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Objectives of the Human Capital Strategy

= Develop Commercial Services workforce
expertise and skills to meet current program
needs and long-term program goals

» Address program staffing, standards, structure,
and recruitment needs

= Advance Commercial Services career
opportunities and career development

= |dentify staff training requirements
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Human Capital Project Phases £

=

Workforce Analysis
September 2008 — July 2009

Competency Definition
July 2009 — May 2010

Organizational Management
March 2010 — December 2010

Training and Development
September 2010 — June 2011
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Organizational Management Task Purpose

* Provide managers throughout the Commercial

Services Program with the necessary tools and
materials to successfully manage the workforce

VISITOR SERVICES AND COMMUNICATIONS FUNCTIONAL MODULE

Commercial Services Program
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Staffing Model

= Deliverable

- A tool that will allow leadership to use empirical data to understand
workload associated with planning, development and management
of concession contracts, CUAs, and leases, plan for increased
workload demands, and identify staffing solutions

= Benefits to the Workforce

- Better alignment of Park/Regional Office needs and staffing

- Ability to recognize drivers for future workload and prepare
accordingly will result in a more reasonable and consistent

workload for employees
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Standardized Position Descriptions

Deliverable
model for concessions management—that will be reviewed,
classified, and approved for use by NPS Human Resources

- A series of standardized PDs—»building upon the new competency

= Benefits to the Workforce
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Onboarding

= Deliverable

- A collection of tools and materials that assist employees with
assimilation and acculturation into the Program

= Benefits to the Workforce

- Improve employee performance
- Increase employee engagement and retention
- Reduce time to productivity

- Ensure critical
information iS Sample Onboarding Process
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Seeing Results

The staffing
model uses
empirical data to
understand
workload drivers
and identify
staffing needs

11 Commercial Services Program

The updated PDs
enable leadership
to identify the best
candidates for
new positions and
to better
recognize existing
high-performers

The updated
onboarding
materials ensures
that employees
are quickly able to
contribute to the
Commercial
Services Program
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It all leads to
getting the right
people in the right
place doing the
right work at the
right time
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What's on the Horizon

= Map existing learning opportunities
» |dentify training gaps
= Update training curricula

= Develop career maps
that link competencies to positions,
promotion standards, and qualifications



Training Events in Fiscal Year 2011

= Superintendents Training
October 25-29, 2010, Salt Lake City, UT

= Asset Management Training
February 2011 (TBD)

* Prospectus Development Training
March 28-April 1, 2011, NCTC, Shepherdstown, WV

* Pricing & Evaluation Training
April 11-15, 2011, Shenandoah National Park

= Superintendents Training
May 9-13, 2011, NCTC, Shepherdstown, WV

* Financial Management
August 2011 (TBD)
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