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National Park Service Career Management Concept 

Director's Message to Employees 

This is the Career Management Concept developed by the Grade 
Comparability Task Force to identify ways to accomplish point 
nine of the 12-Point Plan, to "Expand Career Opportunities for 
our Employees." 

This Concept should not be viewed as a rigid policy statement. 
It is intended to establish a flexible framework for future 
policies and actions for career management throughout the 
Service. Managers, supervisors and employees are encouraged 
to learn as much as possible about the elements, procedures and 
personnel management tools available for career management and 
to apply them in career planning and organizational development. 
Personnel offices are available to assist in the development of 
specific plans and actions to carry out the principles of the 
concept. 

Career management is a dynamic process effective only through 
the participation and cooperation of everyone. I hope that 
this document will be the stepping-off point for a successful 
program benefiting the Service in meeting its present and 
future skills needs while also assisting employees in planning 
their careers. 

William Penn Moj^t/Jr. 
Director 
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National Park Service Career Management Concept 

Introduction 

This document provides basic information on the principles of 
career management within the National Park Service. Career 
management, as the terra is used here, can be defined as a broad 
set of practices used to manage the Service's human resources to 
assure that current and long-term work force requirements will be 
met, as well as to facilitate the career development of 
individual employees. 

Organizational Career Management Concepts 

There exists a need to properly manage and plan work force needs 
to meet current mission requirements and to assure that the 
Service will have a future work force with adequate skills and 
experience to meet the needs of the organization and the public 
it serves. As a minimum, this work force planning effort must 
consider that employees progress in a manner which minimizes 
attrition, anticipates future growth demands and assures that key 
personnel at all levels are available to replace employees who 
retire or otherwise leave the organization. To be sure, such 
planning efforts are beneficial to employees, but the primary 
motivation and concern must be for the continued health of the 
organizational entity. 

Without question, work force planning is the responsibility of 
management within the organization. The process of work force 
planning, particularly within the non-defense sector, has been 
historically limited primarily to position management, grade 
control and proper allocation of FTE's. The major goal of this 
document, therefore, is to present processes and activities that 
can serve to effectively manage the Service's work force, both 
for the benefit of the organization as well as for the Service's 
most valuable asset, its employees. The key to career management 
planning, both within the National Park Service and all other 
agencies, is to establish positions and the general organization 
of work in such a manner as to optimize the accomplishment of the 
missions of the organization. The first step in career manage­
ment planning, therefore, is to analyze the mission of the 
organization and the contribution of the unit, division or 
district toward the meeting of the mission. Work is then 
organized and positions structured to best meet mission needs and 
facilitate support of mission goals. 

Employee Career Planning Concepts 

From the moment an employee is hired into an organization, the 
processes of career management are initiated. These processes 
may be highly-structured or, as is almost always the case, are 
loosely planned or haphazard. 
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From an employee's point of view, the act of employment generally 
carries with it certain assumptions and expectations regarding 
job security, mobility, advancement and enhanced job responsi­
bility. Most employees assume that hard work, dedication to the 
mission of the organization and interpersonal cooperativeness 
will eventually result in the realization of their personal 
career goals and expectations. 

The point of greatest departure regarding employee career plan­
ning generally involves the question of who is responsible for 
it. Is the employee solely responsible for the planning and 
management of his or her career progress? Is it the organiza­
tion's responsibility to see to it that deserving employees 
progress into higher grades and enhanced areas of responsibility? 
The obvious "truth" is, of course, that the burden of responsi-
bilty for career planning lies with the employee, with counseling 
and support by the supervisor and overall systems guidance by the 
organization. Another major purpose of this document, therefore, 
is to attempt to define the career planning concept and to pro­
vide detailed information to Service employees regarding avenues 
available in planning their careers. 

Elements st£. aji Effective Career Management Program, 

An effective career management program: 

- Requires a systematic and consistent approach in the assessment 
of work force requirements and the evaluation of employee qua­
lifications and interests for the purpose of developing a highly 
qualified source to meet the Service's work force needs. 

- Provides technical tools and detailed information to supervi­
sors and employees necessary to allow them to mutually plan and 
manage employee careers within the Service. 

- Helps supervisors in motivating employees to improve their 
knowledges, skills and abilities in order to be ready for posi­
tions which will enhance employee careers and meet Service work 
force goals. 

- Provides clear goals and recommendations for each major series 
and occupation within the Service so that employees and super­
visors may work in a collective fashion to meet both the 
Service's work force planning needs and the employee's career 
management needs. 

- Supports Affirmative Action goals by increasing opportunities 
for development and advancement of women and minorities in jobs 
where they are underrepresented. 
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