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What Is the Human Capital Strategy?

» The Commercial Services Workforce
IS comprised of federal employees who work with
concessions, commercial use authorizations, or
leases In either a full-time or a collateral duty
capacity

* The Human Capital Strategy
focuses on organizational structures, standards,
and supervision to ensure that managers have the
tools they need to help their employees perform to
the best of their abllities



How Is The Strategy Organized?

= Workforce Analysis

= Competency Definition

= Organizational Management Planning

* Training and Development Implementation



The Workforce
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Who Is Commercial Services?

= 300 federal employees
- Half as collateral duty

= 31 different job classification series
- Most fulltime in 1100 General Business series
- Most collateral duty in 0025 Ranger series



What Do We Look Like?

= 65% with bachelors degree or higher

= 50% over 50 years of age”

= 70% women’

= 43% with 20 years or more of federal service
= 21% presently retirement eligible

* of all employees within the 1100 job series



What's Good About Our Program?

» Employee enthusiasm and commitment

» Respect for work/life balance

= High expectations for performance

= High-quality, service-focused work

= Team-oriented, collaborative work environment




Where Do We Have Challenges?

= QOrganizational management

= Employee development

= Staffing and workload

» Policies and procedures

= Communication, perceptions and relationships




What Do Our Employees Say?

= “We need clear standards, guidance, and
leadership so that policies and practices are
consistent from Park to Park.”

= “Communication with the field continues to be a
challenge, but there are efforts being made to
Improve. There are still times when concessioner
learn things about our program before we learn
about them.”

= “| am collateral duty and my regular duties already
exceed what | can do.”
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How Do We Improve?
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Articulate the Program’s responsibilities
Improve the way employees work

Apply consistent performance standards
Develop staffing models

Define competencies

Map career paths

Brand the Program

Employ enhanced recruiting methods
Implement Program-specific onboarding
Enhance training opportunities




Competencies



What Is A Competency?

= A Competency is an observable, measurable set
of skills, knowledge, and abilities an individual
needs to successfully perform work roles or
occupational functions

= A Competency Model is a framework that
describes the full range of competencies required
to be successful in a particular occupation
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How Can We Use Competencies?

= Competencies can serve as the foundation for a
range of human capital initiatives
- Selection systems
- Training programs
- Performance management processes
- Workforce planning

= Competency modeling helps ensure individual

performance aligns with the organization's core
values, mission and strategic direction
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What Are We Working Toward?

= Validated competency models
- Concessions Management Specialist
- Concessions Analyst
- Supervisory Concessions Manager

= Validated task and skills lists for commercial
services portion of collateral duty positions
- Park Superintendent
- Administrative Officer
- Park Ranger
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What Remains?

* I[mplementation of workforce recommendations |
= Validation of competency models

= Organizational management planning task
* Training and development implementation
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