic plans of action to accomplish activities and evaluate
progress, Components of this competency can include the
abifity to maintain a focus on the planned autcome, exercise
good judgment in structuring and arganizing work, and mon-
ftor progress of activitics so discrepancies are identified and
carrectad;

(Pl Probletn-solving: The ability to define a problem, ana-
fyze rolevant information, dnd  dovelop  solutions.
Components of this competency can include the ability to
anticipate potential prablems, reduce a sftuation to jts essen-
tial elernents, simplistic elaments, and distinguish hetween
refevant and irrelevant information,;

(€3} Self-diraction: The ability to maintain focus and inten-
sity, and remain ogtiimistic and persistent even under adver-
sity. Components of this cormpetoncy can include the ability
to deal effectively with pressure and recover quickly frorn
setbacks, dernonstrate a deap-seated need for achievement,
maniage vour awn time effectively and efficiently, seek and
use feedback from others, inftiate appropriate action without
being directed, and maintain confidence in your own ability
and ideas;

(R} Strategic Thinking: The ability to develop and finple-
mernt effective strategies that arc consistent with the orga-
nization’s vision and mission, Componems of this competen-
oV van fnclude the ability lo consider a broad range of inter-
nal and external factors that may impact the organization,
anticipate patential threats or opportunities, and promote
change based on the Jong-range strategic view of the future;

{5} Teamwork; The ability to dovelop and sustain coopera-
tive warking relationships. Components of this competency
vaf include the ability to inspire, motivate and guide others
toward accompfishment of goals and activities. It includes
the abiifty to encourage coflaheration and to promote open
communication and collective problem-sofving within the
group;

{T) Technical Knowledge: The ability to demonstrate profi-
clency in areas of primary responsibility. Compuonents of this
competency can include the ability to apply procedures, reg-
wlations, and polficies to remuin currertt and informed of new
and existing issucs which may affect wurk;

U} Verbal Communication: The abiifty 1o creato and sus-
tainy an atnosphere in which timaly, quality information flows
between self and others, and cxpress facts and ideas in a
convineing manner, Components of this competency can
include the ability to encourage expression of ideas, keep
uthers inforred of refevani facts and issues or decisions, be
receptive to new or different viewpuinits, accopt fecdback,
tailor & message to the listeners’ needs, fNisten coffectively,
clarity informaotion, and use available technology to enhance
materiak

fv} Vision: The abifity to take a long-term view of the orga-
nization’s direction and articulate a vision which integrates
key program goals, priorities, values, and other factors.
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Components of this competency can include the ability to
balance change of continuity, identify and integrate key
issues affecting the vrganization, and promote ownership of
the vision in others;

(Wi Writtern Communications: The ability to expross facts
and ideas in writing in a clear, convincing, and organized
mamnnar. Components of this competency can include the
abifity to effectivefy reflect the position of the organization,
review and critique written communication in a constructive
and subsiantive manner, and use availoble technology to
enhance material; and

(X} Workforce Management: The ability to administer
human resource management principles in a manner which
instifls public and employes trust, mmuaximizes employee
potential and fosters high ethical standards in miceting the
aorgarization’s mission. Components of this competency
may include the abifity 1o ussess current and future staffing
needs, take an active rofe in recruiting, and retaining staff. ft
afsa includes the nead to clarify roles and responsibifities,
provide cfear direction, delagate and empower staff to
accomplish assigninents, support programs and activities
that deal with employee wefl-being such as safety, heaith,
arid farniily life. it alfows for emplayee growth and it requires
that you assess emplovee performance give finely feed-
back, take appropriate corrective/disciplinary actions when
other rmeans have nat been successful, and valuve cuitural
diversity, and othor differences. Lastly, It requires that you
commit rescelirces necessary to develop and train employees
for long-term employment based on neads.

{11} Caompetencies as fdentified in this rude will align with the
current performance management (appraisal) systenr pre-
scritved by the Division of Personnef. STAC wifl he responsi-
ble for determining this currelation and providing depart-
ments with this information.

f12j The Division of Personnel, within available resotrces
and upon reques! fram a department, shall provide technical
assistance concerning the sdminifstration of the guidelines
for mandatory management training as set out fn this rule.
The Division of Personnel shall also develop and present or
otherwise make avaifalile forrnal training courses and other
management development programs which address compe-
tencies identified in this rule. No department or the Division
of Personned shall be responsible tv provide training courses
that address all the campetencies fdentified in this rule.

{13} At least every five {8} years, S5TAC will make recemmen-
dations to the Personnel Advisory Board regarding the stafus
of the rufe, specifically: additions, deletions, and substitu-
tions to the provisions of the rufe. The results of Hhis review
may change the Care Curricufum and competencies listed in
this rile. The departments will change their training profec-
tions and programs according to the resufts.

{14} Fach department shall reguire ermployees in positions
covared by this rule to successiufly demonstrate an ongoing
abifity to plan, organize, direct, coardinate, and evaluate the
work activities for which they are responsible and ta mo#-
vate assigned staff to accomplish organizational objectives.
Should the departmemnt determine that an individual incim-
bent in a covered positivn requires training in 2 competency
not identified In this rule, it is the responsibility of the depart-
ment to provide that training. f

AUTHORITY: sections 36.07) und 36.510, RSMo {2000] Supp.
2018, Origingl rule filed Oct. 7, 1985, effective Jan. 12, 1986.
Amended: Filed Nov. 13, 2000, effective May 30, 2000, Amended:

Filed Fine 1, 2009, effective Nov. 30, 2009, Amended: Filed Oct. 1,
2009,

PUBLIC COST: This proposed amendment will not cost sfufe agen-
cies or political subdivisions more than five hundred dollars ($500}
in the aggregate.

PRIVATE COST: Thiy proposed aintendment will not cost private enti-
ties mara than five hundred dollars (8500) in fire aggregate,

NOTICE OF FUBLIC HEARING AND NOTICE TO SUBMIT COM-
MENTS: Anyone may file a statement i support of or in opposition
ter this propesed amendment with the Persommel Advisory Board, Atin:
Cusey Osterkamp, Secrefary, 300 YW High 5t., Room 430, Jefferson
City, MO 3. To be considered, comments must be received no
iter than the date of the public hearing, December 10, 2009, wirich
is thirty-nine (39 days after publication of thiv netice in the Mixsowuri
Register. 4 public hearing is scheduled for 10:00 AM, Deceniber J0,
209, af the Harry § Triman State Office Buiiding, 301 W, Iigh St.,
Koo 430, Jeffersan City, MO 6511,

Ti{le 2 DEPARTMINT OF AGRICULTURE
Division H)—Plant Tndusiries
Chapter 17—Industrial Hemp

PROPOSED AMENDMIENT

2 CSR 70-17.010 Deflinitions. The deparunent is amending the
entire rule.

PURPOSE: This amendment updates the list of definitions for
Chapter 17,

PURPOSE: This rule lists definitions for Chapter 17.

The terms defined in sections 165.010 and 195.740, RSMo, in addi-
tion to other relative terms pertaining to the industrial hemp fagri-
cufeural pitod] program will be applied for use in 2 CSR 70-17.01¢
to [2 CSR 70-77.1207 2 CSR 70-17.130.

(1) Agricuftural Hemp Seed Production Permit—permit
issued by the Missouri Departmment of Agricuiture to regis-
tered growers and handlers engaged in the production of
agricuitural hemp seed that:

{A) ls sold or infended to be sold ta registered growers for
planting; o

(B} Remains capable of germination.

{2} Applicant—a person, joint venture, or cooperative who
submits an spplicativn for registration as a grower andior
handfer.

{3 CBD—rrannabidiol.

{4} Certificate of analysis—a certificate from an independent
testing faboratory describing the resulis of the faboratary’s
testing of a sample.

{6} Certified agricultiral hemp seed -seed for which a cer-
tificale or any other instrument has been jssued by an
agency autharized under the faws of any country, sfate,
territory, or possession of the United States to officially
cerlify seed and that has standards and procedures approved
by the Assvciation of Official Sead Certifying Agencies
fAOSCA) to assure the genetic purity and identity of the
seed cerlified.

6] Cooperative—organization that is owned and run jointly




